[image: A picture containing text

Description automatically generated]
	
Student ID Number/ Name 

	2008582
Cristina Miloiu

	
Programme Title
	BA Business Management

	Module Title
	Managing People

	Module Code 
	
LCBB5004


	Lecture`s name 
	 
Charles Oham


	Coursework Title
	Assessment 1


	Academic Declaration:                                               
In submitting this work, I affirm that my work adheres to the scholarly and intellectual standards of honesty and integrity. I affirm that this work is my work only and that in the preparation of this work I have not consulted any person. I affirm that I have not plagiarised or misrepresented the ideas or language of someone else as my own and that I have fully and accurately attributed any ideas or text of others to the sources and documented each source”.

	Word Count
	 2927
	Date Submitted
	 06.05.2022









Table of Contents
Introduction	3
A case in favor of flexible working about diversity and inclusion at work	3
Analyze the role of Human Resources in promoting diversity and inclusion through flexible working.	3
A case against flexible working about inequality at work	4
Analyze the role of Human Resources in addressing the concerns of inequality that may arise from flexible working.	4
Conclusion	5
References	5



[bookmark: _Toc101176616]Introduction 
This report will analyze and present flexible working in the context of the diversity and inclusion of the workplace. Further, this report will bring forward the case in favor of flexibility in terms of diversity and inclusion of work. The later part will also include a case against the Human resource in addressing the concerns associated with the integrity which arises from the availability of flexibility in working. The study will present cases both for and against the flexibility working in the context of the UK firm having 1000 staff strength. This study will refer to the UK-based retail organization Costcutter UK. This firm is a grocery sector retailer based in the UK having different branches across the UK and around 1000 staff are employed with the firm at branches across regions namely Liverpool, Stranraer Markfield, and Deiniolen (costcutter.co.uk, 2022). 


[bookmark: _Toc101176617]A case in favor of flexible working about diversity and inclusion at work 
A flexible work environment can be a valuable tool for any organization where companies can improve equality in the workplace and inclusive culture creation at the company (Kossek and Lee, 2021). The advantages of a flexible working environment refer to the creation of gender inclusion and reduce the pay gap within the organization. This helps people within the organization in handling fluctuating situations at work, for example, big retail sector companies like Tesco are essentially focusing on this through their shift switching facility for all their staff. Tesco staff can switch their shifts with other members as per their choices which makes the workplace more collaborative and inclusive in terms of employee engagement and cooperation amongst themselves. The flexible work environment can attract a high level of skills and businesses will be able to attract as well as retain their diversified workforce. The staff with diverse cultures and backgrounds will foster the internal capacities of the organization. For company Costcutter UK, considering their staff strength the firm needs to think of Flexible work arrangements in the context of the chosen firms. The purpose of flexible work arrangements will be impactful on the career development of staff. Understanding the impetus and constraints on the implementation of the flexible workplace it’s also crucial for the firm to address the pressure on the diversity maintenance of this diversity by the human resource managers and senior management. These flexible work placements require researching the possibilities and benefits of the implementation of policies in favor of the flexible work-life for staff.  
As per researchers, diversity in a workplace increases the flexibility, retention, and financial sustainability within the organization (Singh, 2019). The diverse workforce is giving a competitive advantage for increasing adaptability and altering workplaces. Legislative compliance is also a criterion for justifying flexible workplace setups. the decision-makers encourage this work arrangement because of its benefits for the organization in terms of performance and competitive advantages. The flexible work environment deems to increase equity as well as social inclusion. The gender pay gap in the organization is essentially a determinant of the inclusive workplace for diverse genders. There is also a link between the diversity management and work-family balance offered to the staff. The diverse workplace is uneasily referring to the concept of ideal working where work-related commitments are promoted and employees do not have any outside work obligations. In an organizational context company, Costcutter should create a dual approach towards systematic changes in further knowing the variability of the practices at the company level. The family-friendly workplace policies will essentially increase the satisfaction of employees and it will reflect in their productivity and rising profits for the firm. The flexible work adaptability is shown by companies resulted in ease of conducting the virtual meetings and team management. Strategic leadership approaches would have an effective contribution in making flexible work arrangements beneficial without turning it into over freedom for staff. The retail sector industry is ripe for the flexible working structures backed by the reason that there are around 3 million people within the UK retail sector which give the majority of them work part-time which makes a flexible work environment a priority for the firms. As per the research done on the responses received from shares of responders on the benefits of flexible work, place accounted major benefit as it will add more productivity for the firm. 
Figure 01: Benefits of Flexible work arrangements
(Source: statista.com, 2022)
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The benefits of the flexible working arrangements for the business 
· Reduced cost- the major benefit of the flexible work environment which particularly refers to the large organizations which entitle them with the opportunity to save cost (Lewis and Beauregard, 2018). The pandemic has seen this trend in terms of work from home where employees were given flexibility in terms of their working schedules. This has made companies continue operations when there was a lockdown situation present. 
· Increased productivity and retention- the flexibility arrangements by the company have encouraged employees to work as per their own space and speed which makes it productive in terms of their thoughts and innovative approaches. flexible working can be used as an affirmative setup and capacity spanning tool that can be useful for women workers and other staff to adapt their work as per the family demands. 
· Improved work culture 
The major reason businesses should go for a flexible work environment is it facilitates a cooperative culture of work and improves their work morale. Allowing the staff to offer work balance as encouraging them to stay happy and retain within their present job profile. 
· Diverse teams- the corporate culture represents team working methods that seem to be more productive and flexible in terms of work arrangements. This includes the pandemic remote work opportunities as well as the physically disabled people who can’t work in office setups. By encouraging a flexible work environment company will have a diverse pool of team members. 
[bookmark: _Toc101176618]Analyze the role of Human Resources in promoting diversity and inclusion through flexible working. 
The human resource leaders are the staff who are indispensable contributors to any organization (Pandita and Ray, 2018). Company success refers to the welfare of its teams and a large part of employee welfare refers to the level of inclusivity offered within the business environment. The integral part of organization policies should be accommodative enough to execute diversity and inclusion in the workplace. The HR leaders tend to improve the decision-making in the context of the inclusivity of the workplace. HR has a role in negotiating and managing internal conflicts effectively which opens opportunities for all staff members. The management of the company has a role in devising a work culture for the company. HR can ensure the recruitment process screens diversified candidates which may be possibly effective in removing any bias. New perspectives can be applied by the Human resource in the acquisition and retention of staff. Costcutter UK company can use the learning and development programs as well as the workshops for the promotion of diversity as well as inclusion. 
The pandemic has added the responsibilities of the HR department to ensure they establish a source and channel for communication for all employees which generates the flow of conversation among staff and management. Human resource managers are accountable for designing rewards and recognition policies for the desired behavior of their staff. The use of reporting and data analytics is essentially useful in eradicating bias in process of performance evaluation for the firm which increases diversity in the company. The “Culture add” approach instead of the “culture fit” is an ideal essential effort from the HR management to make any organization look like a suitable place for the new talent to work (forbes.com, 2022). 
[bookmark: _Toc101176619][bookmark: _Toc101176620]A case against flexible working about inequality at work 1200
Flexible working is often regarded as work from home and post-pandemic it’s also used alternatively in terms of denoting work conditions. Moreover, working from home means ideal for the staff however sometimes it also becomes difficult to manage family responsibilities along with the home chores. It might be a facility for any employee to have a legal right for asking flexible work setups however these can’t be automatically granted to these staff.  People in pandemic found the work from home an isolating and demotivating workforce (Klerk et al., 2021). However, it’s found during the pandemic duration as per the research done by BBC, it’s counted that many well-paid jobs in the white-collar occupations in big cities have seen the remote work suitable. Where the economic impact of this pandemic is unstable for the regions with unequal and severe impact on other occupations. There is a rise in work-from-home trends during the pandemic period which is reflected in the graph (statista.com, 2022). However, the remote work facilities also have a downside which often makes this setup impede companies like Costcutter from generating the robust company culture necessary for the business advantage. Companies with higher engagement have more customer loyalty which makes it crucial for the firm to ensure staff will be available in their stores whenever the client demands services. This goes against the flexibility concern which is not fitting client-centric retail sector demands. 
Figure 01: No remote workers in the UK
(Source: statista.com, 2022)
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The flexible work setups may impact the firm in terms of –
· Colleagues in teams may become separated from each other. 
The exclusive and work from home trend results in interaction among staff only through mediums like Mail and calls. These modes of work are not enough conducive when compared to the office atmosphere. The new employees can’t be evaluated for their performance in this flexible work setup as their social interaction with other workers is restricted. 
· Lack of enthusiasm 
The remote teams are often seen lacking in enthusiasm when working within the virtual setups which impacts the intrinsic motivation of the staff. this refers to inequal motivation and commitment of the staff towards organization goals. work from home may seem adaptable in the initial days for employees while after some days it becomes monotonous and also makes it borders between family time and work time gets blur. There is a negative relationship between remote work and social isolation which implies the loss of important employment resources which tend to offer social support and recognition to the staff (Toscano and Zappalà, 2020).  
· Isolation associated with the remote work
During the pandemic situation, it has been noticed that the employees tend to feel isolated when they remained in that setup for a longer duration (Kaushik and Guleria, 2020). The lack of close contact with the other employees may hinder the formation of trust among the staff and mutual respect for the organization’s goal. The Covid-19 pandemic situation has generated concerns for many people which reflects their anxiety, depression, and stress which is intense with people already suffering from poor health conditions. This has resulted in increasing wages inequality and levels of satisfaction. 
· Stimulate Gender inequality
It’s projected that in the post-pandemic period the workplaces will notice fewer women employees returning to work in the office. A permanent switch done by women employees to home working will contribute to inequality in the workplace (Blundell et al., 2020). traditionally it found that more women than men have requested flexible work, particularly women with caring and child responsibilities. As per Deloitte projection companies embracing ultra-flexibility in the workplace informing that about 20,000 UK employees can decide when they can work in the office (theguardian.com, 2022). This complete independence in choices of work environment remain in entire hands of staff may impact negatively on the staff staying at home as they tend to interact with the managers and other staffs which can otherwise help in their performance and promotions. this can impact inequality within the firm. 
Analyze the role of Human Resources in addressing the concerns of inequality that may arise from flexible working.
Most employment experts have shown agreement with the need for a flexible workplace in certain cases however they also insist on the need for an organization to monitor and closely control how new emerging post-pandemic work trends and patterns can be adapted by the firm (Swain et al., 2020). The role of HR is crucial in building a cultural model within the organization post-covid-19 pandemic. HR managers should be encouraging enough from seniority to staff level. This HR staff has a role in ensuring there is no space for gender inequality and disparity by managing the workplace in such a way that women staff can return to their jobs. The HR department can take roles and responsible actions which may address the issues arising out of flexibility and inequality.
· Make a flexible work arrangement plan- HR can make a flexible work setup plan for the company which at the initial level may be ad-hoc as per the individual manager’s preferences to ensure implementation of the business. Identification of flexible work needs suitable for the business is essential for working remotely. 
· Test flex policies - A basic flex plan needs to be checked frequently for its effectiveness. HR takes problems and insights from the staff while working in flexible modes and can-do changes wherever needed. 
· Use of strategic tools- The use of performance management software can be done to give fair evaluation and feedback to staff that may reduce inequality and foster productivity for the firm. The timely check in-outs can be facilitated using software to generate a sense of office timings while working remotely. 
· Occasional interactions- Researchers found that the establishment of communication is crucial for staff engagement in remote work environments (Woods, 2021). Management should learn the communication importance and establish group activities occasionally will result in more interactions and engagement. The lack of the use of self-service tools by staff members is challenging for the firms like Costcutter.  
· Potential impact on the customers- While reviewing the flexible work opinions the potential influence of the compressed work schedules during the week. This makes inconveniences for them and increases waiting times for them. 
[bookmark: _Toc101176621]

Conclusion
This report presented flexible working in alignment with the concepts and needs of diversity, and inclusion in the workplace. Further, this report gave a detailed analysis of the case in favor of flexibility in terms of facilitating diversity and inclusion of work. The later part briefed on a case against the Human resource in addressing the concerns associated with the integrity which arises from the availability of flexibility in working. The report also gave the references, and statements on both for and against the flexibility working in the context of the UK firm having 1000 staff strength. This study will refer to the organization Costcutter which is a UK-based retail sector firm. 
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