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Introduction 

The importance of working patterns and cultural diversity in an organisation is vital to the working 

performance. The diversity in working patterns is necessary to obtain and keep an organisation 

exposed to the employment of potential candidates. The vital exposure in the job market is ensured 

by the diversity of facilities in working patterns. However, it also creates issues for stable working 

performance. International Human Resource Management is responsible for ensuring that the 

alignment of work, performance, engagement and wage of the part-time and full-time workers 

supports the organisational growth as well as the personal development of the employees.  

Discussion 

IHRM refers to the human resource management process of globalisation in an organisation. 

According to Stone et al. (2020), the purpose of the globalised function of HRM is to ensure that 

the working diversity is sustained in the workforce and stabilised by the agent contributing to the 

organisational workforce. Applying the motivation drivers differently and adequate to different 

working patterns, the HRM is to be assured with performance stability among employees from 

different divisions and cultural dimensions. According to Nankervis et al. (2022), providing 

rewards, establishing the working culture and work-hours modifications are applied to achieve 

synchronised performance stability in UK organisations.  

The essay will be discussing the diversity spectrum of employees working in different working 

horses in the UK organisation. According to the data of Fieldglass, around 54% of the employees 

in various UK organisations are working full time compared to 20% freelancers and 26% part-

time workers. The discussion will follow the core of the HRM drivers that are influencing the 

employees of different working hours to create similar performance according to their provided 

time.  



Diversity refers to the differences in group dynamics that might differ for various reasons like 

community background, working culture, education, demographic differences or differences in 

power dynamics. The work-pattern diversity is the one that is going to be discussed in this essay. 

The differences in working engagement are the core diversity spectrum that influences the work-

pattern diversity. According to Hofstede, the opportunities for working patterns define the cultural 

dimensions like individual vs. collective working patterns or prioritising factors. 

According to Nankervis et al. (2022), aAge is a major influencing factor for working diversity. 

The aged employees are more engaged in the responsibilities they were given compared to the 

younger people. The younger employees are more interested in learning, developing and grasping 

the career growth opportunities. The work-pattern diversity is significantly distinct among the 

younger employees. According to Nankervis et al. (2022), around 87 percentiles of the employees 

working in the part-time and freelancing jobs are below the age of 33 years old. Therefore, the 

distinction in classification of working structure, the providence of career opportunities and diverse 

working programs can attract younger employees to contribute to better engagement in the 

workplace. According to Nankervis et al. (2022), the freelancers are required to be assured of 

contractual obligations from the organisations for longer-working safety. This can improve their 

cooperation with the working performance of the corresponding organisations they are working 

in. IHRM refers to the human resource management process of globalisation in an organisation. 

According to Vrontis et al. (2022), the purpose of the globalised function of HRM is to ensure that 

the working diversity is sustained in the workforce and stabilised by the agent contributing to the 

organisational workforce. Applying the motivation drivers differently and adequate to different 

working patterns, the HRM is to be assured with performance stability among employees from 

different divisions and cultural dimensions. According to Salmon and Tordjman (2020), providing 



rewards, establishing the working culture and work-hours modifications are applied to achieve 

synchronised performance stability in UK organisations. for.  

According to Salmon and Tordjman (2020), there are certain regulations mandating the part-time 

job structure and full-time job structure. The maximum working obligation for the full-time worker 

in a company is around 35 hours a week. On the other hand, the part-time workers are to be paid 

at least £8.91 per hour in their part-time job. This is obligated to employees over the age of 23 

years. The sick pay, holiday pay, and other similar contributions are to be paid by the organisations 

to all of the employees including freelancers and the part-time workers. 

According to Hasibuan (2021), working hours diversity is a process where the organisation 

provides opportunities for candidates requiring working training, and profession experience. The 

workforce is adjusted to the organisations, some compromised employment budgets are attained 

in the structure. As an example, insurance, medical policies and maintenance for the working 

structure are not so much needed for the part-time workers. The remote working structure is 

facilitated by freelance and part-time workers. According to Hasibuan (2021), this increases the 

performance capabilities and reduces, and optimises the investment in the workforce maintenance 

of a company.  

However, challenges occur regarding the engagement and performance barriers of the workers 

working in different working programs, the engagement of the freelancers is comparatively higher 

than the part-time workers. Freelancers work in contract for one project with a mutually agreed 

rate. On the other hand, the part-time workers work for a monthly wage with part-time obligations. 

Therefore, the negligence of working engagement is more exposed to the part-time workers. The 

IHRM structure struggles to influence the employees to work more proficiently in part-time work 

as they have fewer career growth opportunities and settling wage security.  



Full-time workers create the major workforce in an organisation. The reliability aspect is more 

established among them as they can interact directly with the organisational culture. The 

recognition aspect is another important aspect where the collective mindset indicated in the 

Hofstede cultural dimension is more vivid among the employees. The employees feel more 

responsible for the growth of the organisation as it will influence their position as well. 

Full-time working employees are more connected to the organisational driver. According to 

Hasibuan (2021), they have career growth opportunities related to the organisational workforce, 

objectives, the development of the business drivers and the commercial success of the business 

will be recognised with their contribution which in terms of the part-time workers and freelancers 

is minimal. Therefore, the engagement of full-time workers is significantly higher than that of part-

time workers or freelancers.  

International organisations face significant issues related to the organisational distribution in 

different demographics. According to Fenech et al. (2019), the approach of the younger employees 

in some demographics is working more on a full-time job. The employees in these countries work 

with more engagement than the full-time workers to prove their worth in the organisations. The 

market culture domination in these countries reduces the motivational criteria for the IHRM 

practitioners. However, ensuring career growth opportunities and providing frequent promotional 

opportunities stabilises the working conflicts and hierarchical conflicts. In other demographics, the 

freelancer's and part-time workers engagement is minimal compared to other working structures. 

Therefore, the recruitment process is significantly slower in these demographics compared to the 

one discussed earlier.  

According to Taylor (2023), HRM practices involve recruitment, training, motivational process 

and engagement practices. the working structures and cultural establishment in the workplace are 



the major tasks of the. The IHRM objectives contain the identification of organisational objectives 

and alignment of the workforce with corresponding engagement to the job. Therefore, the inclusion 

of the working patterns is more assured with the organisational workforce associated with the 

management of the full-time or part-time workers. According to Hale and Booth (2019), the 

management is sometimes negatively impacted by the motivational and obligatory contribution of 

the HRM. The sustainment of equal training efforts for all workers increases the pressure on the 

management to work at different times. This creates massive criticalities for managers to distribute 

the training functions according to the working expertise of full-time and part-time workers.  

The Equal Pay, work and Safety Act in the UK is programmed to sustain equal and fair pay to the 

workers. The minimal working obligation and rates have been reported to create a massive 

criticality for the financial liquidity of the organisations functioning in the UK. According to 

Roberts et al. (2022), part-time workers mainly work in an organisation to gather professional 

experience where the contribution and working engagement are minimal. Therefore, the 

performance and workforce achieved are also optimised which does not contribute as much 

financial growth as the productivity from the full-time workers. Therefore, the policies and 

regulations negatively impact the part-time working and temporary working pay structure in the 

UK legislation. 

According to Roberts et al. (2022), consumers are also to be communicated with equal effort and 

behavioural approaches in any organisation. The consumer relationship and obligations for 

contracts are extensively strict in the UK legislation. Organisations operating in the UK market 

tend to follow the fundamentals of customer relationships/ the employees in part-time working 

patterns are trained with corresponding training to act fairly with all the consumers in retail stores 

and service-based organisations.  



According to Roberts et al. (2022), the part-time working structure and diversity sometimes bring 

extensive exposure to criminal activities and media exposure. The legal fees, fines and other 

government obligations are created for the consideration of freelancers, and part-time workers. 

The background checking or verification process is not confirmed with extensive clarity to the 

HRM where the employees create massive criticalities for the exploitation of data and 

organisational threat. This creates a massive challenge for full-time workers in the organisation 

taking the accountabilities for the work of the part-time workers.  

Conclusion 

Working diversity increases the distribution of the working structure, making it understandable for 

potential candidates who do not have the idea of working in an organisation. It also increases the 

candidate's interest in the organisation and increases partnership with placement in universities. 

The exposure to the working structure and culture of an organisation is extensively assured with 

part-time, full-time and freelancer structure distribution.  

The working pattern diversity reduces the chances of the development of organisational objectives 

and recognition among the employees. The contribution and engagement of the part-time 

employees are comparatively less which reduces the working performance. Moreover, it creates 

chances for consequential activities including criminal activities or security breach threats.   
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