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Executive Summary
An analysis of external and internal factors have been made using PESTLE and SWOT to make a case in favour of flexible working and how diversity and inclusion is related to it. After that, a case of how human resources participate in promoting diversity and inclusion has been made using motivation theories and strategies, and advantages and disadvantage of the possible outcomes. Then a case against flexible working in relation to diversity and inclusion have been made by asserting the disadvantages of flexible working. After that an analysis of how the HR will mitigate the problems that can arise from flexible working has been done. Finally, a recommendation has been provided whether ASDA should organise flexible working or not.
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[bookmark: _Toc101457393]Introduction
An organisation or a business is made up of human and their ideas and effort. They form a team, carry out the tasks, fulfil the business objectives and help it grow and achieve its goals. Therefore, managing these people, who are the human resource, is very important. In this report, cases will be made in favour and against flexible working with different criteria. ASDA is a multichain supermarket that is operating in 27 countries in the world. ASDA is headquartered in Leeds, UK and it was founded by Noel Stockdale and J.W. Hindell in February 1949. Their revenue in 2020 was £20,313.1 million (ASDA, 2021).



[bookmark: _Toc101457394]Make a case in favour of flexible working in relation to diversity and inclusion at work and analyse the role of Human Resources in promoting diversity and inclusion through flexible working.
Analysis of external factors
Political Factor: The corruption index of the UK is 78, which implies that there is less corruption in the UK, and therefore ASDA does not have to levy extra charges (Transparency International, 2022). However, the impact of Brexit has impacted firm trade of the UK with the EU, causing a loss of human resources in ASDA.
Economic Factor: The inflation rate in the UK is 2.62% according to of 2022 (O'Neill, 2021). The expense of importing goods and raw materials will also be less due to the low inflation rate. However, there is an increase in the unemployment rate by 4.5% in the year 2022, and this has hugely impacted the human resource and it has affected the diversity and inclusion in ASDA (Clark, 2022). 
Social Factor: The literacy rate of the UK is 99% which shows that ASDA can hire more skilled employees and train them for their betterment (Macrotrends LLC, 2022). There are very serious social issues that prevail in the UK, such as drug abuse, teenage pregnancy, family breakdown, and many more (Parliament.uk, 2022). This is causing more unemployment which leads to less human resources in ASDA. 
Technological Factor: The United Kingdom almost spends 1.74% of their GDP on resource and development activities, which shows that there is a good investment in automation and technology (UK Parliament, 2022). ASDA is using a new digital platform to improve its customer service and experience, and supply chain (Retail Technology, 2021). In 2019, 86% of employees could not switch off working hours and this is creating job dissatisfaction, and a loss of human resources (Statista, 2019). 
Environmental Factor: Section 34 of The Environmental Protection Act 1990 states that all citizens must take care of and manage their waste (Countrystyle Recycling, 2021). 98% of products of ASDA are sustainably sourced by making them out of timber, pulp and paper (ASDA, 2022). The sustainable processes that ASDA takes; they recommend their employee to input the same in their daily lives. 
Legal Factor: The Employment Act, of 1996 deals with rights and responsibilities, sudden termination of the employees, sudden reduction in wage, zero-hour contracts, suspension from work, and flexible working (LexisNexis, 2022). The Health and Safety at Work etc Act 1974 states that safe systems should be used, health and safety training must be there, maintain safe work equipment (Worksafe UK, 2018). ASDA complies with health and safety law and their regulations and standards (ASDA, 2022).
Analysis of internal factors
Strengths: The widespread service of ASDA is a big strength for them which includes groceries, clothes, bedding as well as pet, car, motorbike insurance and personal loans too (ASDA, 2020). This can help the organisation to include more number of employees from variety of cultures. Managing inclusion and diversity can be possible in the organisation.
Weaknesses: The global market of ASDA is low and limited and entering a new market is tough for them because of their pricing strategy, therefore they lack human resources. This can be a barrier in the attainment of diversity and inclusion in the business.
Opportunities: The sustainable and recyclable packaging and zero operational waste of ASDA lead them to good growth in the business (ASDA, 2022). There are good human resources for packaging and R&D activity fostering the cultural inclusiveness.
Threats: The aggressive competition with other retailers like Tesco, and Sainsbury, over pricing, is a big threat to ASDA. Therefore, the human resource in marketing needs to come up with new campaigns. Covid-19 has been a reason for the management of staff worldwide. Flexible working has become a barrier for the brand in managing of cooperation in the business.
Employees in ASDA are happy with the process of flexible working, as they can save money and time as well as spent some time in their home. The liberty to work at any time or on extra time has benefitted employees a lot. At very first, flexible timing improves productivity. As employees have the freedom to choose a time of their own, they are working fast and more in lesser time than office, and out of organisational hours. People from different culture and gender can opt for flexible working to continue their job along with their personal commitments (Laister, 2021). 
ASDA will be capable of maintaining gender equality in the workplace through this working process. There are many kinds of people, for whom going to the office is a tough decision, as they have to complete different chores, or offices are often very far from employees’ homes. Going to the office is even a challenge for many people, like those who are physically disabled (Timewise, 2022). There are women, single parents, or parents with a newborn baby who might have some problem going to the office and working (Open Sourced Workplace, 2022). Along with productivity, flexible timing also helps with reducing stress. It has been observed that reaching anyone while working flexibly is not a problem at all. Moreover, everything moves out fast while working from home or anywhere. Enquiries and meetings happen over chats and video calls.
Commuting daily to offices might be stressful, and cause a lot of exhaustion, as well as time taking for employees in ASDA. This causes fatigue, especially for older people and people with health conditions. This also creates diversity in a way, where old people can work easily while sitting at their home. Flexible working also brings more talented and smart people to an organisation. For many people, homogeneity and groupthink block their brains and creativity. If they are alone in their homes, they can work better and more proficiently. It benefits organisations too because it reduces down recruitment costs. Talent can be attracted more because the issue of distance is not a factor anymore. ASDA can hire talented people of different colours worldwide and this will again increase the diversity (BBC, 2021). 
Flexible solves issues of gender inequality as well as colour diversity inside an office. With more diversity and liberal hiring, the inclusion and participation of all the people will become more, and the employees will like to retain more. According to a study in 2019, an organisation with a more diverse team is working better than an organisation with less diverse teams (McKinsey & Company, 2022). Inclusion will increase if there is more employee retention. It has been found that with flexible working, employees are taking fewer breaks, involve them more in work, and also make their careers better.
The role of human resources (HR) in ASDA is to recruit the best member that is suitable for them. They hire people for all types of functions and operations within the organisation. However, diversity and inclusion are very different from hiring employees normally. Diversity and inclusion are more of ethical and corporate duty, which creates a sense of belonging along with providing the employee right treatment, personal space, and fair justice. The recruited people should feel comfortable after walking into the organisation. This will build their confidence and will stay committed to the organisation. The HR will create and authorise the diverse culture, monitor them with help of audits, and widen the talent pool by hiring miscellaneous workers from different backgrounds (Stevenson, 2018). With all of these, they need to keep supplying diversity to keep up the equilibrium in performance and output. HRs should also take care of diversity and inclusion by thinking about the future by taking care of every type of miscellany, even supply chain diversity. Training and development should go parallel after the recruitment, and they need to be very well trained to feel comfortable and accustomed to ASDA.
[bookmark: _Toc101457395][bookmark: _Hlk102034133]Herzberg’s theory: Herzberg’s two-factor motivation theory states that the two factors are motivators and de-motivators. Within motivators, there are achievement, recognition, work, responsibility, growth, development, and flexible working. Within de-motivators, there are hygiene factors. The hygiene factors or de-motivators include policies and regulations, supervision, working conditions, relationships, salary, and security. If the motivators are provided to an employee, they will be happy and if the hygiene factors are not provided properly, they will be unsatisfied (Alrawahi et al., 2022). 

Figure 1: Herzberg’s theory
(Source: Created by the learner)
Increasing the motivating factors will lead to higher motivation of an employee and they will want to retain in ASDA. Factors like achievement and recognition will make the employees feel proud because the hard work and the effort that they will put into their work will reflect. Further, these employees will strive harder to keep their performance good. Similarly, providing flexible working time will also keep the employees happy with the liberty of working anytime, anywhere. With increasing responsibility, the performance of the employees will start getting better (MasterClass, 2020). On the other hand, this will be responsible for providing flexile working environment to the employees and enhancing inclusiveness in the business. Similarly, if a company’s rules and regulations are not good, employees will not enjoy working there. Working condition is another factor that attracts or repels an employee at the same time. Salary and security are very basic needs that a human being needs to survive. If those two are reduced, an employee will be compelled to get out. 


Make a case against flexible working in relation to inequality at work and analyse the role of Human Resources in addressing the concerns of inequality that may arise from flexible working.
Flexible working might ease out many people’s problems and obstacles; however, there are many problems involved with this too. Often, it is a problem working from home because the elders or the parents might not understand the fact of respect that one is physically present in the house, but is working. Similarly, if there are a lot of family issues and problems, working from home will be a tough thing to do. There are types of work in ASDA and other retailers that do not happen while working from home or anywhere, such as operational, security works, and housekeeping works. Therefore, these types of people are not getting the opportunity to work flexibly.
Time is another big factor while working from home or anywhere. Employees may have to work more than their working hours, and it is impossible to keep a track of it. It is difficult to maintain proper time while working from home. Therefore, many times, the employee might miss out on time that they can spend on other important things and if another colleague or employer is working at another time, they might call and ask for anything. This might cause problems for women if they are doing their house chores or taking care of their babies. The ambiguity on work or the official conversations may hamper their time in ASDA. Age inequality is one more thing that happens in flexible working. People more age tend to think that younger people have fewer things to do in their lives, so it will be suitable for them to work over working time. 
Procrastination is another parameter that affects a lot of people while working from home. For not getting the exact workplace environment, many employees could not find the motivation to work and therefore, they procrastinate and end up wasting a lot of time that they could have invested in doing other things. Inequality in payment is already a big issue that prevails in the world. In addition to that, organisations are decreasing some amount when there is flexible working, lowering promotion opportunities (Patridge, 2021). It has also been found that 8.4% of female workers are offered no contracts and 63% of them were domestic carers and cleaners (Chung and van der Lippe, 2020).
Cognitive diversity: Cognitive diversity means gathering people with different personalities, mentalities, ideas, creativity, and problem-solving skills. This helps work to go out smoothly and efficiently. With different mentality perspectives, there are new aspects and inputs into a topic and therefore, cognitive diversity is done to draw out conclusions and results, and carry out intellectual activities. Cognitive diversity is important within an organisation because the people who are hired think differently than the other employees (Thibodeau, 2022). Therefore, they can see some threats and opportunities in a thing that others might not. Teams with more cultural and educational diversity tend to perform better and in any case of problems they incline to solve them before calling anyone.
However, the main objective of cognitive diversity in ASDA is to bring different people from different cultures and backgrounds to bring change and innovation. Now, flexible working is causing a hindrance in bringing innovation because of a lack of communication and nobody is getting to know anyone properly. Physical presence is important for teamwork because they can sense others and what they need and what is the problem going on. Equality is also getting hampered due to opacity happening. Everyone is not getting flexible working in an organisation, no one knows what salary they are getting, or how much time they have to work other than their shift.
To mitigate the inequality problems relating to flexible working, HR must communicate with the employees who are doing work from home, and tell them that there are optional flexible timing options and work to solve, so that there is the betterment for both the employee as well as the business (CIPD, 2021). HR must come up with a creative plan, so that the employees working in the office, and the employees who are working from home or have flexible timing, should get equal treatment and opportunity. Different arrangements of flexible timings and work arrangements like compressed hours, or part-time will give the people the authority to control their work-life better. According to CIPD, flexible timings should be implemented from the very first day, so that everyone can benefit from them. HRs can use the Women’s Business Council as a tool, which uses practical advice from CEOs for mitigating gender inequality. Paying total attention to talent will not only accelerates female success but also will lower the risk of gender inequality. Similarly, using skill-based assessment by HRs in ASDA will also improve gender equality in the organisation.
[bookmark: _Toc101457396]

Conclusion
From the analysis of the external factors, it can be concluded that ASDA will be beneficial if they are doing business, however, the unemployment rate and social issues are causing a problem in the case of human resources. In the internal factors, the big problem is the competition because of ASDA’s pricing strategy, and for that, they need more human resources to solve, especially in the marketing team. It can also be concluded that some people are happy with flexible working because of less hustle and an opportunity for saving more money. Whereas, there are people who are highly unsatisfied with flexible working because of gender and role inequality as well loss of important time and family issues.
[bookmark: _Toc101457397]Recommendation
It is recommended that flexible work should be provided to those who are in extreme need, such as old people, mothers with a newborn kid, or any physically disabled person. Other than these people, the rest should be coming to the organisation because all functions and operations run in a pattern and there is logic behind everything. Physical presence is important in the case of teamwork. Bringing innovations and ideas will bring a good future to ASDA. Hence their employees need to be present and input ideas. Moreover, the inequality between genders in case of timing of work will also reduce even a bit. 
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