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The aim of this study was to evaluate the relevance and significance of diversity and inclusion strategies in a tight labour market with a case study focused on the UK. The attributes delineated in the study included the benefits of diversity and inclusion in a tight labour market, the business impact of Brexit and the best practices for employing diversity and inclusion. 
The study adopted a mixed method research involving quantitative, qualitative, and secondary research to collect and analyse data. Quantitative research was carried out through paper-based questionnaires using close-ended questions formulated around the research questions. 31 respondents took part in the survey. Qualitative research was achieved through semi-structured individualised interviews with 5 interviewees participating in the interview activity. 
Like past studies, the study established that the adoption and implementation of diversity and inclusion measures at the workplace contribute to immense business benefits. The gains include improved employee engagement and satisfaction, enhanced employee productivity and performance, reduced employee turnover and associated recruitment costs as well as overall organisational performance. On the other hand, the fundamental best practices in enhancing diversity and inclusion at the workplace as outlined from the findings included the implementation of the Equality Act 2010, hiring of neurodivergent individuals, increased hiring of women, promoting family-friendly workplaces as well as hiring people with disabilities, veterans and retirees. Therefore, diversity and inclusion are highly relevant because they increase the chances of an organisation’s survival in a tight labour market. 
However, a majority of the respondents disagreed with the notion that Brexit has fostered workplace discrimination though most of them are indifferent about whether Brexit has enhanced employment accessibility for the native UK citizens. With all study and data analysis done, recommendations are presented based on the findings of the study as well as for future research.
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[bookmark: _Toc513475295][bookmark: _Toc513475820][bookmark: _Toc513822310]1.1 Introduction to Diversity and Inclusion in the United Kingdom (UK)
The present workplace is increasingly becoming characterised with workers from different backgrounds, different walks of life and varying demographic traits. These traits are actually the essence of diversity in the workplace (Aluttis, Bishaw, & Frank, 2014). In other words, diversity simply refers to the notable demographic traits differences that occur between individuals and groups and may be associated with aspects which in part include ethnicity, gender, sexual orientation, age, religion, as well as nationality (Earley, 2017; Chartered Institute of Personnel and Development, 2017).
The occurrence of diversity in the workplace has been enhanced by the impacts of globalisation. That is to say, due to the fact that the UK has in the past allowed foreigners to seek employment within its borders, workers from various parts of the world including Africa, Asia and continental Europe have contributed directly to the economy of the UK as employees in various firms. Furthermore, there have been emergent trends in the UK labour market where there has been notable embrace albeit to a smaller extent the hiring of women, retirees, persons with disabilities, veterans transitioning into civilian life, and neurodivergent individuals at the workplace (CIPDa, 2018). 
Importantly, acknowledging the occurrence of diversity in the workplace is not in itself sufficient. It is imperative to put up mechanisms to appreciate and respect its occurrence through an approach known as inclusion. Concisely, inclusion refers to the laid down approaches for attaching value, honour and a helping hand to people of diverse backgrounds to facilitate their well-being and thriving at the workplace thus helping them explore and exploit their maximum potential, effectiveness, and efficiency (Earley, 2017; Chartered Institute of Personnel and Development, 2017). 
[bookmark: _Toc513475296][bookmark: _Toc513475821][bookmark: _Toc513822311]1.2 Introduction to the United Kingdom (UK) as a Tight Labour Market
Chapple and Lester (2010) expound on the concept of a tight labour market as an occurrence characterised by a low supply of labour in which case, there tends to be a high supply of jobs. This explanation is also supported by Armstrong and Taylor (2014) as well as Chartered Institute of Personnel and Development (2016). There is various reason granted as to why such a phenomenon may occur in a country. However, one possible reason is the presence of incidences of inadequately skilled workers as well as stringent immigration rules for foreign workers.  Workplace discrimination may also discourage foreign workers from taking up jobs in countries where they feel discriminated against. For instance, in the UK, there has been a widespread association of Brexit with tight rules for foreign workers as well as increased incidences of workplace discrimination against non-UK nationals (Calnan, 2016). In addition, a huge number of workers especially from the European Union are reluctant to take a job in the UK especially considering the uncertainty that encumbers it (Chu, 2017). 
All the factors described above have made an already tight UK labour market even tighter with the country experiencing skilled labours in areas such as information technology (Chu, 2017).
[bookmark: _Toc513475297][bookmark: _Toc513475822][bookmark: _Toc513822312]1.3 Rationale of the Study
It is indisputable that the UK continues to exhibit a diverse workforce. Elements of a diverse workforce in the UK include increasing numbers of women and young people at the workplace (Pfeiffer & Wechsler, 2013; Downs et al., 2014). Interestingly, these are not the only diversity traits manifested in the UK labour market. Other aspects include religion and socio-cultural variations (Hardy, Eldring, & Schulten, 2012). These are trends that are here to stay and it is only important that organisations find ways of embracing and taking advantage of these trends for their own growth and economic benefits. With responsive policies that are positive, organisations can reap immense benefits of adopting and implementing diversity and inclusion organisation frameworks and policies (van Kerkhoff & Lebel, 2015). 
While approaches to best practice in managing diversity and inclusion at the workplace may vary from one firm to another, it is fundamental to address such issues succinctly (Armstrong & Taylor, 2014). Importantly, proper management of diversity and inclusion in the workplace has the potential to realise immense human resource benefits. Such gain includes increased employee engagement, elevated levels of staff satisfaction, increased productivity and performance, reduced employee turnover hence as well as decreased costs of employee recruitment (Martín et al 2013; Sabharwal, 2014; Earley, 2017; Guillaume et al., 2017). Proper diversity and inclusion management will help a firm attract and retain individuals with the required competencies that may make the organisation successful in a competitive market (Wang, 2015).
In the present UK labour market, it is impossible to avoid the issue of diversity and inclusion management both at the individual, organisational, and national (Kumra, 2014; Al Ariss, Cascio, & Paauwe, 2014). Organisational policies must just promote an environment that is inclusive of a firm's diverse workforce. Such policies must lead to equity for all the staff of such a company (Armstrong & Taylor, 2014; Sabharwal, 2014; Konrad, Yang, & Maurer, 2016; Davis, Frolova, & Callahan, 2016). A company must, therefore, ensure that it adopts best practice approaches in handling the issue of diversity and inclusion. For instance, it may be vital for an organisation to foster an environment where persons with disability can function maximally as well as promote equitable outcomes for all staff (Marshall ACM, 2016).
It is important to understand that Brexit has reduced the number of migrants entering the UK and as such contributed to the starving of the UK labour market of cheap and skilled manpower (Chu, 2017). In addition, cases of increased workplace racism and discrimination continue to be reported as an impact of Brexit (Calnan, 2016). It is therefore vital to hire special groups of persons such as women, neurodivergent persons, youths, as well as retirees, veterans, and persons from the minority groups to bridge the labour supply gap in an already tight labour market. Furthermore, the only % of the management jobs are held by the minority groups in the UK (Chartered Management Institute, 2017). 
Therefore, the primary rationale of this study is its contribution to the bank of knowledge on how to deal best with the issue of diversity and inclusion in a tight UK labour market through analysing the useful best practices. For instance, it would be vital for firms to adopt and fully implement the Equality Act 2010 in their workplaces. The significance of the Equality Act 2010 is that it ensures that women are also granted a favourable competing platform at the workplace similar to their male colleagues which helps them attain elevated levels of productivity (CIPD, 2011). 
Firms operating in the public sector have the duty to lead by example in implementing the Equality Act 2010 as enshrined in the public sector Equality Duty. The three fundamental responsibilities of the public sector also known as the three arms of the Equality Duty include “eliminate unlawful discrimination, harassment and victimisation and other conduct prohibited by the Act, advance equality of opportunity between people who share a protected characteristic and those who do not, and foster good relations between people who share a protected characteristic and those who do not” (Equality and Human Rights Commission, 2017).
Furthermore, organisations can adopt family-friendly workplaces to attract family sensitive and family oriented skilled workers. It, therefore, calls for companies to employ ‘cultural intelligence’ (Cerdin & Brewster, 2014) if they must appreciate persons of varying background at the workplace. Appreciation of diversity and inclusion at the workplace not only helps enhance the efficacy of a harmonious working environment but it is a useful strategy of attracting and retaining the best talents possible (Ng & Burke, 2005). 
[bookmark: _Toc498375587][bookmark: _Toc513475298][bookmark: _Toc513475823][bookmark: _Toc513822313]1.4 Aims and Objectives
The aim of this dissertation was to evaluate the relevance and significance of diversity and inclusion strategies in a tight labour market with a case study focusing on the UK. By employing a mixed method research comprising of quantitative, qualitative, and secondary research, the study sought to achieve the following objectives:
1. Objective one – to explore the business benefits of adopting comprehensive diversity and inclusion strategies within UK companies, particularly in the context of a tight UK labour market.
2. Objective two – to critically analyse the impact of Brexit on the already tight UK labour market. 
3. Objective three – to identify and critically analyse best practice in adopting and implementing workplace diversity and inclusion in the UK.
4. Objective four – to present recommendations for the successful implementation of diversity and inclusion strategies within UK companies in order to achieve competitive advantage in a tight UK labour market. 
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The study employed a mixed method approach comprising of quantitative, qualitative and archival research in data collection and analysis in order to achieve the set objectives. A mixed method research employs multiple research techniques in data collection and analysis to arrive at a more robust inference (Bentahar & Cameron, 2015). Quantitative data were collected through a pre-structured questionnaire with close-ended questions while qualitative research was achieved through semi-structured individualised interviews approach. 
[bookmark: _Toc513475300][bookmark: _Toc513475825][bookmark: _Toc513822315]1.6 Research Questions
The research questions that guided this study are listed below.
1. What are the business benefits of adopting comprehensive diversity and inclusion strategies within UK companies, particularly in the context of a tight UK labour market?
2. What are the impacts of Brexit on the already tight UK labour market? 
3. What is the best practice in adopting and implementing workplace diversity and inclusion in the UK?
[bookmark: _Toc513475301][bookmark: _Toc513475826][bookmark: _Toc513822316]1.7 Structure of the Dissertation
The dissertation comprises of 5 chapters with chapter 1 being the introduction chapter and presents the background of the study and its rationale. Chapter 2 being the literature review chapter reviews past relevant studies in order to underpin the significance of this study within the available evidence. Chapter 3 is the methodology chapter and outlines the research methods employed to study the subject investigated in this study. Chapter 4 being the results analysis chapter presents the findings obtained from the data collected from the research process through the approaches described in chapter 3 and underpinned within existing literature. Lastly, chapter 5 being the conclusions and recommendations chapter presents a summary of the study as well as outlines recommendations in line with the findings of the study as well as recommendations for future research. 
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2.1 Introduction 
The aim of this dissertation will be to evaluate the relevance and significance of diversity and inclusion strategies in a tight labour market. The purpose of the literature review is to explore relevant literature outlining three significant objectives delineated in this study. Firstly, it will seek to explore the business benefits of adopting comprehensive diversity and inclusion strategies within UK companies, particularly in the context of a tight UK labour market. Secondly, it will seek to present a critical analysis the impact of Brexit on the already tight UK labour market. Thirdly, it will seek to identify and critically analyse best practice in adopting and implementing workplace diversity and inclusion in the UK.
[bookmark: _Toc500890690][bookmark: _Toc513475304][bookmark: _Toc513475829][bookmark: _Toc513822319][bookmark: _Toc504488584]2.2 Diversity and Inclusion in the Workplace 
According to CIPDa (2018), "diversity is where the difference is recognised and emphasised, but not actively leveraged to drive organisational success." Diversity is the state of having a variety of different dimensions such as sexual orientation, gender, race, socio-economic status, ages, ethnicity, age, political beliefs, physical disabilities, religious beliefs and ideological differences (CIPD, 2017; Parker, 2017). The general concept of a diverse society involves the ability of this community to have respect, accept, and have the accommodative attribute of the diversity of what it holds. It is the investigation of these distinctions in a sheltered, positive, and sustaining condition. On the other hand, CIPDa (2018) defines inclusion as "where the difference is seen as a benefit to use, and where perspectives and differences are shared, leading to better decisions." An organisation that values diversity and promotes inclusion acknowledges the significance of a range of perspectives in the decision-making process in the firm as well as the influence a diverse workforce may have on the customers of the firm (Sherbin & Rashid, 2017; CIPDa, 2018). In other words, a diverse workforce is able to attract a diverse customer-base to the company. A working environment that can be termed inclusive is one in which every member of the workforce feels their value and contribution to the firm irrespective of their underlying backgrounds. The background may include aspects such as “age, disability, race, religion, gender, and sexual orientation among others” (ACAS, 2013; CIPDa, 2018).
Diversity and inclusion may promote the hiring of people with essential aptitudes and skills that may prompt the fruitful execution of an assignment (ACAS, 2013). The capacity of an organisation to execute policies that present an excellent working condition for its specialists contributes tremendously to the general performance of the firm especially through innovation (Lightfoote et al., 2014; Lorenzo & Reeves, 2018; Hunt et al., 2018, pp.4-5). On the other hand, inclusion in the tight labour market is the process where all players of or workers in a particular labour market are included in all activities that involve the labour market (Shmidt, 2014). 
[bookmark: _Toc500890691][bookmark: _Toc504488585][bookmark: _Toc513475305][bookmark: _Toc513475830][bookmark: _Toc513822320]2.3 Business Benefits of Adopting Diversity and Inclusion in a Tight UK Labour Market
Employee diversity and inclusion in most parts of the globe have witnessed a rapid increase. In the United Kingdom, for example, diversity and inclusion amongst employees are significantly high (Bird & Cotaga, 2017). This diversity means that people working together are from different cultures, races and have different social cultures, there is inclusion amongst workmates since each of them represents their ethnic backgrounds and therefore means every ethnic group or race is at some extent fully rendered (Van-de-Bergh, 2016). Therefore, organisations must ensure they have an inclusive, and a diverse workforce (Marshall ACM, 2016). 
The adoption of a diverse workforce is not all that is required. Organisations must make all necessary efforts to devise mechanisms of empowering people to harness their full potential for instance by a creating an atmosphere that encourages free expression (Phillips et al., 2018). Supporting and overseeing diversity and inclusion in a tight labour market is not a simple task. However, diversity and inclusion are one of the essential issues that human resource management in an organisation must consider not only as a corporate strategy but as well as a rule (Gifford, 2016; CIPD, 2017). In this way, it requires the reception of inventive ways to deal with the guarantee the characteristic of diversity and inclusion is tended to acceptably (Callinicos, 2017). Decent diversity and inclusion administration in the working environment can add to worker strengthening, fulfilment, and efficiency (Wadsworth, 2015). Workers will experience job satisfaction if they feel that their diversity is respected in the workplace (Vohra et al., 2015). In addition, satisfied staff will exhibit enhanced productivity and performance thus benefiting the company immensely (Platis et al., 2015; Hunt et al., 2018, pp.4-5). According to Bourke and Dillon (2018) adoption of diversity and inclusion as a management policy is able to generate excellent business strategy and acumen, improve on risk managements, encourage healthy discussions at the workplace, and overall yield better outcomes. On the other hand, (Karunwi, 2018) emphasises that in the workplace, productivity is increasingly becoming dependent on the ability of a firm to take advantage of the diverse personalities, perspectives as well as strengths and skills of a diverse workforce. She insists that an environment that does not observe diversity and inclusion make workers who do not feel included and appreciated at the workplace less productive and non-initiative takers which deprive the company of their maximum potential capacities.
There are core factors that can enable an employer outline expectations of the labour market and how to strategise adequately to reap good human resource from the tight labour market (Amie, 2017). A tight labour market is nature is characterised by a lower supply of labourers, especially where the demand exceeds the supply (Earley, 2017). In this case, the supply of labour is lower than its demand as well as the availability of jobs. There has been a considerable increase in the supply of jobs, thus tightening the labour market; globalisation is a significant contributor to his narrative. 
Diversity has a massive role in a tight labour market; this is because a diverse an inclusive workforce leverages a company's full potential. Diversity and employee inclusion create a competitive economy, which through globalisation makes an organisation strive for it to achieve its objectives (Wincott, 2017; Hunt et al., 2018, p.6). Concisely, employing labourers from a diverse pool of job seekers enhances the employment of qualified personnel (Markotoff, 2017). 
[bookmark: _Toc500890693][bookmark: _Toc504488586][bookmark: _Toc513475306][bookmark: _Toc513475831][bookmark: _Toc513822321]2.4 The Impact of Brexit on the Already Tight UK Labour Market
To evaluate the impact of Brexit on the already tight UK labour market, this study sought to carry out a critical appraisal five past studies that focussed on the dynamics of the labour market in the UK. Firstly, all the four studies were cross-sectional in nature meaning that they were not carried out over a long period and were thus used to describe an occurrence at a particular point in time (Sedgwick, 2014). The first study is by Wincott (2017) who carried out a secondary research on the opportunities and tough choices emanating from Brexit dilemmas. The second study is by Welfens and Hanrahan (2017) which was also a secondary research carried out to evaluate the British and EU countries challenges after the Brexit referendum. The third study was by Gumbrell-McCormick and Hyman (2017) who carried out a secondary research on the implications of Brexit for British and European labour. The fourth study was by Parker (2017) on the progressive’s dilemma following the Critical political economy, free movement, and Brexit in the UK. Part of what all the four studies captured was the dynamics that surround the UK labour market including the contribution and significance of immigrants in the UK labour market. 
All the five studies were based on the analysis of available facts as well as a reference to other existing literature. This approach to research is referred to as secondary research and presents immense benefits as much as it suffers from notable setbacks. Firstly, it is cheap to conduct and consumes less time since it does not involve the organisation and assembly of study participants or subjects (Goes & Simon, 2011). Secondly, it is possible to carry out research form a wide pool of data resources and hence arrive at a more solid conclusion (Tariq & Woodman, 2013). Unfortunately, it is also possible to refer to a context out of context and thus lead to bias in the conclusion a researcher makes in his or her own findings and conclusion (Yin, 1984). Nevertheless, Parker (2017, p. 10) established that in the recent past and especially because of the impact of Brexit, there has been a pronounced limited movement of immigrants into the UK who would have otherwise contributed to a diverse range of skills and innovations that can benefit the UK labour market compounded by discrimination between native and non-native workers. The above sentiments are also echoed by CIPDc (2018, p.3). Gumbrell-McCormick and Hyman (2017, p. 169) on the other hand delineates to the presence of tension at the workplace in the UK especially with reference to immigrants working in the UK. Wincott (2017, p. 682) denotes the existence of anxiety about immigration arising from possible political demands that may happen to restrain the influx of new immigrant workers who are a source of skilled and/or productive labour. Furthermore, Welfens and Hanrahan (2017, p. 302) stress out the impact of the sensational anti-immigrant rhetoric used to fuel the adoption and passage of the Brexit vote by the UK natives that could lead to a crisis in the labour supply market in the UK. The impacts of such inclinations on the labour market are adverse. Brexit has made an already tight labour market even tighter and has contributed to increased worker tensions (CIPDc, 2018, p.3). This makes embracing diversity and inclusion policies even more important. 
The solemn objective of the EU is to allow free movement by EU citizens and thus allow diversity in human resource development because EU citizens could be hired (Gumbrell-McCormick & Hyman, 2017). Loss of labour supply is an example of an adverse effect that results from the absence of diversity and inclusion in a firm (Bert & Frederic, 2017). A general evaluation of Brexit concerning diversity and inclusion is that the UK exit of the EU is discriminative to other members of the EU in that they will not be able to access jobs they used to. The workplace will not be diverse; the workforce will majorly be comprised of employees from within the UK and there will be a significant skills gap (Moss, 2018). Brexit, on the other hand, is pro-inclusion in that it champions for workforce inclusion of its citizens on employment opportunities within the UK (Startin, 2015). 
Statistics show that by the year 2015, around 3.3 million EU nationals, non-British lived in Britain (Winning, 2016). About 2 million of the said population worked and continuously contributed to the growth of the country’s economy. Most of them being young, around 16-45 years of age, they generated more in tax than they receive in welfare benefits compared to the natives(Welfens & Hanrahan, 2017). 
Brexit is of great concern in the inclusion and diversity in Britain's labour market. Even before the vote, several stakeholders warned on the foreseen negative impacts of Brexit on the country's business community. KPMG confirms that diversity and inclusion in the workplace are critical for the growth of their business. "An inclusive culture is critical for our business to thrive and grow, which is why it is vital to adopt inclusive leadership right across our organisation regardless of gender, age, disability, religion or sexual orientation"(Lavery, 2017). Several negative impacts have been seen about the globalisation of the labour market (Talent Daily, 2017). Britain is viewed by some countries as selfish. Parting with the EU has seen some workers leave, especially those that are not British. Replacing them becomes problems since obtaining people of same levels of knowledge is difficult (Menelaos, 2017). Diversity provides for new skills and technology that comes with people from different parts of the continent. Confining Britain jobs for just British is one way of denying her access to these new skills. The skill that comes with these foreign workers is bound to be lost. Furthermore, about 7% of the overall workforce will be lost since these are nationals of other EU nations. They are people who work in different sectors including hospitality, building, and construction sectors. About 4% of aerospace workers in Britain are nationals of the other European nations. In addition, 5% of workers in other EU nations are British. The ease of finding replacers will be a nightmare since most Britain nationals are not that skilled. The other bloc members are likely to put in place laws that bar these British nationals to counter the British actions (Reuters, 2017). The concept of limiting British business access to only native talents also blocks the incoming of new business ideas (Faragher, 2018). The UK labour market, however, is already tight, and a crackdown on the EU immigration will exacerbate the destabilisation of the whole business society. 
Diversity and inclusion is one form of introducing positive competition in the labour market. Companies that are seen to be standard and successful must embrace this virtue. Brexit, as viewed by many, will harm this. It tends to exacerbate an almost monopolistic sense of security to the natives (Vulliamy, 2016). Brexit will damage the business sector for the case of diversity and inclusion. People, especially from outside, are demoralised and do not find it easy to venture into new markets in Britain. Substandard labour is a problem that awaits the UK after Brexit. People will now get jobs depending on whom they know and positions they hold in a company (Sharman & Peck, 2017). It waters down the reputability of a firm due to diminished talents (Faragher, 2018). For such reasons, the UK labour market supply has declined. There has been a decline in the number of solid work and even flexible work in the UK due to lack of diversity in the skills (Elliott, 2016).
It is imperative for companies in the UK to be more proactive in instituting diversity and inclusion in their work environment as a way of not only attracting great talents in a Brexit exacerbated tight UK labour market but also to retain them. While the reversal of Brexit may not be in sight, possible approaches to overcome the challenge of low labour supply may be the idea of incorporating highly flexible working conditions to attract women into the workforce. In fact, a research by Hunt et al. (2018, p.10) indicates that firms with a highly gender diverse executive manifest high financial performance. For example, in trying to establish a level working filed for female employees relative to that of men, the government introduced the shared parental leave policy as a way of enhancing family-friendly working environments with a company like Unilever taking a lead exemplary step to implement (CIPD, 2015). Such an approach is helpful in ensuring the attraction and retention of a portion of the labour force that may be seeking after family-friendly workplaces (ACAS, 2013). Dennis (2017) explains that a family-friendly workplace may make provisions for workplace adjustment for expectant employees, avoid treating them as less equal, avoid making them compulsorily redundant, or avoiding to dismiss them. In fact, (EHRCb, 2016) points out that 3 in every 4 women have reported having been victims of discrimination associated with their pregnancy and maternity state. Other possible remedies for bridging the shortage in labour supply may be through the hiring of people with disabilities, veterans, and retirees back into the workforce (CIPDc, 2018, p.16). These groups of individuals can help bridge the labour supply gap that most companies may face in the future to the tightness of the labour supply market. 
Furthermore, UK companies can consider embracing the concept of neurodiversity at the workplace. According to (CIPDb, 2018) diversity and inclusion models such as the incorporation of the neurodiversity concept at the workplace have opened and proved a new and beneficial significance of the neurocognition perspectives of neurodivergent individuals. Such individuals once labelled as neurologically handicapped and include persons with dyspraxia, ADHD, Autism, or dyslexia have been found to be highly sharp and productive if granted the requisite supportive work environment (CIPDb, 2018). According to the CIPDb (2018, p.4), a company such as JPMorgan who run a  neurodiversity-at-work initiative reported that in their “Mortgage Banking Technology division, autistic workers were doing the work of people who took three years to ramp up – and were even 50 percent more productive.” On the other hand, Walgreens have reported dwindling turnover costs due to their disability hiring initiatives (CIPDb, 2018, p.4). These are just some of the approaches companies in the UK can consider when considering the possible models to adopt to enhance diversity and inclusion in the workplace in a tight labour market that has been made tighter by Brexit. 
[bookmark: _Toc504488587][bookmark: _Toc513475307][bookmark: _Toc513475832][bookmark: _Toc513822322]2.5 Best Practices in Adopting and Implementing Workplace Diversity and Inclusion in the UK Labour Market
It is indisputable that many organisations have come to the realisation of the significance of embracing diversity and inclusion in the workplace as a strategy of business success since it fosters the attraction and retention of best talents, spurs innovation, and enhances employee productivity (ACAS, 2013; ORACLE, 2014, p.1). However, its adoption and implementation are still in the early stages considering the challenges of knowledge and access to best practices that can facilitate its rapid uptake and sustenance. This section presents three possible best practice approaches that executives in UK firms can consider while intending to adopt and implement diversity and inclusion in their workplaces. 
Firstly, it is imperative for organisations to implement diversity and inclusion at the workplace to comply with the legal requirements of the set laws governing the issue. Company managers must also ensure that they create an environment in which workers from different backgrounds are able to express themselves freely (Phillips et al., 2018). Kreitz (2008) emphasises that it is vital to comply with the requirement of the law to ensure seamless operations and avoid law suits that can increase the cost of doing business. However, it is also essential for firms to have a viewpoint of diversity and inclusion as a more firm-driven initiative than a legal compliance requirement (Day, 2014, p. 698; CIPD, 2017). In such an approach it becomes easier for the company to initiate diversity and inclusion strategies that not only organisational driven but also aims to create a harmonious working environment for its entire staff. For example, out of an own initiative, the London’s Metropolitan Police won the prestigious Personnel Today Awards 2017 for redesigning its approach to recruitment to ensure that it was void of disproportionality in terms of diversity and ensured that they employed persons from the black and minority ethnic communities as well as persons with a second language. (McCulloch, 2017). According to McCulloch (2017), best practice in the recruitment and selection process should only focus on skills and behaviours needed to get the job done.
Building a diverse workforce is not only rewarding for the business but also necessary and a company that makes it its own mandate to promote a diverse workforce does so at its own benefit and helps promote its decision-making process as well as the effective use of the workforce (ORACLE, 2014). With diversity come different schools of thoughts, creativity, efficiency, as well as different approaches to working which the firm can harness for internally without necessarily having to comply with a legal directive. Furthermore, an own initiative is more sustainable than compliance with a legal requirement (Sherbin & Kennedy, 2017). According to Lee et al. (2003), institutions that have taken personal initiatives to incorporate and implement diversity and inclusion strategies as part of their corporate approaches have instituted the running of an internal inclusion department and headed by a social inclusion worker tasked to manage and advise on issues of managing diversity and inclusion.
Secondly, one of the best ways to understand and devise a way of overcoming a challenge is to face it. In essence, the best way for company executives to manage the issue of diversity and inclusion is to actually identify and employ new talents from representatives of different diversities (Hunt et al., 2015, p. 10; Faragher, 2018). Even when some employees leave the organisation, it is important to consider the aspect o diversity in their replacement. That way, the element of addressing diversity becomes a continuous undertaking in the management of the workforce (Hunt et al., 2015, p. 10). The continuous approach means that once a diverse workforce is recruited in the organisation, there should be a perpetual respect of the beliefs, cultures, and perspectives of all the staff both at an individual and collective level. The report by ORACLE (2014), reiterates that diversity management should also encompass the kinds of professional developments and trainings the firm may intend for its staff in that they should match the diversities of the workers. 
Thirdly, people will never know something until they either learn of it or are told about it. Therefore, it is the duty of the executives of an organisation to ensure that they communicate to the public that the organisation is a diversity and inclusion respecting and embracing firm (Mundy, 2015, p. 10). That way, even potential employees are able to have the knowledge and may become attracted to such a company. Such information may be published on the firm’s website, social network pages, as well as its other communication channels such as magazines and paid adverts (Gröschl, 2011).  
Furthermore, companies can adopt innovative models of bridging the labour supply gap, which includes running of neurodiversity-at-work initiatives to make it possible to hire and retain neurodivergent individuals and provide them with a supportive environment where they can be highly productive. Secondly, UK companies have the option of rehiring retirees as well as veterans as a way of increasing their labour supply options in a market that has experienced a plummeted labour supply. Furthermore, the implementation of family-friendly workplaces can help attract family sensitive individuals both male and female and especially women who are a potential workforce. In addition, UK firms have an opportunity of enhancing the Equality Act 2010 in their workplaces to ensure women are also able to compete favourably on levelled fields with their male counterparts and thus maximise their productive potential (CIPD, 2011). Lastly, as a way of enhancing a best practice reflective organisation when it comes to diversity and inclusion EHRC (2016) and Hunt et al. (2018, p.10) recommends that it is imperative to recruit more women into the workforce and not only so, but to increase the proportion of women into the senior management roles. That way, according to EHRC (2017), it is possible to close the gender pay gap between male and female workers in the UK. 
[bookmark: _Toc504488588][bookmark: _Toc513475308][bookmark: _Toc513475833][bookmark: _Toc513822323]2.6 Chapter Summary
This chapter sought to exemplify the benefits of diversity and inclusion in an already tight UK labour market and how Brexit has exacerbated the already tight situation as well as and best practice of adopting and implementing diversity and inclusion in the UK labour market based on existing literature. From the reviewed literature, it is certain that diversity and inclusion is a significant business development and workplace enhancement strategy that businesses in the UK need to adopt especially now that the country is faced by the uncertainty of Brexit especially on its impact of reduced labour supply. In this study, a data collection and analysis research was also carried out to compare and contrast findings from this study with those of other past research. The methodology of the research process is described in the next chapter.



[bookmark: _Toc513475309][bookmark: _Toc513475834][bookmark: _Toc513822324]3 Chapter Three: Research Methodology and Strategy
[bookmark: _Toc513822325]3.1 Introduction
The dissertation aimed at evaluating the relevance and significance of diversity and inclusion strategies in a tight UK labour market. The objectives of the study are delineated below. 
1. Objective one – to explore the business benefits of adopting comprehensive diversity and inclusion strategies within UK companies, particularly in the context of a tight UK labour market. 
2. Objective two – to analyse critically the impact of Brexit on the already tight UK labour market.
3. Objective three – to identify and critically analyse best practice in adopting and implementing workplace diversity and inclusion in the UK.
4. Objective four – to present recommendations for the successful implementation of diversity and inclusion strategies within UK companies in order to achieve competitive advantage in a tight UK labour market. 
The purpose of the research methodology and strategy chapter is to present the methodological approach of the research with the objective of delineating how the research process was carried out. It outlines the philosophy of the research strategy and structure, methods of data collection, data analysis, methodological limitations, reliability and validity, as well as the ethical considerations. A research is a vast process that utilises already collected information to either state particular phenomena or hypothesis, and proof the validity of these proposed facts based on collected information (Williams, 2011; Austin & Sutton, 2014; Sutton & Austin, 2015; Wright et al., 2016). A research or any other study will always be based on a process that is organised to collect information on the case study topic (Polkinghorne, 2005; Paradis et al., 2016). On the issue at hand, a good understanding should be provided to ensure that the issue is provable. A research coordinator is required to understand the overall significance of a research strategy with respect to the relevance of diversity and inclusion in a tight labour market.  More often than not, planning is a key attribute to this process, and a researcher must factor it in as part of aids to research strategy (Balakumar et al., 2013).
Considering that sometimes a tight labour market is able to undergo rapid changes as delineated by Fullerton (2013), a compelling research approach must mirror an unmistakable pathway of exercises required for achieving an expected end where concise findings and suggestions can be produced using demonstrated deductions. Therefore, the research approach employed in this study was cross-sectional in nature implying that it will happen over a brief period and a contextual investigation (Olsen & St George, 2004; Ekanayake et al., 2012; Sedgwick, 2014). It focuses on the United Kingdom’s nature of the market with respect to diversity and inclusion. 
[bookmark: _Toc513822326]3.2 Research Philosophy
A research philosophy is one that defines what the research’s objectives stand for, how they are going to be achieved and structural outline of how these objectives are intended to be achieved (Mkansi & Acheampong, 2012; Scotland, 2012). The intent of achieving an objective is categorically determined by how its guidelines concur with its stated philosophy. The philosophy also keeps in mind the socio-economic gain of stated strategies to the whole process of defining the method and structure of a research (Mkansi & Acheampong, 2012). The study had an objective of defining the relevance, which both diversity and inclusion has on a tight labour market, and to evaluate also the strategies in place to ascertain the significance of tight labour market attributes. The examination attempted singular meetings that would allow the gathering of subjective information. Therefore, in this study, the philosophy adopted was that of interpretivism. In addition, the aspect of positivism was employed. It provided for the incorporation of a logical perspective of a phenomenon as is with the instance of test and quantitative kinds of research (Scotland, 2012; Aliyu et al., 2014).
[bookmark: _Toc513822327]3.3 Research Method and Data Collection Strategy
A good research method must be put in place to ensure to ensure a good flow of information co-ordination as well as relevance to the subject being studied (Kelley et al., 2003). There are different methods that can be used to collect data. These methods vary extensively from each other depending on the type of information that is to be collected, the reason for collecting this information, and how the information being collected is to be presented (Johnston, 2017). It is because of these that we always have different results and analyses on certain topics majorly because of the mode of their collection as well as the methods used in interpreting them. In order to meet the objective of this study, the researcher employed a mixed method research approach comprising of both qualitative and quantitative research designs as well as the undertaking of a literature review. A questionnaire was adopted to gather quantitative data while individual semi-structured interviews were the choice approach for gathering qualitative data. The questionnaires were distributed physically to the targeted study sample.
Quantitative research, on the other hand, is an empirical investigation of quantitative properties and their relationships (Baskas, 2011; Wisdom et al., 2012). The quantitative research outlines are exploratory, correlational, and review (or enlightening) Statistics got from quantitative research can be utilised to set up the presence of cooperative or causal connections between factors (Williams, 2011; Richard, 2013). Quantitative research will be brought out through a study as a method used to collect and analyse numerical information with respect to the stated philosophy of the research. Quantitative research is connected with the philosophical and hypothetical position of positivism (Mkansi & Acheampong, 2012). The quantitative information accumulation techniques depend on irregular examining and organised information-gathering instruments that fit differing encounters into foreordained reaction classifications. Quantitative research is concerned with testing theories got from a hypothesis or having the capacity to appraise the span of an occurrence.
Qualitative research as a method of research and analysis involves reasons that govern information collection with an objective of not quantifying abstract data with respect to the topic in question. In this case, potential relations between variables are not found, it is important to consider qualitative methods that consume less time, methods that are accurate and cater for uncertainty in pre-analysis. Qualitative research method focuses on perceived information (Polkinghorne, 2005; Lewis, 2015; Patton, 2005; Teherani et al., 2015). The significance of employing a mixed method research was important in ensuring that one research approach compensates for the shortcomings of another and hence help reduce bias and grant more weight to the overall findings, which is a process known as triangulation (Mertens & Hesse-Biber, 2012).
[bookmark: _Toc513475310][bookmark: _Toc513475835][bookmark: _Toc513822328]3.3.1 The Design of the Research Questionnaire and the Interview Plan
The questionnaire/ survey tool design consisted of six parts. The first part was meant to capture the position held by the respondents in the organisation. The second part was to capture information regarding features of the organisation such as length of existence, number of employees, annual revenue, and whether the organisation was in public or private sector. The third part aimed at investigating the participants’ organisation traits as far as diversity and inclusion best practices are concerned. The fourth section aimed at probing the participants on their take concerning the business benefits of diversity and inclusion. The fifth section intended to capture data on the impact of Brexit on the already tight UK labour market. Lastly, the sixth section aimed at gathering information on the respondents’ beliefs on the best practices in diversity and inclusion in the tight UK labour market. Section 1, 2, and 3 involved predetermined questions in which the participants were expected to tick on one entry. However, section 4, 5, and 6 included questions linked to a Likert scale in which case the participants were expected to tick on whether they strongly disagreed, disagreed, undecided, agree, or strongly agreed. The questionnaire is presented in Appendix 2. On the other hand, the interview plan was based on the three objectives of the study. Therefore, four interview questions were predetermined under each of the research questions associated with each of the three objectives. The interview plan is presented in Appendix 3. 
[bookmark: _Toc513822329]3.4 Sample and Sampling Procedure
A sample refers to the representatives of a population for which a researcher intends to carry out a research (Latham, 2007). In this study, the targeted population included HR managers, CIPD students, NHS, Tesco, Tan salons, the Police force, and other public and private organisations around the Swansea and Wales regions. According to Saunders et al. (2009), a sample size of 30 participants for a survey is acceptable while according to Dworkin (2012) a sample of between 5-50 participants for a research interview is acceptable. Therefore, the targeted sample for this study included 30 participants for the survey activity as well as 5 respondents for the individualised interviews. On the other hand, sampling procedure refers to the approach in which a study sample is selected (Suresh et al., 2011). In this study, random sampling was employed. The significance of random sampling is the fact that it avoids the setback of ending up with a biased sample that may compromise the findings of a research (Simundic, 2013). 
[bookmark: _Toc513822330]3.5 Data Analysis
It is true that for every research that is conducted, data is usually collected. Without this data, it is impossible to make a conclusion and so the research data is very important. It is also true that for someone to have conclusive results one has to analyse their data (Thorne, 2000; Bailey, 2008; Stuckey, 2014). This is where data analysis comes in. Data analysis gives research more meaning and relevance to the research. A statistical data analysis approach was employed in analysing the quantitative data generated from the survey exercise since it entails elements such as figures or numbers because quantitative data depends on quantity (Whiting, 2017). In this study, the statistical package for social science (SPSS) was used to carry out statistical data analysis of data from the questionnaires. On the other hand, qualitative usually revolve around describing characteristics; it does not use figures or number but the description, quality (Thorne, 2000). In this study, qualitative data will be analysed using thematic analysis. The thematic analysis approach presents data in terms of the commonality of themes (Chapman, Hadfield, & Chapman, 2015).
[bookmark: _Toc513822331]3.6 Methodological Limitations
Every research method has its own limitation, the common limitation include time and finances (Labaree, 2009; Faber & Fonseca, 2014). Limitations are the constraints on generalisability, they are the characteristics of design or methodology that influences the interpretation of findings from your research. The researcher was on a tight schedule, which made it impossible to reach a larger study sample for the research. Furthermore, carrying out a mixed research study especially where primary data collection through questionnaires and individualised interviews proved a bit expensive as well as time-consuming in this study (Alshenqeeti, 2014). 
[bookmark: _Toc513475311][bookmark: _Toc513475836][bookmark: _Toc513822332]3.7 Reliability and Validity
While reliability and validity are used interchangeably outside of statistical research, there are subtle differences between the two terms. Reliability implies consistency. When you measure and you find a value, when the same procedure is repeated and you find values close to the ones you’re supposed to get then the results are consistent hence reliable (Leung, 2015). However, reliable texts are not always valid. Therefore reliability is the measure of stability or consistency, for example measuring a value with an instrument if it gives the same values in the same conditions but if the instrument gives a different value on repetition then we say the instrument is not consistent hence it is not reliable (Noble & Smith, 2015). On the other hand, validity means that a test or instrument is accurately measuring what it is supposed to measure (Stephanie, 2016). Therefore, in research; both aspects are to be considered such that you get both reliable and valid values and data if the same procedure is repeated, you will still get the same results. In addition, they are valid as this is what you expected as the outcome and not some weird values. In this study, the approach of triangulation, which is a typical characteristic of mixed method research, was employed to improve the reliability of the information gathered as well as the inferences made from the analysed data. Furthermore, in improving validity, the researcher ensured that the questions were concise and straightforward as a way of overcoming the problem of confounding. 
[bookmark: _Toc513475312][bookmark: _Toc513475837][bookmark: _Toc513822333]3.8 Ethical Considerations
Without ethical consideration it is impossible to solidify the reliability and validity of a research and is thus a very significant component of a reliable and a valid research  (Resnick, 2015). Ethics guide a researcher how they should behave and how they should give credit to others if they actually picked one or two ideas from others. The first ethical consideration adopted in the study included the securing of all research approvals and specifically, those arising from the university administration. Secondly, the researcher made efforts to stick posters explaining the objective of the research on notice boards where the targeted populations would easily access as a way of informing them and thus seeking their informed consent to participate in the research. Participants must consent to participate in a study (Judkins-Cohn et al., 2013). Thirdly, the researcher was cognisant of the fact that if there is something that people value, it is privacy. Therefore, the researcher committed to the highest standards of respect to the privacy of the study participants and kept their input and data as confidential as possible.







[bookmark: _Toc513475313][bookmark: _Toc513475838][bookmark: _Toc513822334]4 Chapter Four: Analysis of Results
[bookmark: _Toc513475314][bookmark: _Toc513475839][bookmark: _Toc513822335]4.1 Introduction
The aim of this dissertation was to evaluate the relevance and significance of diversity and inclusion strategies in a tight labour market. The significance of this section is to present the findings of the primary research undertaken in this study in relation to the three objectives delineated in this study. 
1. To explore the business benefits of adopting comprehensive diversity and inclusion strategies within UK companies, particularly in the context of a tight UK labour market. 
2. To present a critical analysis the impact of Brexit on the already tight UK labour market. 
3. To identify and critically analyse best practice in adopting and implementing workplace diversity and inclusion in the UK.
4. Objective four – to present recommendations for the successful implementation of diversity and inclusion strategies within UK companies in order to achieve competitive advantage in a tight UK labour market. am
[bookmark: _Toc513475315][bookmark: _Toc513475840][bookmark: _Toc513822336]4.2 Interview Results
The researcher conducted 5 interviews which is the minimum representative advised by Dworkin (2012) with CIPD campus students from different organisations. On the question of diversity and inclusion practices employed in organisations, all the 5 respondents emphasised albeit separately the usefulness of the Equality Act 2010 as a guiding framework for enhancing diversity and inclusion in their organisations. This is quite a significant indication of significance of this legislation in the sense that it presents the expectations laid upon organisations as far as the concern of equality goes. According to (CIPD, 2011), the Equality Act 2010 has contributed greatly to the empowerment of women in the workplace. However it may also be possible that most organisations observe its requirements only as an element of compliance. 
On the other hand, respondent 1 mentioned that her organisation implemented a non-discriminatory policy in recruitment which she believed helped her organisation recruit best talents. This sentiment is in agreement with Gusdorf (2008) who explains that the use of such a policy enhances the chances of hiring the right person for the job. Respondent 3 disagreed with the notion that Brexit has promoted racism and xenophobia in the workplace by stating “No we haven't reported any.” He also admitted that in terms of Brexit creating jobs for the natives “It’s hard to comment on that yet, we will need to wait and see when the Brexit come up.” While (Daurka, 2016) may look at the first sentiment as a societal design of normal racial preferences and not necessarily racism hence agreeing with it, Fox et al. (2015) looks at it as a reflection of the denial of the occurrence of workplace racial discrimination by most Brits. 
Separately, respondents 2 and 4 delineated the significance of employment of persons with disabilities as a best practice on diversity and inclusion that have brought in exceptional beneficial skills that have contributed to efficiency in their firms. This thought was closely associated with a feedback from respondent 5 who pointed out that hiring neurodivergent employees have helped boost organisation’s skills set. CIPDb (2018, p.4) explains that organisations can benefit from the high productivity associated with neurodivergent individuals. On the other hand, CIPDc (2018, p.16) mentions that, hiring persons with disability helps to bridge the skills gap associated with a tight labour market. 
[bookmark: _Toc513475316][bookmark: _Toc513475841][bookmark: _Toc513822337]4.3 Survey Results
[bookmark: _Toc513475317][bookmark: _Toc513475842][bookmark: _Toc513822338]4.3.1 Respondents’ Demographic Details and Organisational Features
Quantitative data collection using questionnaires was employed to gather data on the campus from individuals working in public and private organisations around the Swansea and Wales regions. The raw survey data is presented in Appendix 4. The number of respondents who participated in the survey activity was 31 from different organisations out of which 1 was a board member, 8 were senior management staff, 12 were in middle management, and 10 were junior officers. The data is presented graphically in figure 4.1 shown below.

[bookmark: _Toc513822153][bookmark: _Toc513822339]Figure 4.1: Graph of the results of Staff Position (Question 1.1)

From the details presented in figure 4.1 above, it is apparent that a majority of the respondents were in middle management and junior positions. These findings are a reflection of the findings by Jayawardena and Gregar (2013, p. 536) who established that in most cases, in majority situations, the bulk of human intellectual capital will always be composed of middle-level management and junior employees. 
Furthermore, the survey instrument was also meant to capture data on the length of the respondents’ organisations existence in terms of years. While a majority of the organisations had been in existence for more than 10 years, only 4 organisations represented by the participants had existed for between 6-10 years figure 4.2 below. 

[bookmark: _Toc513822154][bookmark: _Toc513822340]Figure 4.2: Graph of the results of How long has the organisation been in existence (Question 2.1)
In terms of the respondents’ organisation’s annual turnover in the last financial year, 4 participants did not indicate their responses in their respective questionnaires. On the other hand, a majority of the organisations represented by the respondents experienced turnovers ranging between £2 million - £10 million followed by those which made above - £50 million. The complete data is presented in figure 4.3. 

[bookmark: _Toc513822155][bookmark: _Toc513822341]Figure 4.3: Graph of the results of the respondents’ organisation’s annual turnover in the last financial year (Question 2.2)
Furthermore, in indicating the count of employees in their respective organisations, a majority of the respondents were working in large employees with a staff count of more than 250 employees as seen figure 4.4. 

[bookmark: _Toc513822156][bookmark: _Toc513822342]Figure 4.4: Graph of the results of the count of employees in the respondents' organisations (Question 2.3)
Finally, on organisational features, as indicated in the survey instrument, the researcher sought to know the sector in which the respondents’ organisations operated in terms of private, public or third sectors. Apparently, from the data captured, a majority of the respondents were working in the private sector with very few working in the third sector. Notably, one respondent did not indicate the sector in which his or her organisation was operating in. Figure 4.5 illustrate this data. 

[bookmark: _Toc513822157][bookmark: _Toc513822343]Figure 4.5: Graph of the results of the respondents’ organisation’s sector (Question 2.4)
[bookmark: _Toc513475318][bookmark: _Toc513475843][bookmark: _Toc513822344]4.3.2 Organisational Practices on Diversity and Inclusion
The third part of the questionnaire sought to gather information on the organisational practices on diversity and inclusion observed by the respondents’ organisation. Fortunately, only three of the organisations represented by the respondents had not put in place a diversity and inclusion policy and strategy. The remaining 28 had such a policy or strategy as evident in figure 4.6.
 
[bookmark: _Toc513822159][bookmark: _Toc513822345]Figure 4.6: Graph of the results of the presence of a diversity and inclusion policy or strategy in the respondents’ organisation (Question 3.1)
In a bid to establish the initiatives these organisations were currently running to promote diversity and inclusion, a majority of the survey participants indicated that their organisations had adopted a policy of Implementation of family-friendly workplaces (12 – respondents) with the second majority indicating that their employer had resolved to undertake increased employment of women and retirees (9 – respondents). This is shown in figure 4.7 below. Chambraud (2018) indicate that the adoption and enhancement of the family-friendly workplace are not only beneficial to men and women employees altogether, it is also healthy for the smooth operations and thus productivity and increased performance for the firm. 

[bookmark: _Toc513822160][bookmark: _Toc513822346]Figure 4.7: Graph of the results of the respondents’ organisations’ currently running initiatives to promote diversity and inclusion (Question 3.2)

Furthermore, in delineating the currently running initiatives aimed at promoting diversity and inclusion in the respondents' respective organisations, the researcher sought to know which of these initiative has/have been successful in increasing diversity and inclusion. From the captured responses, it was apparent that the implementation of family-friendly workplaces (12 – respondents) and the increased employment of women and retirees (10 – respondents) had been the most successful in increasing diversity and inclusion in these organisations. The details are in figure 4.8 below.

[bookmark: _Toc513822161][bookmark: _Toc513822347]Figure 4.8: Graph of the results of the respondents’ organisations’ currently running initiatives to promote diversity and inclusion (Question 3.3)
In addition, the data also revealed that almost half of the organisations (16 – respondents) represented by the survey participants were taking initiatives to measure the success of their currently running initiatives to promote diversity and inclusion while the rest (15 – respondents) did not as seen figure 4.9 below. Furthermore, none of the respondents could explain how their organisations measure the success of the initiatives run by their organisations to promote diversity and inclusion. It is because none of the respondents provided any feedback on this question (question 3.4 b). 

[bookmark: _Toc513822162][bookmark: _Toc513822348]Figure 4.9: Graph of the results of the respondents’ organisations’ currently running initiatives to promote diversity and inclusion (Question 3.4 a)

[bookmark: _Toc513475319][bookmark: _Toc513475844][bookmark: _Toc513822349]4.3.3 Business Benefits of Adopting Diversity and Inclusion in a Tight UK Labour Market
Part 4 of the questionnaire sought to delineate the business benefits of adopting diversity and inclusion in a tight UK labour market from the survey participants’ perspectives. Four questions were presented in this section. While the aim of the first question was to capture information from the respondents on whether diversity and inclusion guarantee an organisation access to a wide pool of talent, the second question sought to find out if diversity and inclusion promote employee attraction and retention. The third question intended to determine if diversity and inclusion promote employee job satisfaction while the fourth question set to establish whether diversity and inclusion enhance organisational performance. The respondents were expected to respond to each question following a Likert scale based on their opinions of the statements provided on whether they Strongly Disagree, Disagree, Undecided, Agree, or Strongly Agree. The Likert scale serves as a very significant social sciences research psychometric tool that enables to capture a respondent’s extent of conviction or opinion over a subject (Joshi et al., 2015).
In determining whether diversity and inclusion guarantee an organisation access to a wide pool of talent, a majority of the respondents agreed (17) followed by those who strongly agreed (13) and lastly only 1 disagreed as evident in figure 4.10 below. 

[bookmark: _Toc513822164][bookmark: _Toc513822350]Figure 4.10: Graph of the results on whether diversity and inclusion guarantees an organisation access to a wide pool of talent (Question 4.1)
From the results, it is evident that the majority of the respondents agreed that diversity and inclusion guarantees an organisation access to a wide pool of talent. CIPD (2018) confirms that many organisations have realised the significance of seeking and recruiting employees from a diverse background as a strategic approach of tapping into a pool of new talents to help boost the organisational performance. This view is also supported by Chivers (2017) as well as CIPD (2017, p. 4) which supports that it is only through diversity and inclusion that it is possible to access new talents outside the UK.  
Inferentially, the null and alternative hypothesis regarding whether diversity and inclusion guarantee an organisation access to a wide pool of talent can be presented as follows.
Null hypothesis (H0): Diversity and inclusion does not guarantee an organisation access to a wide pool of talent
Alternative hypothesis (H1): Diversity and inclusion guarantees an organisation access to a wide pool of talent
A statistical analysis of the participants’ responses to this question using the Chi-square analysis tool provided the following results captured in table 4.1. When employing the Chi-square analysis, the probability (P value) also known as the asymptomatic significance (Asymp. Sig.) is a significant tool used to determine the viability of the null hypothesis. If it is undeniable that at 95% confidence level that P < 0.05, then we reject the null hypothesis and accept the alternative hypothesis (Gupta, 2012). On the other hand, if at the same confidence level p > 0.05 we accept the null hypothesis and reject the alternative hypothesis (Gupta, 2012). 
	[bookmark: _Toc513822165][bookmark: _Toc513822351]Table 4.1: Chi-Square Test Statistics on whether diversity and inclusion guarantees an organisation access to a wide pool of talent

	
	Diversity and inclusion guarantees an organisation access to a wide pool of talent

	Chi-Square
	13.42

	df
	2

	Asymp. Sig.
	0.001


Considering that P = 0.001 < 0.05, it means that the data gathered regarding this question is statistical significance and as such we reject the null hypothesis and accept the alternative hypothesis that diversity and inclusion guarantees an organisation access to a wide pool of talent. These findings are in tandem with the findings of Lightfoote et al (2014) who established that through diversity and inclusion, it is possible for firms to leverage on diverse talents.
On whether diversity and inclusion promote employee attraction and retention, the following findings in figure 4.11 were evident. 

[bookmark: _Toc513822166][bookmark: _Toc513822352]Figure 4.11: Graph of the results on whether diversity and inclusion promotes employee attraction and retention (Question 4.4)
The null and the alternative hypothesis would thus be,
Null hypothesis (H0): Diversity and inclusion does not promote employee attraction and retention
Alternative hypothesis (H1): Diversity and inclusion promotes employee attraction and retention
The chi-square analysis details are as presented in the table 4.2 below.
	[bookmark: _Toc513822167][bookmark: _Toc513822353]Table 4.2: Chi-Square Test Statistics on whether diversity and inclusion promotes employee attraction and retention

	
	Diversity and inclusion promotes employee attraction and retention

	Chi-Square
	14.55

	df
	3

	Asymp. Sig.
	0.002


From the results, P = 0.002 < 0.05, which means that we reject the null hypothesis and accept the alternative hypothesis agrees that diversity and inclusion promote employee attraction and retention.
Thirdly on whether diversity and inclusion promote employee job satisfaction, findings in figure 4.12 were apparent.
 
[bookmark: _Toc513822168][bookmark: _Toc513822354]Figure 4.12: Graph of the results on whether diversity and inclusion promotes employee job satisfaction (Question 4.5)
Consequently, the null and the alternative hypothesis would be,
Null hypothesis (H0): Diversity and inclusion does not promote employee job satisfaction
Alternative hypothesis (H1): Diversity and inclusion promotes employee job satisfaction
The chi-square analysis details are as presented in the table 4.3 below.
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	Diversity and inclusion promotes employee job satisfaction

	Chi-Square
	12.23

	df
	3

	Asymp. Sig.
	0.007


Still P = 0.007 < 0.05 which means we reject the null hypothesis and adopt the alternative hypothesis that diversity and inclusion promote employee job satisfaction. 
Investigating whether diversity and inclusion enhance organisational performance, the researcher noticed the findings shown in figure 4.13.
 
[bookmark: _Toc513822170][bookmark: _Toc513822356]Figure 4.13: Graph of the results on whether diversity and inclusion enhances organisational performance (Question 4.6)
The two hypotheses are presented as below.
Null hypothesis (H0): Diversity and inclusion does not enhance organisational performance
Alternative hypothesis (H1): Diversity and inclusion enhances organisational performance
The chi-square analysis results are in table 4.4 below.
	[bookmark: _Toc513822171][bookmark: _Toc513822357]Table 4.4: Chi-Square Test Statistics on whether diversity and inclusion enhances organisational performance

	
	Diversity and inclusion enhances organisational performance

	Chi-Square
	21.26

	df
	3

	Asymp. Sig.
	0.000


Even in this case P = 0.000 < 0.05 and therefore, we reject the null hypothesis and adopt the alternative hypothesis that diversity and inclusion enhance organisational performance. Concisely, as established in this section, it is indisputable that adopting diversity and inclusion in a tight UK labour market has enormous benefits. 
[bookmark: _Toc513475320][bookmark: _Toc513475845][bookmark: _Toc513822358]4.3.4 The Impact of Brexit on the already Tight UK Labour Market
Part 5 sought to establish the respondents' view on the impact of Brexit on the already tight UK labour market. The section equally had four questions. Responses to the 4 questions are presented summarily as shown below in figure 4.14. 

[bookmark: _Toc513822173][bookmark: _Toc513822359]Figure 4.14: Graph of the results on the impact of Brexit on the already tight UK labour market (Part 5)
The chi-square analysis results for the responses to the above four questions are presented in table 4.4 below.
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	Chi-Square
	df
	Asymp. Sig.

	Brexit has increased the shortage of labour supply
	25.32
	5
	0.000

	Brexit has promoted racism and xenophobia in the workplace
	5.94
	4
	0.204

	Brexit has enhanced access to jobs for UK nationals
	8.58
	2
	0.014

	Brexit has increased the need for diversity and inclusion strategies at the workplace
	5.52
	3
	0.138


From the results presented in table 4.4, we reject the null hypothesis and accept the alternative hypothesis that Brexit has increased the shortage of labour supply (P = 0.000 < 0.05) and that Brexit has enhanced access to jobs for UK nationals (P = 0.014 < 0.05). On the other hand, according to the responses gathered we accept the null hypothesis and reject the alternative hypothesis by stating that Brexit has not promoted racism and xenophobia in the workplace (P = 0.204 > 0.05) and that Brexit has not increased the need for diversity and inclusion strategies at the workplace (P = 0.138 > 0.05).
[bookmark: _Toc513475321][bookmark: _Toc513475846][bookmark: _Toc513822361]4.3.5 Best Practices in Diversity and Inclusion in the Tight UK Labour Market
The intention of part 6 was to determine the respondents’ perception on some of the proposed best practices in diversity and inclusion in the tight UK labour market. The results are summarised in figure 4.15.

[bookmark: _Toc513822176][bookmark: _Toc513822362]Figure 4.15: Graph of the results on the Best Practices in Diversity and Inclusion in the Tight UK Labour Market (Part 6)

The chi-square analysis results for the responses to the above four questions are presented in table 4.19 below.
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	Chi-Square
	df
	Asymp. Sig.

	Increased employment of women and retirees can supply new talents to bridge the shortage caused by the already tight labour market
	22.03
	3
	0.000

	Promoting the Equality Act 2010 can ensure women compete favourably at the workplace
	52.06
	4
	0.000

	Implementation of family-friendly workplaces can help attract workers
	7.03
	2
	0.030

	Hiring neurodivergent individuals can enhance an organisation’s productivity
	13.26
	3
	0.004


For all the values above, P = < 0.05, meaning that we accept the alternative hypothesis and reject the null hypothesis.
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In this chapter, the primary data collected from both the survey and interviews were analysed using SPSS and thematic analysis respectively. From the findings of the study, it was apparent that ideally, the most significant factor that influenced diversity and inclusion according to the respondents’ feedback was the Equality Act 2010. It appeared that from the statistical test using Chi-square, the implementation of the Equality Act 2010 indicated significant relationship with the adoption of diversity and inclusion strategies in the organisations in which the study respondents worked. It was apparent from the interviews that the act provided guidelines on the expectation of firms as far as the concept of equality and diversity is concerned. On the other hand, other aspects such as organisation size, turnover, or whether such an organisation was in the public or private sector did not indicate any significant influence on diversity and inclusion practices. However, whether these firms observed the Equality Act 2010 out of internal motivation or just for the need for compliance is one of the recommendations presented in this paper for future studies. A comprehensive summary and recommendations from the study are provided in the next section (Chapter 5).
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The goal of this study was to evaluate the relevance and significance of diversity and inclusion strategies in a tight labour market with a case study focus on the UK. This chapter presents a summary of the theories and findings observed in the study as well as outline recommendations based on the findings of the study as well as for future research.
[bookmark: _Toc513475324][bookmark: _Toc513475849][bookmark: _Toc513822366]5.1 Conclusion
It is quite important to consider the various issues affecting equality particularly diversity and inclusion in the United Kingdom including Brexit as well as workplace discrimination. Diversity and inclusion is a matter that has been of great concern particularly in different organisations in the UK (Powell & Sang, 2013). When looking at diversity there is need to look at the different races in question to determine how the various organisations are handling such an issue in their workforce. For example, when mapping out the human demographic distribution around an area like Swansea, it is vital to outline whether the organisations’ employee compositions are as reflective to what is apparent in the population. If a firm determines that that is not the case, then there is need to do something about it. From the study, it is clear that more needs to be done to ensure that companies improve diversity and inclusion in their organisation (Andrews & Ashworth, 2013; Gallegos, 2014; Nishii & Rich, 2014). 
Measuring the success of organisations in carrying out the inclusion and diversifying of their workforce is difficult at some points since not all workers can be in a position to determine how successful an organisation has been in promoting diversity since it is a companywide strategy. The business benefits according to the study showed mixed results particularly with regard to the inclusion of diversity and inclusion where various members of the society are involved. The study further notes that, people from different races may have different skills, which can greatly benefit a company. Moreover, in promoting diversity and inclusion the Equality Act 2010 as some have proposed can be a better blueprint for coming up with different strategies in the organisation.
Since diversity and inclusion stem from inequality in society their legislation is quite important in tackling the various discriminative practices or disparities that affected the minorities (Ashikali & Groeneveld, 2015; Meer 2015). It is further important to note on the tight labour market in the UK and the issue of the UK nationals together with those from other countries and even the inclusion of women. The tight labour market has greatly impacted many organisations particularly those that have been impacted by Brexit. Furthermore even form the study and according to the CIPD (2011), the Equality Act 2010 has contributed greatly to the empowerment of women. More women than before are being given positions thus strengthen the resolve for inclusion and diversity though not all organisations may be doing it as part of their initiative but as complying with the regulations in place.  
The issue of Brexit further brings into play the question of how the labour market in the UK has been impacted. The impact of Brexit has affected the labour market significantly whereby it has led to a shortage of labour supply to the different companies and firms in the United Kingdom and thus affecting its economy to some extent (Novitz, 2017). Furthermore, the findings from the study further show the effect of Brexit particularly on the general populations where it has propagated xenophobia and racism in the workplace to some extent. Even the issue about jobs remaining in the hands of the nationals is still a subject under debate. The consensus on whether Brexit has increased the need for inclusion and diversity is still to be seen. 
Britain exiting from the European Union poses many challenges and thus lessens the labour market which before consisted of large and diverse groups of professionals from Europe who had different qualifications. Diversity before Brexit was significant when compared to the present where most nationals are venturing into their own countries in search of work among other activities.  Various issues like whether companies are in the private or public divide are not seen to affect the issue of diversity and inclusion in the organisation (Bae et al., 2017). In this regard, it is important to note the context of the society with regard to race and women and other minority groups like the disable and how the companies are treating them. Inclusion comes into play particularly concerning the employment of disabled people together with ensuring that they are comfortable at their workstations. 
Though diversity and inclusion may not have been embraced by some organisations many of them have taken on different approaches to provide an environment promoting equality through recruiting and selecting employees from the labour pool. Most of the feedback from the study was form the private sector which operates on a less bureaucratic level than most of the public sector companies. Therefore it is crucial to look into the motives of organisations particularly in promoting diversity and inclusion since it should not just be an issue where they comply but where the support inclusion and diversity and support it wholly (Andrews & Ashworth, 2013). Equality in the workplace is thus an issue that needs to be dealt with since many people in the country are from the different European unions. The United Kingdom should thus focus on the inclusion and diversity considering that the labour market is tight and propagate such measures in organisations while putting in places regulations that support such measures. The repercussions of the Brexit together with the tight labour market and the issue of inclusion and diversity should be dealt with accordingly and further research carried to determine effective ways that such strategies can be implemented in the different organisations. 
When companies adopt vigorous measures that promote inclusion, equality and diversity they will reap significant returns. A diverse workforce brings with it different perspectives that will help the managers see things from a broader point of view. The discussion will be held and different viewpoints used to draw conclusions. An inclusive workforce further helps to take advantage of the potential of the different people in the workforce (Saedon, 2012; Booysen, 2013). Therefore there are positive implications for companies as they embrace diversity, equality and inclusion. Furthermore, the companies can benefit greatly from the different skills and thus improve their productivity. Companies will not need to be afraid of lawsuits since they will be following the laid down laws and regulations in the process of filling the different positions with various individuals. The large pool of talent thus helps the company in being successful in its business operations and in achieving its goals in the end.  
[bookmark: _Toc513475325][bookmark: _Toc513475850][bookmark: _Toc513822367]5.2 Recommendations
It is recommended that organisations come up with various regulations and policies that will enhance diversity and inclusion based on different demographic groups such as religion, ethnicity, sexuality, and gender in the workplace while using frameworks that will help in the process. Rullion (2017) explains that one of the fundamental reasons why Sky remains listed as one of the inclusive top 50 UK employers is because the company has embedded diversity and inclusion into its core business strategies. This has not only helped the company to retain top talent but also expand customer appeal. As such companies should not just focus on mechanically coming up with programmes but ensure that there are frameworks that will help such strategies to be implemented in the organisations effectively. Recently, 45% of men and 54% of women in a survey by PwC (2017) indicated that they have considered it a top priority in the recent past to determine if a potential employer promoted diversity and inclusion before accepting a job offer. In fact in the survey, 48% of men and 61% of women outlined that they always checked the diversity of the management before accepting a job offer in a given organisation.
Organisations should not just focus on creating conceptual frameworks that will meet the needs of laws and minimise lawsuits in the process but come up with effective ones that will guide the process of diversity and inclusion (Hunt et al., 2015; Wrench, 2016). A study by Women Ahead (2017) established that a company’s implementation of diversity and inclusion policies presents a significant relationship with employee retention and engagement. A report by Deloitte (2013) found that when employees feel that their employer is supportive of diversity an inclusion, they are more likely to increase their innovative ability by up to 83%.   
It is further recommended that organisations focus on setting aside various positions for women. More positions women will help make the workplace more inclusive and further act as a starting point of creating equality in the workplace. They will be given such positions on their basis of academic qualifications. The organisations should further consider supporting the empowerment of women together with engaging in initiatives to encourage the wide community and the women in particular to achieve great success and even get positions at the company. For instance, companies should consider the different the people of different ages together with catering for pregnant women among others that need special attention. Furthermore, companies should focus on including such measures in the different policies they make. Women should also fill top-level positions and rise up as required through promotions to balance the gender gap in management (Popescu & Rusko, 2012). Companies should also consider their compensations and ensure that their disparities in their compensations packages are little or not present between women and the men. A study by Larson (2017) established that diverse teams and especially those that were gender inclusive experienced a 60% accelerated decision making process compared to an all-male team which indicated a 38% fast decision making process.
It is important to include persons from minority groups such as blacks and those of the Asian origins to occupy the low-level jobs. Companies should thus focus on including the different minorities together with women in different positions to ensure that they don't discriminate against them (Connolly et al., 2015). The company should thus consider coming up with a strategies that bridges the gender gap in the workforce including the gender pay gap. In fact, it a legal requirement for firms in the UK with more than 250 employees to disclose information concerning the hourly pay between male and female workers (Butler, 2018). However, many organisations are still lagging behind in bridging the gender pay gap and examples have been given of Apple and Lingerie maker Boux Avenue (Butler, 2018).
It is also recommended that groups such as the disabled and neurodivergent individuals be included in the workforce through the creation of positions that suit them and that they can handle without much difficulty. A survey by BBC (2014) determined that the disabled persons’ population nearing 12 million were worth £80 billion in disposable income and unfortunately according to Chignell (2018) only about 3.4 million had been employed by 2017. It is therefore, quite difficult to appeal to this market or even design products and services that suit this market considering the small number of disabled insiders in the workplace.
Statistics indicate that 9 out of 10 organisations in the UK do not support neurodivergent workers despite the fact that about 10% of the UK population is neurodivergent (Dondo, 2018). As mentioned in the CIPDb (2018, p. 4) report, the neurodiversity-at-work initiative run by JPMorgan as well as Walgreens have not only contributed to increased production at these companies due to the exceptional skills and talents of neurodivergent workers but also reduced costs associated with employee turnover. Inclusion will mean that organisations liaise with the people with different abilities and the various organisations in the United Kingdom to come up with better ways of incorporating the disabled in their companies. Companies should thus consider coming up with a department dealing with such issues (Kumra, 2014; Donelly, 2015). Most companies have many functions and concentrate mostly on the various tasks at hand together with maintaining a certain culture of employment different types of individuals. As a result, more people may suffer inequality and a lack of inclusion in the workspace though the companies may not consider it as a problem according to them. In summary, the business benefits of including a diverse workforce mean people with a different perspective and who can bring into the company valuable contributions in the process. 
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The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.
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	Research activity outside of the UK
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	Use of a questionnaire or similar research instrument?
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	Participant observation without their knowledge?
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	Performance of any acts which may cause embarrassment or affect self-esteem?
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	Investigation of participants involved in illegal activities?
	☐
	☒

	Use of procedures that involve deception?
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	Administration of any substance, agent or placebo?
	☐
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	Working with live vertebrate animals?
	☐
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	Other primary data collection methods, please explain in this box
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If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants

	Who are the intended participants:
	
YES
	
NO

	Students or staff at the University?
	☒
	☐

	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	Vulnerable adults?
	☐
	☒

	Children under 18?
	☐
	☒

	Prisoners?
	☐
	☒

	Young offenders?
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	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	People engaged in illegal activities?
	☐
	☒

	Others (please identify):


	☐
	☐



	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	Questionnaires will be employed to gather data on the campus from HR managers, CIPD students, NHS, Tesco, Tan salons, the Police force, and other public and private organisations around the Swansea and Wales regions. Expected a valid sample: Minimum of 100 people.
Interviews with select representatives from these organisations.
Archival research involves the gathering of information from published materials of past research in the form of journals, books, periodicals, conference proceedings, reports, and websites.



	Information for participants:
	
YES
	NO
	
N/A

	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	Will you obtain written consent for participation?
	☒
	☐
	☐

	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	If the research is observational, will you ask participants for their consent to being observed?
	☒
	☐
	☐

	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	If NO to any of above questions, please give an explanation 
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	Information for participants:
	
YES
	NO
	
N/A

	Will participants be paid?
	☐
	☒
	☐

	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	If YES to any question, please provide full details 

	


(this box should expand as you type)
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Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  
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Yes                                   ☐
 No                                   ☒


	Risks to participants
For example: emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
Sensitive organisational information
(this box should expand as you type)

	

	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
Non- disclosure agreement
(this box should expand as you type)

	

	Risks to investigator
For example: personal safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	All participants including the researcher will be treated with respect and consideration.

(this box should expand as you type)

	

	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
Good standing of UWTSD considered at all time
(this box should expand as you type)

	

	Adverse outcomes
List measures put in place to limit any adverse effects or outcomes of research activity where appropriate. Include any emergency protocols. 

	All information will be stored securely and confidentiality and an anonymity guaranteed at all times
(this box should expand as you type)





	Disclosure and Barring Service

	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	


YES
	


NO
	


N/A

	Has a DBS certificate been obtained?
	☐
	☐
	☒



SECTION I: Feedback, Consent and Confidentiality

	Feedback
What feedback will be provided to participants, how will this be done and when? 

	
The dissertation will be available to all participants by email request.

 (this box should expand as you type)

	

	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded.

	
Interviewees will sign a form for the online questionnaire, the participants will tick boxes for their agreement.

 (this box should expand as you type)

	

	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
All participants will remain anonymous.
Confidentiality will be guaranteed. 
No participants will be identificable.

(this box should expand as you type)







SECTION J: Data Protection and Storage

In completing this section refer to the University’s Research Data Management Policy and the extensive resources on the University’s Research Data Management web pages (http://uwtsd.ac.uk/library/research-data-management/).
	
	YES
	NO

	Does the research activity involve personal data (as defined by the Data Protection Act)?
“personal data” means data which relate to a living individual who can be identified—
(a) from those data, or
(b) from those data and other information which is in the possession of, or is likely to come into the possession of, the data controller, and includes any expression of opinion about the individual and any indication of the intentions of the data controller or any other person in respect of the individual.
	☐
	☒

	If YES, provide a description of the data and explain why this data needs to be collected:

	
(this box should expand as you type)

	

	Does it involve sensitive personal data (as defined by the Data Protection Act)?
“Sensitive personal data” means personal data consisting of information as to –
(a) the racial or ethnic origin of the data subject,
(b) his political opinions,
(c ) his religious beliefs or other beliefs of a similar nature,
(d) whether he is a member of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) his physical or mental health or condition,
(f) his sexual life,
(g) the commission or alleged commission by him of any offence, or
(h) any proceedings for any offence committed or alleged to have been committed by him, the disposal of such proceedings or the sentence of any court in such proceedings.
	☐
	☒

	If YES, provide a description of the data and explain why this data needs to be collected:

	
(this box should expand as you type)



	Will the research activity involve storing personal data on one of the following:
	YES
	NO

	Manual files (i.e. in paper form)?
	☐
	☒

	University computers?
	☒
	☐

	Private company computers?
	☒
	☐

	Home or other personal computers?
	☒
	☐

	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	“Cloud” storage or websites?
	☐
	☒

	Other – specify:

	☐
	☐

	For all stored data, explain the measures in place to ensure data confidentiality, including details of password protection, encryption and anonymisation:

	All data collected is anonymous. 
A number of levels of passwords will be need.
Small devices such as memory sticks will be stored in a locked drawer. 
Computers fully encrypted.



(this box should expand as you type)


	Will the research activity involve any of the following activities:
	YES
	NO

	Electronic transfer of data in any form?
	☐
	☒

	Sharing of data with others at the University?
	☐
	☒

	Sharing of data with other organisations?
	☐
	☒

	Export of data outside the European Union or importing of data from outside the UK?
	☐
	☒

	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	Publication of data that might allow identification of individuals?
	☐
	☒

	Use of data management system?
	☐
	☒

	Data archiving?
	☐
	☒

	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the Data Protection Act (and/or any international equivalent):

	

(this box should expand as you type)



	List all who will have access to the data generated by the research activity:

	
Student

(this box should expand as you type)

	

	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
Student

(this box should expand as you type)

	

	Give details of data storage arrangements, including where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
Storage will be secured by student and advice will be taken on what to do to dispose of data after 5 years. There will not be paper storage.


(this box should expand as you type)



SECTION K: Declaration

	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice

	Signature of applicant:
	Jose Antonio Martinez Aviles
	Date:
	16/11/2017



For students:
	Director of Studies/Supervisor:
	

	Signature:
	
Julie Thomas


	Date:
	16/11/2017



For staff:
	Head of School/Assistant Dean:
	

	Signature:
	


	Date:
	




Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☒
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☒
	
I have attached a full risk assessment (and have NOT completed Section H of this form) (where appropriate)


	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Head of School.




	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.



STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit  this form (and receive the outcome) via systems explained to you by the supervisor/module leader.

This form is available electronically from the Academic Office web pages: http://www.uwtsd.ac.uk/academic-office/

Application Process

All staff research projects and all research students must submit the Ethical Approval Form to the University Ethics Committee via the Academic Office (pgresearch@uwtsd.ac.uk).   Staff research directly in relation to personal study for taught undergraduate or Masters programmes should be submitted via the Faculty procedures explained below.

Taught masters and taught undergraduate research Ethical Approval Forms are considered within Faculties.  Faculties will provide details of the specific processes for this.  Where the Ethical issues within any single ethical application are of particular concern the Faculty will refer these to the University Ethics Committee.   Any student activity that involves the collection of primary data needs to undergo Ethical approval, this includes assignment work as well as dissertations.   

Notes for guidance in completion of this form

Section A:  About You
Please complete all relevant sections

Section B:  Approval for research activity
Research proposals must be approved in principle before applying for Ethical Approval.  The proposal approval only becomes final when the ethical approval is received.  

The process for proposal approval varies according the individual and programme of study:
· Research students, by application on form PG1 to the Research Degrees Committee
· Taught students by review of research proposal within Faculties (Faculties provide specific details of these processes)
· Staff, by agreement by the Head of School/Assistant Dean

Section C:  External Ethical Guidance materials
Many discipline areas are required to operate with the discipline specific codes of research ethics (for example health, psychology, education etc.), any such codes must be listed and you must tick to confirm that you have consulted with these.

Section D:  External Collaborative Research Activity
Provide details of the external collaborative partners, where appropriate you might want to submit a copy of the external collaboration agreement with the Ethical Approval Form.  If the partner requires the research to be subject to its own internal Ethical approval process then please provide details of that process and a copy of any final (or interim) approvals received from the organisation.

Section E:  Details of Research Activity
Remember that the individuals reviewing this Ethical Approval Form may not have seen your research proposal, and also may not be experts in the specific area of your research.  The information provided should therefore be jargon free and clearly stated.
Indicative Title:  please use the same title as used on the research proposal.
Purpose:  the Ethical approval process will want to ensure that the methods you propose are adequate and appropriate to address the research aims and objectives.  Excessive additional data collection can be seen as unethical.
Proposed Methods:  the Ethical approval process seeks to ensure that you understand the methods that are intended, and that the implementation of those methods will be appropriate and without unnecessary impact on respondents.  Please be specific.
Location:  this needs to mention geographical location and also local situation (for example, within Local Authority Offices in Cardiff, using a private room but close to other individuals).  If you are collecting data within an organisational setting then you need to explain the permissions that you have obtained to do this.
Research Activity outside of the UK:  please complete this section in detail, and note any guidance you have received.  Also describe your own familiarity (or not) with the location that you will be utilising.

Section F:  Scope of Research Activity
Please tick ALL of the research activities that might be undertaken.   If any additional types of activity are intended then please add an extra box and describe these.
If you have answered no to all questions in F then sections G and J do not need to be completed.  Section H should be considered, and may be completed.  Signatures are still required in section K.

Section G:  Intended Participants
Please tick all categories that might apply.
Numbers & Source:  if you are using a series of different methods or research activities please list numbers for each stage/phase.  Be clear about how you will find respondents.   Will you use intermediaries, and if so how?  How will you ensure compliance with your sampling strategy?
Information for participants:  all participants should be appropriately informed about the research, what is expected of them and what will happen to the information that they provide.  The Ethical review process does not ask to see this documentation, but requires this to be reviewed and approved by the Director of Studies in the case of research students, the supervisor/module tutor in relation to students on taught programmes and the Head of School/Assistant Dean in relation to staff research.

Section H:  Anticipate Risks
All research carries some level of risk.  The answers you provide to questions in this section will be reviewed to ensure that you have an appropriate understanding of the type of risks involved and how you can mitigate against these risks. If you have completed a full risk assessment, as required for example for laboratory work, field work, clinical tests, diving operations, or by a collaborative partner, you may append that to this form.  In that case, please tick the box indicating this has been provided.  You will not then be required to complete Section H.
Risk to participants   Think very carefully about how your actions/questions/discussions might affect the people you are involving as participants.  You might identify the risk as small but it would still be a risk.  Many types of question have the potential to make respondents less content with their life / job; you need to recognise and try to ameliorate any such effects
If these are business owners, time with you may reduce profit.  
In some locations physical risk is very real to both participants and yourself, please consider this.
Risk to you, the researcher   Think about where you will meet people, if there are any dangers involved in the location.  If you are meeting people as individuals think about using a public place.  In general do not visit people in their own homes or remote locations.  If you are talking to individuals about certain issues think about how their responses might affect you emotionally.  What about the risk of collecting insufficient data?
Risk to the University   When undertaking your research, you are acting as a member of the University (student or staff).  Professionalism is important, so it is important to be well organised and well prepared. Punctuality, clarity etc. are all part of this.  What will you do to ensure this?  You must ensure you do not harm the good name of the University in any way and do nothing to undermine the reputation of the research it conducts and sponsors.  Upholding high standards of conduct and integrity are vital in this regard. You must also conduct the research in such a way to minimise the potential for claims of negligence made against the University, its researchers and any collaborating individual or organisation. In this respect you should always comply with ethical, legal and professional frameworks, obligations and standards as required by statutory and regulatory authorities, as well as the university’s Research Integrity and Ethics Code of Practice.  Research misconduct in this respect can take many forms, including:
· fabrication: making up results or other outputs (eg, artefacts) and presenting them as if they were real
· falsification: manipulating research processes or changing or omitting data without good cause
· plagiarism: using other people’s material without giving proper credit
· failure to meet ethical, legal and professional obligations: for example failure to declare competing interests; misrepresentation of involvement or authorship; misrepresentation of interests; breach of confidentiality; lack of informed consent; misuse of personal data; and abuse of research subjects or material
· improper dealing with allegations of misconduct: failing to address possible infringements such as attempts to cover up misconduct and reprisals against whistle-blowers

Adverse Outcomes.  Think carefully about the possibilities, and cover here





Section I:  Feedback, Consent and Confidentiality
Feedback to participants:  outline your approach.   Will interview transcripts be shared with respondents to check accuracy?  Will summaries of questionnaire analysis be made available to respondents in some way?   Will an overview report be provided?  How and when?
Informed consent:   Draft letter / e-mail / or heading (or footer) section of questionnaire must be approved by DoS/supervisor (if research student), supervisor/module tutor if taught student, or Head of School / Assistant Dean if a member of staff.
Confidentiality/Anonymity.  Explain clearly how you will ensure confidentiality and anonymity.
Section J:  Data Protection and Storage
Before completing this section it is necessary to read the University’s Research Data Management information.   The questions that follow are designed to ensure compliance with the Data Protection Act as well as established research protocols.

Many research activities will involve electronic transfer of data and use of data management systems in the summarisation and analysis of data.  You will need to explain these in relation to compliance with the Data Protection Act.
Think carefully about who will have access to your data, this will include supervisors and examiners. Also that a thesis will be made available via the University library and the British Library system.  If you are seeking an access bar for a period of time after completion then mention it here.  If you will provide a copy of your findings, or intend to give a presentation, to a facilitating/ supporting/accessing organisation then explain that in this section.  But also think about the general principle of data sharing, as explained in the Research Data Management information.
In terms of storage of data please ensure security, and also mitigate against loss of data.

Section K:  Declaration
Ensure the appropriate countersignatures have been provided
Look carefully at the checklist and ensure that you comply with and tick all that are relevant to your research.
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Survey Questionnaire




Purpose
The intention and information gathered in this survey is purely for academic purpose. The study aims to evaluate the relevance and significance of diversity and inclusion strategies in a tight labour market with a focus on the UK. The reporting of the data you provide will be anonymous. Please respond to all questions as much as you can. You can also get in touch on email jmartinezaviles.147114@student.uwtsd.ac.uk for further clarifications. Thank you.










	Company name (Leave Blank if you prefer not to say):
 Level, of course, being studied: 

	Part 1: Demographic Details

	1.1. Are you

	☐ A Board Member
☐ In Senior Management
☐ In Middle Management/ A Line Manager/ A Supervisor
☐ A Junior Officer 
☐ Other(Please state):

	Part 2: Organisational Features

	1. 
2. 
2.1. How long has your organisation been in existence?
	☐ Less than 1 year
☐ 1-5 years 
☐ 6-10 years
☐ More than 10 years

	2.2. What was your organisation’s annual turnover in the last financial year?
	☐ Less than £2 million
☐ £2 million - £10 million
☐ £10.1 million - £50 million
☐ Above - £50 million

	2.3. How many employees are in your organisation
	☐ 0 – 50 
☐ Less than 250 
☐ More than 250 

	2.4. Where does your organisation operate?
	☐ Public sector 	☐ Third sector 
☐ Private sector

	Part 3: Organisational Practices on Diversity and Inclusion

	1. 
1. 
2. 
3. 
3.1. Does your organisation have a diversity and inclusion policy or strategy? 
	☐ Yes
☐ No

	3.2. What initiatives is your organisation currently running to promote diversity and inclusion?
	☐ Increased employment of women and retirees
☐ Offering leadership courses to female employees
☐ Implementation of family-friendly workplaces
☐ Hiring neurodivergent* individuals
☐ Other(Please state): 

	3.3. Which initiative has/have been successful in increasing diversity and inclusion
	☐ Increased employment of women and retirees
☐ Offering leadership courses to female employees
☐ Implementation of family-friendly workplaces
☐ Hiring neurodivergent individuals
☐ Other(Please state):

	3.4. (a) Does your organisation measure success in point 3.2 above?
	☐ Yes
☐ No

	3.5. (b) Explain how if your answer is yes in 3.4 (a) above:


	Part 4: Business Benefits of Adopting Diversity and Inclusion in a Tight UK Labour Market

	(Tick the option you agree more)
	Strongly
Disagree
	Disagree
	Undecided
	Agree
	Strongly
Agree

	1. 
2. 
3. 
4. 
4.1. Diversity and inclusion guarantees an organisation access to a wide pool of talent
	☐	☐	☐	☐	
☐
	4.2. 
4.3. 
4.4. Diversity and inclusion promotes employee attraction and retention
	☐	☐	☐	
☐	☐
	4.5. Diversity and inclusion promotes employee job satisfaction
	☐	☐	☐	☐	
☐
	4.6. Diversity and inclusion enhances organisational performance
	☐	☐	☐	
☐	☐
	Part 5: The Impact of Brexit on the already Tight UK Labour Market

	(Tick the option you agree more)
	Strongly
Disagree
	Disagree
	Undecided
	Agree
	Strongly
Agree

	1. 
2. 
3. 
4. 
5. 
5.1. Brexit has increased the shortage of labour supply
	☐	☐	
☐	☐	☐
	5.2. Brexit has promoted racism and xenophobia in the workplace
	
☐	☐	☐	☐	☐
	5.3. Brexit has enhanced access to jobs for UK nationals
	☐	☐	
☐	☐	☐
	5.4. Brexit has increased the need for diversity and inclusion strategies at the workplace 
	☐	☐	
☐	☐	☐
		Part 6: Best Practices in Diversity and Inclusion in the Tight UK Labour Market

	(Tick the option you agree more)
	Strongly
Disagree
	Disagree
	Undecided
	Agree
	Strongly
Agree

	1. 
2. 
3. 
4. 
5. 
6. 
6.1. Increased employment of women and retirees can supply new talents to bridge the shortage caused by the already tight labour market
	☐	☐	
☐	☐	☐
	6.2. Promoting the Equality Act 2010 can ensure women compete favourably at the workplace
	☐	☐	☐	
☐	☐
	6.3. Implementation of family-friendly workplaces can help attract workers
	☐	☐	☐	
☐	☐
	6.4. Hiring neurodivergent individuals can enhance an organisation’s productivity
	☐	☐	
☐	☐	☐

*Neurodivergent: having cognitive functioning different from what is seen as ‘normal’ (CIPD, 2018). 
If you are happy to be interviewed for 8-10 minutes please state your email address:
[bookmark: _Toc513475328][bookmark: _Toc513475853][bookmark: _Toc513822374]Appendix 3: Interview Plan

[bookmark: _Toc513475329][bookmark: _Toc513475854]Introductory Question
1. [bookmark: _Toc513475330][bookmark: _Toc513475855]Can you please explain what diversity and inclusion policies/strategies you have in the organisation?
Research question #1
What are the Business Benefits of Adopting Diversity and Inclusion in a Tight UK Labour Market?
1 Do you feel that diversity and inclusion policies help guarantee access to a wide pool of talents?
2. Do you feel that diversity and inclusion promote employee attraction and retention?
3. Do you feel that diversity and inclusion promote employee job satisfaction?
4. Do you feel that diversity and inclusion enhance organisational performance?
Research question #2
What are the Impacts of Brexit on the already Tight UK Labour Market?
1. Has Brexit worsened the shortage of labour supply in your experience?’
2. Has Brexit promoted racism and xenophobia in the workplace?
3. Has Brexit enhanced access to jobs for the natives?
4. Has Brexit increased the need for diversity and inclusion strategies at the workplace?

Research Question #3
What are the Best Practices in Diversity and Inclusion in the Tight UK Labour Market?
1. Which policies or strategies have been successful in increasing diversity and inclusion in your organisation? How do you measure success in this area?
2. How can the increased employment of women and veterans supply new talents to bridge the shorted caused by the already tighter UK labour market?
3. How can enhancing the Equality Act 2010 ensure women compete favourably at the workplace?
4. How can the implementation of family-friendly workplaces help attract family sensitive workers?
5. How can hiring neurodivergent individuals enhance an organisation’s productivity?

[bookmark: _Toc513822375][image: ]Appendix 4: Raw Survey Data-

Staff Position
Board Member                                   	Staff Position	1	Junior Officer                                 	Staff Position	10	Middle Management/ A Line Manager/ A Supervisor	Staff Position	12	Senior Management                              	Staff Position	8	How long has the organisation been in existence
6-10 years        	How long has the organisation been in existence	4	More than 10 years	How long has the organisation been in existence	27	Organisation’s annual turnover in the last financial year 
No response	organisation’s annual turnover in the last financial year	4	Less than £2 million         	organisation’s annual turnover in the last financial year	1	£2 million - £10 million     	organisation’s annual turnover in the last financial year	14	£10.1 million - £50 million  	organisation’s annual turnover in the last financial year	3	Above - £50 million          	organisation’s annual turnover in the last financial year	9	Count of employees in the respondents' organisations
0 -50	Count of employees in the respondents' organisations	6	Less than 250 	Count of employees in the respondents' organisations	7	More than 250 	Count of employees in the respondents' organisations	18	Organisation’s sector 
No response	Organisation’s sector 	1	Private sector	Organisation’s sector 	17	Public sector	Organisation’s sector 	10	Third sector	Organisation’s sector 	3	Presence of a diversity and inclusion policy or strategy
No	Presence of a diversity and inclusion policy or strategy	3	Yes	Presence of a diversity and inclusion policy or strategy	28	Organisations' currently running initiatives to promote diversity and inclusion 
Hiring neurodivergent individuals 	organisation's currently running initiatives to promote diversity and inclusion	5	Implementation of family-friendly workplaces   	organisation's currently running initiatives to promote diversity and inclusion	12	Increased employment of women and retirees     	organisation's currently running initiatives to promote diversity and inclusion	9	Offering leadership courses to female employees	organisation's currently running initiatives to promote diversity and inclusion	5	Which initiative (s) currently run by the organisations has/have been successful in promoting diversity and inclusion 
Hiring neurodivergent individuals 	initiative (s) currently run by the organisations that has/have been successful in promoting diversity and inclusion 	4	Implementation of family-friendly workplaces   	initiative (s) currently run by the organisations that has/have been successful in promoting diversity and inclusion 	12	Increased employment of women and retirees     	initiative (s) currently run by the organisations that has/have been successful in promoting diversity and inclusion 	10	Offering leadership courses to female employees	initiative (s) currently run by the organisations that has/have been successful in promoting diversity and inclusion 	5	Does the organisation measure success in the initiatives aimed to promote diversity and inclusion 
No	Does the organisation measure success in the initiatives aimed to promote diversity and inclusion 	15	Yes	Does the organisation measure success in the initiatives aimed to promote diversity and inclusion 	16	Diversity and inclusion guarantees an organisation access to a wide pool of talent 
Agree	Diversity and inclusion guarantees an organisation access to a wide pool of talent	17	Disagree	Diversity and inclusion guarantees an organisation access to a wide pool of talent	1	Strongly agree	Diversity and inclusion guarantees an organisation access to a wide pool of talent	13	Diversity and inclusion promotes employee attraction and retention
Agree	Diversity and inclusion promotes employee attraction and retention	12	Disagree	Diversity and inclusion promotes employee attraction and retention	3	Strongly agree	Diversity and inclusion promotes employee attraction and retention	14	Undecided	Diversity and inclusion promotes employee attraction and retention	2	Diversity and inclusion promotes employee employee job satisfaction
Agree	Diversity and inclusion promotes employee attraction and retention	12	Disagree	Diversity and inclusion promotes employee attraction and retention	3	Strongly agree	Diversity and inclusion promotes employee attraction and retention	14	Undecided	Diversity and inclusion promotes employee attraction and retention	2	Diversity and inclusion enhances organisational performance 
Agree	Diversity and inclusion promotes employee attraction and retention	16	Disagree	Diversity and inclusion promotes employee attraction and retention	1	Strongly agree	Diversity and inclusion promotes employee attraction and retention	12	Undecided	Diversity and inclusion promotes employee attraction and retention	2	The Impact of Brexit on the already Tight UK Labour Market
Agree	Brexit has increased the shortage of labour supply	Brexit has promoted racism and xenophobia in the workplace	Brexit has enhanced access to jobs for UK nationals	Brexit has increased the need for diversity and inclusion strategies at the workplace	9	8	6	7	Disagree	Brexit has increased the shortage of labour supply	Brexit has promoted racism and xenophobia in the workplace	Brexit has enhanced access to jobs for UK nationals	Brexit has increased the need for diversity and inclusion strategies at the workplace	5	10	7	4	Strongly agree	Brexit has increased the shortage of labour supply	Brexit has promoted racism and xenophobia in the workplace	Brexit has enhanced access to jobs for UK nationals	Brexit has increased the need for diversity and inclusion strategies at the workplace	2	2	0	7	Strongly disagree	Brexit has increased the shortage of labour supply	Brexit has promoted racism and xenophobia in the workplace	Brexit has enhanced access to jobs for UK nationals	Brexit has increased the need for diversity and inclusion strategies at the workplace	5	5	0	0	Undecided	Brexit has increased the shortage of labour supply	Brexit has promoted racism and xenophobia in the workplace	Brexit has enhanced access to jobs for UK nationals	Brexit has increased the need for diversity and inclusion strategies at the workplace	6	6	18	13	Best Practices in Diversity and Inclusion in the Tight UK Labour Market
Agree	Increased employment of women and retirees can supply new talents to bridge the shortage caused by the already tight labour market	moting the equality act can ensure women compete favourably at the workplace	Implementation of family-friendly workplaces can help attract workers	Hiring neurodivergent individuals can enhance an organization’s productivity	19	22	16	15	Disagree	Increased employment of women and retirees can supply new talents to bridge the shortage caused by the already tight labour market	moting the equality act can ensure women compete favourably at the workplace	Implementation of family-friendly workplaces can help attract workers	Hiring neurodivergent individuals can enhance an organization’s productivity	4	1	0	1	Strongly agree	Increased employment of women and retirees can supply new talents to bridge the shortage caused by the already tight labour market	moting the equality act can ensure women compete favourably at the workplace	Implementation of family-friendly workplaces can help attract workers	Hiring neurodivergent individuals can enhance an organization’s productivity	5	5	11	6	Strongly disagree	Increased employment of women and retirees can supply new talents to bridge the shortage caused by the already tight labour market	moting the equality act can ensure women compete favourably at the workplace	Implementation of family-friendly workplaces can help attract workers	Hiring neurodivergent individuals can enhance an organization’s productivity	3	1	0	0	Undecided	Increased employment of women and retirees can supply new talents to bridge the shortage caused by the already tight labour market	moting the equality act can ensure women compete favourably at the workplace	Implementation of family-friendly workplaces can help attract workers	Hiring neurodivergent individuals can enhance an organization’s productivity	19	2	4	9	image1.jpeg
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Respondent 1.1 2.1 2.2 23 2.4 3.1 3.2 3.3 34 35 4.1 4.4 4.5 4.6 5.1 5.2 5.3 5.4 6.1 6.2 6.3 6.4
1 | Junior Officer More than 10 years | £2 million - £10 million More than 250 | Public sector | Yes | Implementation of family-friendly workplaces Implementation of family-friendly workplaces Yes Strongly Agree | Agree Strongly Agree | Agree Undecided Strongly Disagree = Undecided A Undecided Undecided Agree Agree Undecided
2 | Junior Officer More than 10 years More than 250 | Private sector | Yes | Implementation of family-friendly workplaces Implementation of family-friendly workplaces No Agree Agree Agree Agree Disagree Agree Disagree Undecided Agree Agree Agree Undecided
3 | Junior Officer More than 10 years | £2 million - £10 million Less than 250 Public sector | Yes Implementation of family-friendly workplaces Implementation of family-friendly workplaces Yes Agree Undecided Undecided Agree Undecided Disagree Disagree Undecided Undecided Agree Agree Undecided
4 | Middle Management/ A Line Manager/ A Supervisor More than 10 years Less than 250 | Public sector | Yes | Hiring neurodivergent individuals Offering leadership courses to female employees No Strongly Agree | Strongly Agree | Strongly Agree | Strongly Agree | Undecided Agree Undecided = Undecided Agree Agree Agree Agree
5 | Middle Management/ A Line Manager/ A Supervisor = More than 10 years Above - £50 million More than 250 @ Private sector | Yes  Hiring neurodivergent individuals Hiring neurodivergent individuals Yes Strongly Agree | Strongly Agree @ Strongly Agree  Strongly Agree @ Agree Agree Disagree Agree Agree Agree Agree Undecided
6 | Senior Management More than 10 years | £2 million - £10 million Less than 250 | Third sector No Increased employment of women and retirees Increased employment of women and retirees No Agree Agree Agree Agree Undecided Disagree Agree Undecided Agree Agree Undecided Undecided
7 | Junior Officer More than 10 years @ £2 million - £10 million More than 250 | Public sector | Yes | Implementation of family-friendly workplaces Implementation of family-friendly workplaces Yes Strongly Agree  Strongly Agree @ Strongly Agree | Strongly Agree  Undecided Disagree Undecided Undecided Agree Agree Agree Undecided
8 | Senior Management 6-10 years £2 million - £10 million Less than 250  Private sector | Yes @ Offering leadership courses to female employees = Offering leadership courses to female employees No Strongly Agree | Strongly Agree = Undecided Undecided Undecided Undecided Undecided Undecided Agree Undecided Undecided Undecided
9 | Senior Management 6-10 years £2 million - £10 million Less than 250 | Private sector Yes Increased employment of women and retirees Increased employment of women and retirees Yes Agree Agree Undecided Undecided Undecided Disagree Disagree Agree Agree Agree Strongly Agree | Agree
10 | Senior Management More than 10 years = Above - £50 million More than 250 | Private sector Yes Increased employment of women and retirees Increased employment of women and retirees Yes Strongly Agree | Strongly Agree | Strongly Agree @ Agree Agree Agree Agree Strongly Agree  Agree Strongly Agree Strongly Agree | Strongly Agree
11 | Middle Management/ A Line Manager/ A Supervisor = More than 10 years | Above - £50 million More than 250 | Public sector | Yes Increased employment of women and retirees Increased employment of women and retirees No Agree Disagree Agree Agree Disagree Strongly Disagree = Agree Undecided Disagree Strongly Disagree = Agree Agree
12 | Junior Officer More than 10 years = Above - £50 million 0-50 Public sector  Yes ' Implementation of family-friendly workplaces Implementation of family-friendly workplaces Yes Agree Undecided Agree Agree Undecided Strongly Disagree | Agree Undecided Disagree Agree Strongly Agree | Agree
13 | Junior Officer More than 10 years More than 250 | Public sector | Yes | Implementation of family-friendly workplaces Implementation of family-friendly workplaces Yes Disagree Disagree Disagree Disagree Undecided Disagree Undecided | Disagree Agree Agree Agree Agree
14 | Middle Management/ A Line Manager/ A Supervisor = More than 10 years | Above - £50 million More than 250 @ Private sector | Yes  Hiring neurodivergent individuals Hiring neurodivergent individuals Yes Agree Strongly Agree  Strongly Agree  Strongly Agree  Undecided Disagree Disagree Undecided Agree Agree Agree Agree
15 | Junior Officer More than 10 years | £2 million - £10 million Less than 250 | Private sector | Yes | Offering leadership courses to female employees ' Increased employment of women and retirees No Agree Agree Agree Agree Undecided Strongly Disagree = Undecided | Disagree Agree Agree Agree Agree
16 | Junior Officer More than 10 years | £2 million - £10 million 0-50 Private sector | Yes ' Implementation of family-friendly workplaces Implementation of family-friendly workplaces No Strongly Agree | Strongly Agree | Strongly Agree | Strongly Agree | Strongly Agree Disagree Undecided Undecided Undecided Agree Strongly Agree | Agree
17 | Senior Management More than 10 years ' Above - £50 million More than 250 Private sector | Yes | Increased employment of women and retirees Increased employment of women and retirees Yes Agree Agree Disagree Agree Disagree Disagree Disagree Disagree Agree Disagree Agree Agree
18 | Middle Management/ A Line Manager/ A Supervisor | More than 10 years ' Above - £50 million More than 250 | Private sector Yes Increased employment of women and retirees Increased employment of women and retirees Yes Agree Strongly Agree | Agree Agree Strongly Disagree  Strongly Disagree  Undecided Disagree Agree Agree Undecided Disagree
19 | Middle Management/ A Line Manager/ A Supervisor | More than 10 years | £2 million - £10 million 0-50 Private sector | Yes | Increased employment of women and retirees Increased employment of women and retirees Yes Strongly Agree | Strongly Agree  Strongly Agree  Strongly Agree  Agree Strongly Agree Undecided Strongly Agree  Strongly Agree @ Strongly Agree Strongly Agree | Strongly Agree
20 | Board Member More than 10 years | £2 million - £10 million 0-50 Private sector Yes  Offering leadership courses to female employees | Offering leadership courses to female employees | Yes Agree Agree Agree Agree Agree Disagree Undecided Undecided Strongly Agree  Agree Undecided Undecided
21 | Middle Management/ A Line Manager/ A Supervisor | More than 10 years | £2 million - £10 million More than 250 | Public sector | No | Implementation of family-friendly workplaces Implementation of family-friendly workplaces No Strongly Agree | Strongly Agree | Strongly Agree | Strongly Agree | Strongly Agree Agree Undecided Strongly Agree Strongly Agree  Agree Strongly Agree | Strongly Agree
22 | Junior Officer More than 10 years  £10.1 million - £50 million | More than 250 ' Third sector Yes Implementation of family-friendly workplaces Implementation of family-friendly workplaces No Strongly Agree | Strongly Agree | Strongly Agree | Strongly Agree  Undecided Undecided Undecided @ Strongly Agree | Strongly Agree @ Strongly Agree Strongly Agree | Strongly Agree
23 | Middle Management/ A Line Manager/ A Supervisor 6-10 years £2 million - £10 million 0-50 Private sector ' Yes | Offering leadership courses to female employees @ Offering leadership courses to female employees No Agree Agree Strongly Agree  Strongly Agree | Agree Agree Agree Agree Agree Undecided Agree Agree
24 | Junior Officer More than 10 years More than 250 No Increased employment of women and retirees Increased employment of women and retirees No Strongly Agree | Strongly Agree | Strongly Agree | Strongly Agree Undecided Undecided | Agree Agree Strongly Agree Strongly Agree | Strongly Agree
25 | Middle Management/ A Line Manager/ A Supervisor | 6-10 years Less than £2 million 0-50 Third sector Yes Hiring neurodivergent individuals Hiring neurodivergent individuals No Strongly Agree  Strongly Agree @ Strongly Agree | Strongly Agree  Undecided Agree Undecided Strongly Agree Agree Agree Agree Agree
26 | Middle Management/ A Line Manager/ A Supervisor | More than 10 years | Above - £50 million More than 250 @ Private sector | Yes  Hiring neurodivergent individuals Hiring neurodivergent individuals Yes Agree Disagree Disagree Agree Disagree Strongly Agree Agree Strongly Agree  Agree Agree Strongly Agree  Undecided
27 | Senior Management More than 10 years | £2 million - £10 million Less than 250 Private sector | Yes Implementation of family-friendly workplaces Implementation of family-friendly workplaces No Agree Agree Agree Agree Agree Undecided Undecided Agree Disagree Agree Agree Agree
28 | Senior Management More than 10 years | £10.1 million - £50 million | More than 250 | Private sector Yes  Increased employment of women and retirees Increased employment of women and retirees Yes Agree Agree Agree Agree Agree Undecided Undecided | Agree Disagree Agree Agree Agree
29 | Senior Management More than 10 years | Above - £50 million More than 250 Public sector | Yes Offering leadership courses to female employees @ Offering leadership courses to female employees No Strongly Agree  Strongly Agree @ Strongly Agree | Strongly Agree  Undecided Agree Undecided @ Strongly Agree | Strongly Agree @ Strongly Agree Strongly Agree | Strongly Agree
30 | Middle Management/ A Line Manager/ A Supervisor | More than 10 years £10.1 million - £50 million | More than 250 Public sector | Yes | Implementation of family-friendly workplaces Implementation of family-friendly workplaces Yes Agree Agree Agree Agree Agree Undecided Disagree Agree Agree Agree Strongly Agree | Agree
31 | Middle Management/ A Line Manager/ A Supervisor | More than 10 years | £2 million - £10 million More than 250 | Private sector | Yes | Implementation of family-friendly workplaces Implementation of family-friendly workplaces No Agree Agree Agree Agree Disagree Disagree Undecided Undecided Agree Agree Agree Agree










