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Introduction

This assessment aims to evaluate the role of Human Resources in promoting a case in favour and against flexible work play in diversity policies in McDonald’s Uk. With over 130,000 crew, this company is an excellent example of diversity, equity, and inclusion in flexible work. Their target is to ensure that everyone is welcome, comfortable and secure at every interaction because they promise to deliver a fair treatment for all (McDonald's, 2022). Policy regarding managing diversity recognises differences between employees and allows work to be done more efficiently and effectively. Managing diversity is an idea that recognises the benefits of gaining from disagreements (Armstrong, 2014).

-Make a case in favour of flexible working concerning diversity and inclusion at work and analyse the role of Human Resources in promoting diversity and inclusion through flexible working
	Most of the time, diversity and inclusion go hand in hand. However, they're different, so the company needs to consider their people management and strategy.
	Inclusion is where everyone feels valued at work and feels safe to come up with different ideas and suggestions and try doing things differently from how they’ve been done before, with management approval—causing less risk of discrimination, bullying and harassment.
	Diversity has been about identifying differences. It’s accepting the benefits of having a variety of viewpoints in decision making and the workplace being characteristic of the company's shoppers.
	Diversity involves visible and non-visible reasons, for example, personal characteristics such as background, culture, personality, work style and language. It’s essential to recognise that one dimension of all management approaches to the people does not achieve fairness and equality of opportunity for anyone. People will have different individual needs, values and beliefs. Excellent management training needs to be constantly fair, but it's also flexible and supports personal and professional needs (cipd, 2022).
	According to the law, discrimination is unfair treatment in the UK, including age, disability, gender, marriage, pregnancy, religion, and sexuality. They are known as ‘protected characteristics’ under the law(the Equality Act 2010). 
	While we talk about equality and flexibility at McDonald’s, we require fair treatment at access, opportunity, and innovation, which involves the complete representation of diversity: together with various genders, races, cultures, ages, religions, languages, practices and terms. McDonald’s objectives are to eventually affect all they identify and remove difficulties to fair treatment for minimalist groups. 
The strategy was to expand the standards to everyone: from people who visit us daily and work with us in restaurants or offices and the large communities we feed them and encourage. 
	Mcdonald’s has highlighted the alternative result, equal pay, as a critical concern for the last few years. The competitive position of our pay rates evaluated regulatory relative to associate businesses that indicate the size, volume and performance. Staff are compensated appropriately to their role, task, influence, location, understanding, skills and version. The wage has encouraged high implementation and strengthening behaviours that align with our culture.
We will introduce a broad diversity, equity and inclusion strategy for the next few years, including annual training for employees to be the best leaders and investing in innovation to help change. All those team parts may participate in customer service, teamwork, or financial management activity. The staff can achieve a qualification that is nationally recognised.
	The only valuable tool for improving workplace equality and creating inclusive cultures is flexible working. It could help the parents return to work, reduce the wage gap, help those with changing health conditions stay at work, and help guardians balance their work and take care of responsibilities.
 Flexible working is defined as work arrangements which allow employees to vary the quantity, scheduling or place of their work, generally to benefit both sides.
	The business knows that an outstanding work-life balance is necessary, so they have a flexible schedule. You will be able to make flexible working requests via an online platform. 
The shifts can be part-time, full-time, early mornings or late-night shifts. It all depends on your staff and the needs of the business. During the modification, the team is entitled to a complimentary meal. An extra benefit is working full time; you will receive 28 days of paid holiday and hundreds of discounts at different retailers.
Flexible working includes:
· Part-time working: fewer hours than full-time contract
· Term-time: the employee remands on a permanent contract but can take paid or unpaid leave during school holiday
· Flexitime – allows employees to choose when you start and finish the shift
· Annual hours- total number of hours to be worked over the year is fixed
· Working from home on a regular basis
· Teleworking
· Zero hours contract: the employee does not have the warranty of minimum number of hours worked so that they can be requested as necessary and will have to be paid just for hours they work (Michael Armstrong, 2014).
	In 2019, the Large Youth Friendly Employer of the Year, to achieve this award, accepted chances in the McDonald’s offers and the training they have in place to help young people.
	To the UK government site, flexible working is a method of working out that matches an employee’s need; there was an idea that the work shift counts as flexible working as it could be achieved at any point in the day whether the employee was in control.
	Flexible working hours can increase employee wellbeing by reducing stress and strengthening loyalty. Impulse in confidence helps with levels of lack and may improve productivity. 
	The diversity implemented via flexible working is principally to retain and recruit talent by offering an increased level of control. Flexible working remotely (such as at home) is unavailable for McDonald’s.
	HR can help to control flexibility by:
· mindful of the business problems that show that greater operating flexibility is necessary for
· careful thought about how structural flexibility can be achieved
· evaluating the opportunities for flexible working and discussion and evaluating implications for the organization and the individual employees
· change management techniques required when presenting new procedures
· make sure that moves are being taken as mandatory to provide the training required to update remaining abilities or to develop new
· if zero-hours contracts are a possibility, providing very close attention to moving up contractual agreements which minimize all the potential damages for workers involved.
	HR considered offering flexible work a critical way to attract and retain staff because employees valued it. There was greater demand for formal flexible work among women with caring responsibilities. Managers were considered largely supportive of flexible working and played a critical role in facilitating successful flexible working through solid relationships with their employees and excellent people management skills.
	A culture of flexible working can be created through strategic priorities in this leadership set for flexible working, role modelling the flexible working organization-wide, and taking measures to help make flexible working patterns the default norm over traditional working patterns.
	HR prioritised broadening access to flexible working to different degrees through the procedures and policies they put in place. This is reflected in how straightforward it was to ask for flexible working and determines whether job responsibilities have been promoted as flexible. Expertise has been considered an essential element of flexible working, especially for more communication forms such as telework.
Variety and inclusion are essential components of a thriving corporate culture. As an HR, it’s my job to create an environment conducive to different experiences and perspectives in the retail industry.	
To improve diversity, HR must pay attention to employees; that is the key to building a varied and inclusive workplace. These employee assessments, the focus group, and one to one meetings are the ways that can provide better methods for the team to communicate.

-Make a case against flexible work in relation to inequality at work and analyse the role of HR in dealing with the concerns of inequality that may arise from flexible working.
It found that flexible working could boost well-being and productivity, but the benefits are not equally distributed across the company and can increase inequalities.
Equality and inequality are not contradictions. Equality is the zero point on the infinite range of inequality. The existence of inequality depends on socially recognised differences. The difference may often be simply a basis for socially imposed inequalities, as with ethnicity and gender, or it may be a fundamental cause of inequality, as with health differences.
Equality does not involve zero inequalities in every aspect but simply an equilibrium of differences. However, its complex nature makes it tricky to describe or understand overall equality. The nearby would have been that all people are viewed and treated as equally valuable. Point zero of inequalities may be impossible, but the real problem is the extent of discrimination, which could be significantly reduced.
Experiences of flexible employment patterns like distance or hybrid working may create a mix of advantages and disadvantages for employees. On the one hand, flexible working may suggest that employees are experiencing better independence and satisfaction, well-being and work-life balance. Meanwhile, employees who develop seld determination associated with them explicitly for flexibility and working from home frequently work and non-work borders. Far depends on the flexible working policy, making it an important decision and the particular context it is being implemented.
Flexibility at work may be a dispute problem between employers and workers. This can be assigned to a conflict of interest around rival feats and options where the interests of employers and employees fight.
The relationship between official flexible working and mothers has contributed to an employee awareness that working in flexible agreements would limit career. Limited career progression was seen as a sacrifice required for the privilege of working flexibly.
HR had a unique view regarding whether flexible working must be respected as a policy for all of those with care responsibilities. Making a flexible working culture has been limited by tolerant employee approaches different from traditional working patterns. Perception negatively impacts team frightened employees from asking to work flexibly. Some leaders could be sceptical of a flexible working operating with success if they had poor or little experience.
From an HR point of view, some managers were restricted in how far they could facilitate flexible working if it were unsuitable for the team. Different points of view regarding whether the elders or junior roles were more in keeping with flexible working can be explained by pressure between more significant functions and the fewer responsibilities that make it easier for flexible working. Parts that required covering adequate time limits, providing continuous service, or being in a specific location were considered less compatible with flexible working.
The societal norm can create obstacles to working flexibly and limit progress. The gender norm that flexible working is for mothers discouraged men from working flexibly and has contributed to ongoing unequal uptake by women. Organizations and employees are restricted by outside factors such as client requirements and available public services, such as public transport access and low-cost child care provision (Anon., 2019).
One of the disadvantages of flexible working is liability and security concerns: employees who are at work very earlier or later than their colleagues may find themselves working in an empty space. Another negative point is lack of responsibility, and some companies offer employees a great deal of freedom to pick their shift to work. This can result in losses to the company, as well as damaged workplace morale. 
Wage gaps happen at the recruitment and hiring stages as well as while negotiating increases and promoting.HR can help eliminate the gap by:
· basic wage on the corporate standards, not on previous salaries gained by new employees
· don’t stop employees from talking about their wages
· Should be open with the staff about salary ranges and how reward is decided. Market rates are not always the better indicator of a fair salary,
· making bonus achievement straightforward and attainable. Poor performance workers exist in every business and come in every way. Unsatisfactory performers must be given obvious reasons as to why they did not win promotions
· check your company’s history of promotions and try to understand who has been promoted and why
· to accept that instinctive discrimination is likely to have had an impact on salaries and will encourage staff to discuss with management.


Conclusion
The Covid-19 pandemic has also created many challenges for businesses, involving challenging work solutions such as redundancies, furloughing, and returning to work. Encouraging and preserving diversity in the workplace is essential for good people management. It’s all about appreciating everyone in the company as a human being. However, to take advantage of a different labour force, it’s essential to have a comprehensive atmosphere where everyone feels able to join and achieve their ability.
It is the responsibility of HR leaders to help improve point decision-making processes by creating an innovative way to focus on the work environment and promote opportunities for all employees.
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