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Abstract

This thesis identifies the challenges and opportunities of implementing diversity and inclusion (D&I) strategies within the United Kingdom (UK) technology sector. The research question of how these strategies can be implemented successfully within companies from British technology sector and the potential impact on organisational performance. Such inquiry is particularly pertinent as, regardless of increased recognition of the workplace diversity advantages, such as wider viewpoints and improved creativity, the technology sector is still facing vital challenges in integrating D&I practices effectively.
Utilising a qualitative research approach, the study inspects these issues through 20 online semi-structured interviews with employees from different UK technology companies. This method offers deep insights into organisational practices and personal experiences, enabling a comprehensive understanding of the current D&I landscape.
One of the most interesting research implications is the vital role of leadership in enabling and modelling inclusive behaviours. This highlights the potential for D&I initiatives to not only boost internal organisational dynamics but to also drive societal change by promoting diversity and inclusion within the British technology industry. The thesis explains the need for comprehensive systemic changes to encourage an environment where all employees can thrive, thus enhancing innovation and competitiveness in the sector.
The findings have revealed systemic barriers that hamper D&I efforts, such as recruitment practices, organisational culture and unconscious bias. Considering multiple academic perspectives, the study proposes actionable strategies for dealing with these barriers, such as developing robust D&I employees training, establishing transparent monitoring, reporting mechanisms and renewing hiring procedures. 
Such recommendations are supported by a critical examination of the pivotal role of leadership in further endorsing and modelling inclusive behaviours.
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1. [bookmark: _Toc165488493]Introduction
The aim of this chapter is to familiarise the reader with the chosen research area, present an overview of the theoretical framework, and identify a deficiency in current literature. Furthermore, will delve into the fundamental theories and concepts surrounding diversity and inclusion, along with examining the leadership's responsibility in fostering diversity and inclusion within an organisational context.
This dissertation investigates diversity and inclusion practices within the technology sector in the United Kingdom (UK). It aims to offer a deep understanding of how technology-based companies in the UK navigate the complexities of dealing with a diversified workforce and the implementation of inclusive practices. The growing size of the UK tech sector requires constant recruitment, which creates a diversified workforce, as well as a complex cultural environment. The research will investigate the current challenges and opportunities arising from the implementation of diversity and inclusion strategies in the technology sector of the United Kingdom.
1.1. [bookmark: _Toc165488494]Background
The technology industry has been facing challenges related to diversity and inclusion, as mentioned by (Cassell and Kele, 2021): the underrepresentation of ethnic minorities, women, and other marginalised groups. Different scholars have investigated and suggested that the lack of diversity may impact societal advancement, the development of business efficacy and innovation (Lynch et al., 2020). Similarly, the promotion of diversity and inclusion has been associated with increased creativity, better problem-solving skills, and overall improved organisational development (Seliverstova and Pierog, 2021). A careful exploration of relevant literature is crucial to comprehensively understand the historical background, current obstacles, and theoretical frameworks associated with diversity and inclusion within the UK tech sector.
1.2. [bookmark: _Toc165488495]Overview of the UK Tech Sector's Growth and Global Importance 
A company with "high technology," also known as a tech company, is one that offers or utilises high-end technology as a basic part of its business model (Hooton, 2018). Globally, the UK tech sector is positioned as the 3rd largest market by size, growing to £24 billion in 2022, ahead of the French (i.e., 11.8 bn) and German (i.e., 9.1 bn) tech sectors, making the UK a leader in Europe (Scully, 2022). 
The UK technology sector has shown profound growth in the last few years. Until 2023, the UK tech industry was approximately valued at over £817 billion, with a significant increase from 2020, i.e., £812 billion (E+T Team, 2023). Such a growth trajectory has positioned the UK as a significant player in the global arena of technology, having economic output of the sector nearly 7.7% to the national economic output 2022 (Sutherland and Powell, 2023). Additionally, in 2022, the UK technology sector attracted a record £13.5 billion venture capital funding, ranking 1st in Europe and 3rd globally, behind China and US (Scully, 2022).
1.3. [bookmark: _Toc165488496]Introduction to Diversity and Inclusion in the Workplace
In the workplace, Diversity and Inclusion (D&I) encompasses multiple policies and practices planned to develop a respectful and inclusive environment for all employees, irrespective of their gender, race, age, sexual orientation, disability, or religion (Meyer, 2021). A diversified workforce is renowned for enhancing innovation and creativity because it brings together multiple experiences and perspectives (Hunt et al., 2018). According to research, companies with diversified executive teams are 33% more likely to observe better-than-average financial gains (Gursoy, and Maier, 2023). Several studies mentioned that diverse workforces assist in boosting organisational competitiveness and performance (Agrawal, 2012). Diverse teams foster creativity, innovation, decision-making, and problem-solving by bringing together people with multiple viewpoints, backgrounds, and skills (Tippman et al., 2017).
1.4. [bookmark: _Toc165488497]Relevance of Diversity and Inclusion in the UK Tech Industry
Within the technology industry, the significance of diversity and inclusion strategies cannot be overstated. Despite its developing image, the technology sector has historically struggled with diversity. For example, women represent only 19% of the technology workforce in the UK, compared to the 47% held in other sectors UK (Patel, 2022). However, there is still a growing acknowledgment of the value of diversity and inclusion, with 76% of technology companies mentioning that D&I practices are becoming top priority, but only 14% of them have in-place strategies (Patel, 2022).
1.4.1. [bookmark: _Toc165488498]Advantages of Diversity and Inclusion
A positively inclusive work environment improves performance and productivity by engaging, retaining, and rewarding employees. In the current interconnected and complex business environment, developed companies need to understand the opportunities and challenges that diversity and inclusion policies may present. The UK tech sector draws attention due to its growing global market position and cultural diversified workforces. Such an industry offers an ideal opportunity to study the efficiency of various policies of diversity and inclusion within a developed cultural landscape (Barak, 2013). 
Understanding the intricacies of diversity management assists companies in attracting, educating, and retaining diverse individuals, boosting performance as well as competitiveness (Maiorescu and Wrigley, 2016). Such research may enhance theoretical knowledge by defining contextual variables impacting the diversity and inclusion initiatives from tech companies. Policies of diversity and inclusion can vary significantly between companies. The location, culture, legal, and industry regulations influence diversity. Contextual and cultural differences play a vital role in implementing diversity and inclusion policies, and research must highlight their impact on these initiatives. 
As pointed out by Haghirian (2010), cultural factors may impact the success of such strategies, making it vital for researchers to consider them in their practices. However, misconceptions and preconceptions may create hurdles in cross-cultural research, making it essential to consider all aspects of the research. Perceptions and biases may influence the practices and outcomes of D&I strategies (Areeb et al., 2021). Researchers need to remain vigilant and discover any presumptions or biases that may influence the results. Due to the subjective nature of D&I practices, measuring their influence on organisational outcomes can be challenging. As mentioned by Pemberton and Kisamore (2023), assessing the influence of diversity and inclusion policies on organisational performance over time is a challenging task, it may take time for the advantages of diversity and inclusion to become apparent, and other organisational challenges must be clarified. Thus, to understand the efficacy of such policies, it is necessary to conduct several longitudinal studies and performance evaluations.
1.5. [bookmark: _Toc165488499]Investigating Diversity and Inclusion Strategies in the UK Tech Sector 
The investigation and implementation of diversity and inclusion strategies within the UK tech sector are vital for several convincing reasons. Research studies have consistently shown that diverse teams are not only more innovative but also better at decision-making and problem-solving. For example, Hewlett et al. (2018) research has highlighted that companies with diverse teams were more likely to experience market share growth and capture new markets (Hunt et al., 2018). McKinsey & Company's 2019 report established a strong association between higher profitability and diverse executive teams. The influence on decision-making is further reinforced by the Cloverpop 2017 research, defining that inclusive teams are more efficient in making business decisions (Mitchell et al., 2018). 
Considering the economic perspective, the report by Boston Consulting Group (2018) has mentioned that companies with diverse management teams observe a 19% increase in their revenue due to innovation. Beyond the business advantages, there are broad societal implications (Whitfield, 2023). The implementation of such strategies encourages equality and social justice, in line with the goals of the Equality Act 2010 in the UK. Also, the European Economic Forum 2017 report mentioned the detailed societal benefits, like improved quality of life by reducing income inequalities (Kelley and Evans, 2017). Thus, diversity and inclusion in the UK tech sector are not just ethically important but also strategic business imperatives, vital for fostering an equitable and competitive environment.
1.6. [bookmark: _Toc165488500]Problem Statement
The UK tech sector, while dealing with substantial growth, faces vital challenges in implementing diversity and inclusion practices (Cassell and Kele, 2021). Despite efforts to develop inclusive work environments, noticeable disparities are observed. For example, women represent 19% of the workforce in the respective sector, whereas ethnic minorities are underrepresented at 15%, compared to their 18% representation in the overall workforce (Hunt et al., 2018). Such gaps highlight issues representation and equity and raise concerns about the sector's ability to foster innovation and sustain market growth. Diverse teams create innovative outcomes and perform better financially; organisations with diverse executive teams are around 33% more likely to observe above-average advantages (Gursoy and Maier, 2023). Thus, addressing this gap is both a moral imperative and strategic necessity for the British technology sector to maintain its competitive position and continue driving innovation in a globalised market.


1.7. [bookmark: _Toc165488501]Aim and Objectives
1.7.1. [bookmark: _Toc165488502]Aim 
This dissertation aims to research and investigate the opportunities and challenges that arise from implementing or having diversity and inclusion strategies in place within UK tech companies. For this to be achieved, a research question and clear objectives have been set; these tasks need to be completed so the research will achieve the desired outcome (Hart, 2005).
1.7.2. [bookmark: _Toc165488503]Research Question 
Through this dissertation, the author will answer the main research question: "What are the challenges and opportunities related to diversity and inclusion practices in the UK tech sector, from an employee perspective, and how these factors impact organisational performance?”.
1.8. [bookmark: _Toc165488504]Objectives
i. Explore the status of diversity and inclusion practices in the UK tech sector.
ii. Identify barriers and challenges preventing the successful implementation of diversity and inclusion practices.
iii. Explore the perceived opportunities and benefits of diverse and inclusive workplaces in the UK tech industry.
iv. Explore the impact of diversity and inclusion practices on employee satisfaction, innovation, and overall organisational performance.
1.9. [bookmark: _Toc165488505]Challenges 
The implementation of diversity and inclusion strategies within the UK technology sector has faced multiple challenges, yet such efforts also pose significant opportunities (Cassell and Kele, 2021). Common challenges include unconscious bias, which may inadvertently influence hiring and promotion decisions, resistance to change, where ingrained workplace cultures may hamper the integration of diverse practices (Dobbin and Kalev, 2016). A key challenge is the lack of representation at high-rank levels, which creates an underrepresentation cycle, as mentioned by Dekelaita-Mullet et al., (2021). Particularly in the UK, legislative complexities, like complying with the Equality Act 2010 without creating cultural barriers and tokenism, such as varying communication styles and social norms, can make the implementation of such strategies difficult.
1.10. [bookmark: _Toc165488506]Opportunities
On the other hand, embracing diversity and inclusion also offers multiple opportunities. It allows companies to tap into diverse talent pools, enhancing the workforce with various perspectives and skills, as mentioned in a study by McKinsey & Company (2015), which highlighted that diverse companies perform better than their peers. Additionally, it fosters a more creative and innovative work environment, with a report from Deloitte from 2013 showing that inclusive organisations are 1.8 times more likely to accept change and 1.7 times more likely to be innovative in their market. Furthermore, a commitment to diversity can significantly enhance a company's reputation, aligning with the societal emphasis on corporate social responsibility (Bourke and Dillon, 2018). Thus, while there are real challenges, the substantial rewards of successfully implementing diversity and inclusion strategies in the UK technology sector are considerable, providing competitive advantages and contributing to a more equitable society.
1.11. [bookmark: _Toc165488507]Significance
In the UK technology sector, the significance of studying diversity and inclusion strategies lies in its potential to offer substantial business, economic, and social advantages. Workplace diversity, particularly in a dynamic sector like tech, is associated with enhanced financial performance and innovation. (Bourke and Dillon, 2018) have revealed that companies with diverse executive teams were around 33% more likely to observe above-average profits. BCG’s research (2018) has further supported this by finding a direct association between innovation-driven revenue and diverse leadership. 
[bookmark: _Toc158031558]The tech sector, known for its rapid development and impact, stands to immensely benefit from such an innovation boost. Additionally, embracing diversity and inclusion aligns with broader societal goals. The diverse and inclusive workplaces can lead to societal benefits, such as reduced income inequality and improved quality of life as per Dekelaita-Mullet et al., (2021). In the UK, this alignment is particularly relevant, given the region's focus on equality and anti-discrimination. Additionally, the Global Human Capital Trends (Deloitte’s 2018) show that organisations prioritising diversity are positioned to attract top talent, impacting workforce values and demographics. Therefore, studying diversity and inclusion in the UK technology sector is more than of academic interest; it helps future-proof businesses by contributing to a more prosperous and equitable society.
2. [bookmark: _Toc165488508]Literature Review
The literature review will act as the cornerstone of this research, aiming to analyse and define the existing research pertinent to diversity and inclusion in the UK technology sector. This chapter will navigate through different thematic contexts and explain the diversity and inclusion conceptual framework. It will explore the multifaceted dimensions of diversity, including gender, race, age, etc. It also examines the complex tapestry of inclusion strategies boosting an equitable workplace culture.
The research will focus on defining specific challenges that hinder the implementation of strategies within the technology domain, highlighting cultural, structural, and policy-related barriers. On the other hand, the investigation will highlight the advantages and opportunities that arise from an inclusive and diversified workplace, underscored by theoretical postulations and empirical evidence. The literature review is organised systematically into thematic segments, each acting to understand the complex interplay between inclusion, diversity, and the United Kingdom (UK) tech sector.
2.1. [bookmark: _Toc158031559][bookmark: _Toc165488509] Laying the Groundwork for Research
The literature review will lay a solid foundational framework for the research. Analysing the existing academic discussion will emphasise the research gaps and highlight future research areas. This thesis will summarise existing knowledge and explain the synthesis of strategies that align the theory with practical examples of implementing diversity and inclusion strategies in the technology sector. The research insights from this review will justify the research methodology, guiding the formulation of research questions developed in academic rigour and accustomed to the industry's realities. Plus, it will offer scholarly knowledge for contextualising research findings, ensuring that the conclusions contribute to the UK tech sector. 
2.2. [bookmark: _Toc158031560][bookmark: _Toc165488510] Contextualising the Research Area
In defining the research area, it is vital to explore the empirical data and authoritative academic references that underscore diversity and inclusion dynamics within the UK tech sector. This section offers a data-driven overview of the technology sector, workforce demographics, and the legislative and socio-economic background that defines organisational policies and behaviours.
2.3. [bookmark: _Toc158031561][bookmark: _Toc165488511]The UK Tech Sector Landscape
The technology sector of the UK serves as a hub of economic innovation and growth, contributing to the nation's GDP significantly. The digital tech sector of the UK has increased by 44 % (see Figure 1) and contributed £149 billion to the economy (Tech Nation, 2020). However, such economic prosperity isn't lacking its challenges, specifically in developing an inclusive and diverse workforce. Further, only 19% of the technology workforce is comprised of women and ethnic minorities were also underrepresented as compared to the overall workforce of the UK (Tech Nation, 2020).
[image: A graph of a graph with different countries/regions
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Figure 1: Increase In UK Tech Investment (Source: Tech Nation 2020)
The technology sector in the UK presents a complex landscape regarding workforce demographics, exhibiting notable disparities across gender, ethnicity, and socioeconomic backgrounds. These disparities highlight the existing inequalities and reflect the broader socioeconomic and legislative context in which the sector operates. Gender disparity is a significant issue, with the technology workforce comprising only 19% women, starkly contrasting the 49% representation in overall UK employment (Patel, 2022). This underrepresentation of women underscores the gender imbalance prevalent in the sector, suggesting that efforts to foster gender diversity are not yet sufficiently effective. Ethnic diversity in the technology sector also presents its challenges. Ethnic minorities comprise about 15% of the technology workforce, slightly higher than the 13% overall UK workforce. However, this representation is not uniform across all levels and roles, notably lacking in senior and technical management positions (Hunt et al., 2018). Such a distribution indicates that while the sector may be attracting ethnic minority talent, it struggles to retain and promote these individuals into more influential roles. 
Socioeconomic background further complicates the diversity landscape. Research by BCS (2021) has highlighted a disproportionate representation of individuals from privileged socioeconomic backgrounds within tech roles, indicating disparities in access to resources and opportunities. This trend raises concerns about the inclusivity of the tech sector, suggesting that only some have an equal footing to enter or thrive within this field. These demographic disparities are set against socioeconomic and legislative frameworks to promote diversity and inclusion. The Equality Act 2010, for instance, consolidates and strengthens laws against discrimination, aiming to foster a more inclusive workforce (Wadham, 2010). However, the effectiveness of such legislation varies across organisations and sectors, indicating that more than legal frameworks are needed to drive the necessary change. 
Moreover, socioeconomic factors, including educational disparities, access to digital resources, and region-based economic imbalances, play a pivotal role in shaping the workforce demographics of the UK technology sector. The prominence of technology roles in the Southeast and London, as highlighted by Tech Nation (2020), points to regional disparities that may further skew the diversity and growth of the sector.
2.4. [bookmark: _Toc158031562][bookmark: _Toc165488512] Diversity and Inclusion in the Global Workplace
The global workplace landscape has significantly shifted towards embracing diversity and inclusion (D&I) initiatives in recent years. Research findings and global trends in this domain underscore the growing recognition of their importance. A report by McKinsey & Company's (2020) highlights a compelling correlation between workforce diversity and financial performance. Organisations with greater diversity tend to outperform their less diverse counterparts. Specifically, gender diversity on executive teams has emerged as a crucial factor. Companies with a higher representation of women in leadership positions have reported profits exceeding 25% compared to those in the lower quartiles (see Figure 2). 
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Figure 2: Financial Performance Outcomes (Source: Dixon-Fyle et al. 2020).
The global workplace is experiencing a paradigm shift towards prioritising diversity and inclusion. Research findings affirm that greater diversity leads to improved financial performance and innovative problem-solving capabilities (Simpson, 2021). As businesses continue to recognise the value of inclusivity, it becomes evident that the benefits of diversity extend far beyond ethical considerations, making it an indispensable aspect of the modern workplace.
2.4.1. [bookmark: _Toc158031563][bookmark: _Toc165488513]Challenges and Benefits of Diversity and Inclusion Within Global Contexts
In the global landscape of diversity and inclusion in the workplace, several challenges and advantages emerge as pivotal factors. One of the foremost challenges lies in navigating the intricate realm of communication styles and cultural differences. Language disparities, varying cultural norms, and divergent communication practices in a global workforce often led to conflicts and misunderstandings (Meyer, 2021). Moreover, implementing diversity and inclusion strategies encounters resistance in various forms, including unconscious bias and the absence of necessary structural and systemic changes required for genuine inclusion (Dobbin & Kalev, 2023). Differences in economic conditions, legal frameworks, and cultural norms across different countries can result in varying levels of success in executing these initiatives (Özbilgin, 2019).
However, among these challenges, there are distinct advantages to fostering diversity and inclusion globally. Diverse teams often bring different perspectives, leading to enhanced creativity and innovation (Meyer, 2021). Research indicates that companies with above-average diversity in their management teams report innovation revenue that is 19% higher than companies with below-average leadership diversity (45% of the revenue as compared to just 26% of the total revenue) (Lorenz, 2018) (see Figure 3). 
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Figure 3: Companies with Diverse Leadership Teams (Source: BCG, 2021)

Furthermore, workplaces that embrace diversity and inclusion tend to boost employee satisfaction and job performance, creating a more inclusive and supportive work environment (Kochan et al., 2003). From a financial perspective, organisations with diverse executive boards stand to benefit significantly, enjoying higher earnings and returns on equity (Dixon-Fyle et al., 2020). These findings underscore the multifaceted impact of diversity and inclusion, with benefits extending to creativity, job satisfaction, and financial performance. 
2.5. [bookmark: _Toc158031564][bookmark: _Toc165488514]Theoretical Frameworks
2.5.1. [bookmark: _Toc158031565][bookmark: _Toc165488515]Social Identity Theory
Theories linked with social identity, like Social Identity Theory (SIT), provide detailed insights into workplace diversity. As hinged by Tajfel and Turner (1986), SIT has suggested that individuals having a sense of identity due to their group affiliations may influence their behaviour profoundly and interact more within the workplace. The theory mentioned that out-group discrimination and in-group biases could manifest subtly, impacting team communication, cohesion, and conflict resolution (Tajfel & Turner, 1986).
At the same time, the concept of intersectionality by Crenshaw further drives this understanding by postulating that multiple social categorisations, like gender, race, and class, may intersect to develop unique experiences of discrimination or privilege (Crenshaw, 1989). This idea is vital in the workplace context because it defines the complexity behind the identities of individuals and challenges the initiatives of a one-dimensional diversity approach. It proposes that effective strategies of diversity must acknowledge the multifaceted social identities' nature, making sure that policies are sensitive to the several ways in which different types of privilege and discrimination might interact and overlap (Scheepers and Ellemers, 2019). These theoretical frameworks help organisations to develop a more inclusive environment where diversity is valued and recognised genuinely, progressing to more prosperous collaboration, organisational success and innovation.
2.5.2. [bookmark: _Toc158031566][bookmark: _Toc165488516]Organisational Behaviour and Culture Theories
Organisational culture and behaviour are two key elements that significantly influence the dynamics of tech companies, impacting employee productivity, engagement, and overall business performance. To promote diversity and inclusion, it is essential to delve into theories of culture change and organisational behaviour to understand their role in fostering an inclusive and diverse workplace (Dasgupta and Dey, 2021). 
One fundamental component of organisational behaviour theories is Douglas McGregor's Theory X and Theory Y, which describe contrasting managerial beliefs regarding worker motivation. Theory X posits that managers often see employees as lazy, requiring strict supervision, while Theory Y contends that employees are intrinsically motivated and seek responsibility. Applying Theory Y in diverse workplaces has shown promise in creating an inclusive environment where all employees are valued and motivated for their unique perspectives (McGregor, 1989). Moving forward, Herzberg's Two-Factor Theory also contributes to our understanding of organisational behaviour by distinguishing between hygiene factors that prevent dissatisfaction and motivators that encourage productivity. Within diverse organisations, recognising and addressing specific hygiene factors and motivators among various cultural or demographic groups can lead to a more inclusive workplace, resulting in increased employee retention and satisfaction (Herzberg, 1968). Another theory “The Social Exchange Theory” emphasises the significance of relationships in organisations and posits that these relationships rely on a cost-benefit analysis. In the context of diversity and inclusion, fostering a culture of inclusion can be seen as an investment, generating better organisational commitment and employee benefits (Cropanzano et al., 2017). 
Schein's Model of Organisational Culture offers a comprehensive framework for understanding culture change theories. Schein's model outlines three culture levels: artifacts (visible elements), basic assumptions (unconscious beliefs), and espoused values (stated values). Interventions must address all three levels to drive cultural change, particularly in diversity and inclusion. It could involve altering artifacts, such as office layouts, to encourage collaboration, addressing assumptions like unconscious biases, and challenging espoused values, such as meritocracy (Hogan and Coote, 2014). Moreover, Kotter's Eight-Step Change Model provides a structured approach to organisational change, which includes a sequence of steps, from instilling a sense of urgency to incorporating new cultural approaches. In the context of diversity and inclusion, this model guides organisations in systematically implementing and institutionalising policies and practices that foster an inclusive culture, ensuring their integration into the organisational fabric (Appelbaum et al., 2012). Lastly, Lewin's Change Management Model outlines a three-stage process: unfreeze, change, and refreeze. This model can be effectively applied to diversity and inclusion initiatives. The initial stage involves preparing the organisation for change, developing and implementing practices that promote inclusion, and finally, solidifying these changes as an integral part of the organisational culture (Hussain et al., 2018).
2.6. [bookmark: _Toc158031567][bookmark: _Toc165488517]Integration Of Diversity and Inclusion into Organisational Culture and Behaviour
Integrating diversity and inclusion into organisational culture and behaviour is a multifaceted endeavour that requires a strategic approach, drawing upon various elements and practices. Effective leadership is crucial in shaping organisational culture and behaviour, particularly in the context of diversity and inclusion. Kuknor and Bhattacharya (2022) have mentioned that inclusive leadership involves active efforts to empower progress by cultivating an environment that embraces and cherishes diverse perspectives. 
Organisations must implement comprehensive diversity training and education programs to embed diversity and inclusion effectively. These initiatives extend beyond mere legal compliance and delve into the intricacies of unconscious biases and cultural competence. As advocated by Fujimoto and Härtel (2017), such training sessions provide employees with practical skills to foster an inclusive workplace, enabling them to recognise and address biases while promoting cultural awareness and sensitivity. Performance management systems offer another avenue for integrating diversity and inclusion objectives. As suggested by Bernstein et al. (2021), tying inclusivity to performance reviews and promotions ensures that inclusive behaviour is acknowledged and rewarded. 
Furthermore, feedback mechanisms are crucial in the journey towards an inclusive culture. Establishing channels for employees to provide feedback on diversity and inclusion practices creates opportunities for companies to gain insights into employees' lived experiences from diverse backgrounds. As noted by El-Amin (2022), these feedback mechanisms enable data-driven decision-making and continuous improvements, ensuring that diversity and inclusion efforts remain responsive to the evolving needs and perspectives of the workforce.
2.7. [bookmark: _Toc158031568][bookmark: _Toc165488518]Challenges of Diversity and Inclusion at the Workplace
Creating an inclusive and diverse workplace is crucial for any organisation, with effective management of diversity and inclusion can lead to a more productive and innovative team. However, it comes with its challenges that can impact diversity and inclusion initiatives and overall organisational success. These challenges have been extensively examined in academic literature and are essential to understanding the complexities of diversity and inclusion efforts.
One of the primary challenges Bizjak (2019) highlighted is the development of a comprehensive Diversity and Inclusion Plan. Managers often need help to create effective plans that align with the company's strategy while meeting the expectations of both internal and external stakeholders. Misconceptions about inclusion practices can further complicate this process (Lim et al., 2013). With a well-defined plan, it becomes easier to set clear and achievable goals related to diversity and inclusion.
Developing achievable goals is another significant challenge. Kotlar and De Massis (2013) emphasise the importance of accurate and current workforce data for goal setting, which often needs improvement in many companies. Setting goals unaligned with the business objectives can lead to ineffectiveness (Chambers et al., 2017). Offering training and resources to empower change is a critical aspect of managing diversity and inclusion. Jackson et al. (2003) underlines the necessity of understanding the objectives and consequences of diversity management. Without appropriate training, individuals may struggle to address micro-aggressions, foster general respect, and mitigate unconscious biases in the workplace (Hogan and Coote, 2014).
Building a culture that favours open communication is a challenge, particularly when it comes to sensitive topics like gender, sexuality, and ethnicity/race (Shore et al., 2018). Acknowledging the reservations and discomfort levels experienced by individuals is essential, and providing support to address these concerns is crucial (Bernstein et al., 2020). Managers must employ innovative strategies to encourage active listening, identify vulnerabilities, and manage confrontational outcomes (Runde and Flanagan, 2010). Addressing personal biases, especially unconscious biases, is a pervasive challenge that spans across all levels of an organisation. These biases are influenced by individuals' experiences, age, faith, media exposure, and gender, which may not always reflect reality accurately (Allen and Garg, 2016). Companies and employees must recognise these biases and their underlying beliefs to tackle this challenge effectively (Wambui et al., 2013).
The challenges associated with managing diversity and inclusion in the workplace have far-reaching implications, extending beyond the immediate organisational context. Failure to address these challenges can lead to a disastrous workplace, with legal consequences being a significant concern. Furnham and Taylor (2004) pointed out that understanding and effectively managing these challenges are crucial for companies to avoid legal ramifications and efficiently handle issues related to differentiated beliefs, values, and attitudes among customers and employees. 
One critical challenge that stems from failure to address diversity and inclusion issues is lower-level attachment to the company (Shaban, 2016). This results in feelings of isolation experienced by minority or majority groups within the organisation. Mosbergen (2017) highlights three key factors that impact employee attachment: presenteeism or absenteeism rates, turnover intentions, and psychological attachment. Research conducted across three large companies reveals those diverse characteristics such as sex or race influence these.
factors (Shaban, 2016). As workgroup diversity increases, white employees are more likely to experience decreased attachment and a higher likelihood of turnover (Mosbergen, 2017). Balancing the diverse workplace environment and culture presents a significant challenge, as both majority and minority groups may grapple with isolation issues based on real experiences or perceived ones.
The challenges associated with legal discrimination in the workplace are multifaceted and complex. Managers must grapple with these challenges by addressing the underlying issues that give rise to discrimination-related concerns. Discrimination is a pervasive challenge in workplace diversity and inclusion, necessitating changes in legal systems to promote fairness and equality. Different types of discrimination may occur due to efforts to promote diversity and inclusiveness, including reverse discrimination, disability discrimination, age discrimination, and various forms of harassment (Shaban, 2016). Reverse discrimination refers to situations where dominant group members perceive themselves as experiencing discrimination in response to diversity initiatives that prioritise opportunities for historically disadvantaged groups (Goldman, 2015). 
Research indicates that a significant percentage of white individuals believe that white people face discrimination in general (McDermott and Obar, 2022). This perception is often associated with concerns of reverse discrimination in organisations that actively promote diversity. While companies may still favour individuals from dominant groups, there has been a shift toward developing laws and regulations that protect minorities from discrimination (Shaban, 2016). Workplace discrimination encompasses a wide range of actions by employers against employees based on various aspects of diversity, including race, colour, sex, marital status, age, disabilities, pregnancy, family status, religion, or political affiliation (Ombudsman, 2020).
2.8. [bookmark: _Toc158031569][bookmark: _Toc165488519]Challenges in Implementing Diversity and Inclusion
Implementing diversity and inclusion strategies in companies is a complex endeavour marked by several formidable challenges. Despite the recognised benefits of fostering a diverse and inclusive workforce, organisations frequently must grapple with various issues hindering progress in this area. One such challenge is unconscious bias, as Davidson (2011) described, which involves social stereotypes influencing individuals' decisions without conscious awareness. Unconscious biases can significantly impede diversity and inclusion efforts by affecting decision-making processes across various aspects of the workplace, from hiring and promotions to daily interactions (Dovidio & Gaertner, 2004). Banaji and Greenwald (2013) have highlighted the pervasiveness of unconscious biases and the need for robust interventions, such as structured decision-making processes and bias training.
Resistance to change is another substantial obstacle in implementing diversity and inclusion initiatives. Oreg (2003) points out that organisational change often encounters employee resistance, particularly when addressing deep-rooted issues like diversity and inclusion. Kaplan et al. (2012) suggest there are several reasons why people may resist something, including fear of the unknown, perceived loss of control or status, and discomfort with changing long-established norms. Kotter and Schlesinger (1979) have provided a framework for understanding the sources of resistance and strategies for overcoming it, including effective communication, employee involvement, and support mechanisms.
Cook and Glass (2015) emphasise the critical role of senior management in setting the tone for organisational culture and priorities. When diversity is lacking in senior leadership positions, it can perpetuate a homogeneous culture and result in strategic blind spots due to the absence of diverse perspectives in decision-making processes. Cook and Glass (2015) argue that diverse leadership may develop a more inclusive organisational culture and improve financial performance, underscoring the importance of diversity at different organisational levels.
Inadequate measurement accountability makes it challenging for tech companies to implement diversity and inclusion practices. Diversity efforts may yield suboptimal results without clear metrics for accountability and mechanisms to measure success. Companies may need help to assess the impact of their diversity initiatives, leading to ambiguity regarding the effectiveness of specific practices (Kalev et al., 2006). Kaplan et al. (2012) suggest that companies need a systematic approach to define diversity and inclusion and incorporate relevant metrics into comprehensive company performance indicators. Structural and cultural barriers within an organisation can also significantly impede diversity and inclusion efforts. The unwritten rules, practices, and norms of an organisation culture may create an environment that does not prioritise or value diversity. Additionally, organisational systems and structures, such as recruitment and promotion, may unintentionally favour certain groups (Schein, 2010). 
2.9. [bookmark: _Toc158031570][bookmark: _Toc165488520]UK-Specific Challenges in the Implementation of Diversity and Inclusion Strategies
Implementing diversity and inclusion strategies in the United Kingdom (UK) presents unique challenges shaped by the country's cultural, socioeconomic, and legislative landscape, as Harris and Foster (2010) highlighted and echoed in updated industry and academic literature. One of the central challenges is the complexity of legislative compliance. The Equality Act 2010 provides clear directives for combatting discrimination and promoting equality, but the intricacies of compliance, particularly for smaller companies, can be overwhelming (Fredman, 2011). Many companies struggle to translate these legal requirements into effective workplace practices (Miller et al., 2002), underscoring the need for better support and guidance to navigate this intricate legal landscape. 
The impact of Brexit and its implications on diversity and inclusion in the UK workforce cannot be overstated. The uncertainties surrounding issues like immigration policies, talent access, and the rights of EU nationals working in the UK have created challenges for maintaining and fostering diversity within companies (Wadsworth et al., 2016). The political landscape may need to revaluate diversity strategies, particularly concerning international cultural diversity. 
Gender disparities, such as gender pay gap and underrepresentation of women in senior roles, persist in the UK despite regulations such as mandatory gender pay reporting for large companies (Friedman, 2015). These systemic challenges emphasise the need for more comprehensive measures beyond reporting, to address the root causes of gender inequality in the workplace (Olivetti and Petrongolo, 2016). Ethnic disparities within the workplace are another pressing concern, with individuals from Black, Asian, and Minority Ethnic (BAME) backgrounds facing challenges in recruitment, retention, and career progression (Pager and Shepherd, 2008). The research underscores the necessity for targeted strategies to address unconscious biases, systemic barriers, and workplace cultures that hinder the advancement and inclusion of ethnic minority individuals (Pager and Shepherd, 2008).
Socioeconomic background is often overlooked but is crucial in understanding diversity challenges in the UK. Studies have revealed how factors like education, access to opportunities, and regional economic disparities impact workforce diversity. It is imperative to broaden the diversity agenda to address socioeconomic factors (Friedman, 2015), ensuring that individuals from diverse backgrounds have equitable access to opportunities.
Organisational inertia and cultural resistance pose significant barriers to effectively implementing diversity and inclusion initiatives. While companies may formally adopt diversity policies and practices, changing deep-rooted behaviours and attitudes embedded in workplace culture presents a daunting challenge. Scholars have called for comprehensive approaches that address policies and procedures (Schein, 2010) and the underlying organisational values and culture.
2.10. [bookmark: _Toc158031571][bookmark: _Toc165488521]Opportunities and Benefits of Diversity and Inclusion Policies
The discourse surrounding diversity and inclusion has evolved to highlight the ethical imperatives and the strategic advantages they offer to organisations. Recent reports and studies have identified compelling benefits that range from improved innovation and decision-making to enhanced financial performance and market competitiveness. Diverse teams bring many perspectives, fostering creativity and innovative problem-solving (Lorenzo et al., 2018). Research, such as the 2019 BCG report, has shown that organisations with diverse management teams reported 19% more profits than those with below-average leadership diversity, attributed to the diverse teams' contributions to fostering a culture of creativity and innovation (Lorenzo et al., 2018).
Diversity within teams has been associated with superior problem-solving and decision-making capabilities. Diverse groups have consistently outperformed homogenous ones regarding the quality and accuracy of their decision-making skills, thanks to the various perspectives and information they bring, promoting critical and analytical thinking (Rock and Grant, 2016). Furthermore, numerous studies have correlated diversity with improved financial performance. For instance, a McKinsey report mentioned that companies in the top quartile for gender diversity on their senior teams were 25% more likely to experience above-average profitability, with similar benefits observed for cultural and ethnic diversity (Hunt et al., 2020).
Inclusive workplaces play a crucial role in enhancing employee satisfaction and retention. Research has shown that employees in inclusive and diverse environments report higher levels of job engagement, satisfaction, retention, and loyalty (Mor Barak et al., 2016). Inclusion is closely linked to job satisfaction and improves employee morale while reducing turnover rates. Additionally, diversity and inclusion enhance an organisation's understanding and responsiveness to a diverse customer base. Diverse teams are better equipped to connect with a varied clientele, leading to improved customer satisfaction and market share (Herring, 2009). 

Organisations prioritising diversity and inclusion are also more attractive to top talent. This is particularly true for younger generations, like millennial and Gen Z, who consider diversity and inclusion values when making employment decisions. A recent survey found that 67% of job seekers view workplace diversity as essential when evaluating job offers (Ayala, 2019), highlighting the strategic significance of diversity and inclusion in talent attraction and recruitment.
In the technology sector, known for its rapid innovation and problem-solving demands, the advantages of diversity and inclusion align closely with the industry's unique requirements (Miller et al., 2002). A diverse workforce fosters innovation and creativity, attributes vital for continuous innovation (Hewlett, 2013). A diverse and inclusive workforce is more adaptable and prepared to understand and respond to global market trends, forcing tech companies to stay competitive (Nishii, 2013). Decision-making in tech businesses often involves assessing risks, mainly when entering new markets or developing new products. Research has shown that diverse teams excel in risk assessment and decision-making, helping companies avoid the pitfalls of homogeneous thinking and enabling a comprehensive evaluation of potential risks and rewards (Phillips, 2014). The technology sector's highly competitive landscape makes attracting top-quality talent a priority. 
Fostering an inclusive culture allows tech companies to attract a broader talent pool, retain top performers, and maintain a productive and engaged workforce (Insights, 2018). Ethical considerations surrounding technology deployment and AI have gained prominence as technology becomes integral to societal functions. A diverse team can offer multiple perspectives that inform ethical decision-making and contribute to developing socially responsible and bias-free technology solutions that align with societal regulations and values (West et al., 2019). A workforce reflecting diversity can better understand and cater to the global customer   requirements, improving customer satisfaction, competitive advantage, and market expansion. 
2.11. [bookmark: _Toc158031572][bookmark: _Toc165488522]Research Gap
The current research landscape on diversity and inclusion presents several strengths and areas for improvement. While the studies conducted by McKinsey & Company and BCG from 2019 have offered valuable insights, specific methodological considerations warrant attention. Many studies rely on self-reported data from companies, which may introduce inaccuracies or biases. Additionally, diversity is often measured using quantifiable metrics such as ethnicity and gender, potentially overlooking other critical dimensions like cognitive diversity, neurodiversity, and socio-economic backgrounds. This over-reliance on quantitative data may need to be more balanced with the complex nature of diversity and inclusion (Roberson, 2019). Future research should adopt a more comprehensive approach, including mixed methods combining quantitative data with qualitative insights. 
The generalisability of research findings is another aspect that requires scrutiny. Many studies are context-specific and conducted within countries, industries, or organisations. While the broader industry studies by McKinsey & Company, from 2019, provide valuable overviews, the extent to which these findings can be extrapolated across diverse contexts remains a subject of discussion. Similarly, with its unique dynamics and culture, the technology sector may pose specific challenges that need to be fully captured in broader industry studies (Jonsen et al., 2013).
Many studies on diversity and inclusion benefits, particularly regarding innovation and financial performance, employ cross-sectional approaches. The issue raises questions about causality—whether diversity enhances performance or whether successful companies can invest more in diversity initiatives (Richard, 2013). Longitudinal studies tracking organisations over time could provide deeper insights into causal relationships and the long-term impact of diversity and inclusion strategies.
Another crucial area for research improvement is the recognition of inter-sectionality and the development of robust inclusion measures. While some researchers have begun acknowledging the significance of inter-sectionality—the complex interplay of diverse identities—there is still limited understanding of how these intersecting identities impact individuals' workplace experiences. Moreover, inclusion measures are often less developed than diversity metrics, making it challenging to assess the success of initiatives to create an inclusive culture (Crenshaw et al., 1995). Comprehensive research exploring individuals' nuanced experiences with intersecting identities and establishing effective inclusion measures is needed.
Lastly, a notable gap exists. There needs to be more academic research and practical application in organisations. While research offers valuable insights and recommendations, implementing diversity and inclusion strategies can present challenges (Ely and Thomas, 2020). Case studies and action research documenting the process of implementing diversity initiatives, the obstacles encountered, and the strategies employed to overcome these challenges can provide valuable and practical insights for companies seeking to foster inclusive environments. 
The main research question of this thesis, "What are the challenges and opportunities related to diversity and inclusion practices in the UK tech sector, from an employee perspective, and how do these factors impact organisational performance?" addresses a vital research gap in the existing literature. As there is substantial research on the practices of diversity and inclusion in different industries, considering the tech sector, a scarcity of studies particularly examines such issues from the employee’s perspective. By considering the employee perspective, this thesis aims to offer a detailed understanding of the challenges and opportunities within the UK tech sector, providing light on the experiences of individuals having diverse identities. Plus, the study looks to establish an association between such factors and their influence on organisational performance, linking a crucial literature gap by offering insights into the practical implications of diversity and inclusion practices in a rapidly competitive and evolving industry.
2.12. [bookmark: _Toc165168127][bookmark: _Toc165488523]Summary 
[bookmark: _Toc159199815]The literature review has established a comprehensive foundation for investigating the challenges and opportunities of implementing diversity and inclusion (D&I) strategies in the UK technology sector. It includes thematic contexts, defining the complexities of D&I frameworks along with their application within UK tech area. Starting with a critical analysis of existing research, it discovers gaps and summaries future research areas while creating empirical evidence and theoretical frameworks. Contextualising such research area, it has included the UK technology sector landscape, focusing on legislative frameworks and demographic disparities shaping organisational policies. Plus, it defines global trends in D&I, focusing on the financial benefits and innovative diverse workplaces potential. Theoretical frameworks like Social Identity Theory and Organisational Behaviour theories have provided insights into dealing with the challenges that arise in the UK tech sector. Plus, it defines the significance of integrating D&I policies into organisational culture and behaviour, focusing the role of inclusive leadership in developing a diversified and inclusive workplace environment.


3. [bookmark: _Toc165488524]Research Methodology
[bookmark: _Toc159199816]This chapter delineates the chosen research methodology for this thesis, elucidating the approach to data collection and analysis, ethical considerations, operationalisation, and sustainability aspects. It provides a comprehensive discussion on the target population, sample size, and sampling methodology.
3.1. [bookmark: _Toc165488525] Research Rationale
The rationale for conducting this thesis originates from the growing recognition of the vital role played by diversity and inclusion in the innovation and success of companies, particularly within the quickly evolving technology sector (George et al., 2012). The United Kingdom (UK) technology sector is dealing with unique challenges and opportunities in the implementation of effective strategies of diversity and inclusion at the workplace (Ozimek, 2020). This thesis deals with the barriers of D&I policies by defining the lived experiences of target audiences within the sector, providing insights into the multifaceted nature of diversity and inclusion practices. The improper representation of women, ethnic minorities, and other groups in the technology industry raises concerns about social justice and equity, along with the sectors ability to boost creativity, innovation, and competitive advantage through various perspectives (de Souza and Gama, 2020).
3.2. [bookmark: _Toc159199817][bookmark: _Toc165488526] Research Aim
This study aims to critically inquire about the challenges and opportunities of D&I (diversity & inclusion) practices within the technology sector of the UK, focusing on their influence from an employee perspective. It includes investigating the implementation of D&I strategies and how they are perceived within UK tech companies, how such practices are influencing organisational performance, as well as the extent to which they deal with an innovative and inclusive work environment. Considering the employee perspective, the thesis aims to shed light on the real-world consequences of D&I policies, strategies, and practices, moving beyond academic perspectives to understand the impact of practical applications on the organisation and workforce.
3.3. [bookmark: _Toc165168131][bookmark: _Toc165488527]Research Question 
Through this dissertation, the author may answer the main research question: "What are the challenges and opportunities related to diversity and inclusion practices in the UK tech sector, from an employee perspective, and how these factors impact organisational performance do?"
3.4. [bookmark: _Toc159199818][bookmark: _Toc165488528][bookmark: _Toc159199822]Research Objectives
This thesis examines the challenges of implementing Diversity and Inclusion (D&I) policies within the UK technology sector through four main objectives. First, it assesses the current state of D&I practices and strategies in the industry, evaluating their range, depth, and effectiveness (Collins et al., 2009). Second, it identifies barriers to implementing these strategies, analysing cultural, systemic, and operational challenges (Horváth and Szabó, 2019). Thirdly, it explores the perceived benefits of D&I strategies on morale, innovation, and competitive advantage (Igboanugo et al., 2022). Finally, it evaluates the direct impact of D&I initiatives on organisational performance and employee satisfaction, linking these practices to tangible outcomes like market growth and productivity (Roy, 2021). This comprehensive approach aims to inform strategic stakeholders and policymakers to foster more diverse and inclusive work environments.
3.5. [bookmark: _Toc165488529]Research Methodology
This study methodology is structured systematically following the research layers of Saunders et al., (2009) Research Onion Model. The comprehensive framework provides the progression with the help of research philosophy, approach, choices, strategy, procedures, techniques, and time horizon, ensuring a coherent and logical research design development. The research onion acts as a strategic roadmap, providing a detailed guide to making methodological decisions that are coherent with the aims and objectives of the study while making sure validity and rigor in the research process (Saunders et al., 2009).
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Figure 4: Saunders’ Research Onion Model (Source: Saunders et al., 2009)
3.5.1. [bookmark: _Toc159199819][bookmark: _Toc165488530]Research Philosophy
This philosophy layer focuses on defining subjective experiences and perceptions within particular social contexts. It provides depth of understanding along with insight into complex social phenomena. But it may be disapproved for lack of generalisability and subjective interpretations.
For exploring the diversity and inclusion (D&I) strategies within the technology sector of the UK, this research adopts an interpretive research philosophy. This decision is grounded on the wish to understand the subjective experiences and perceptions of individuals deeply rooted within their specific social contexts. This philosophical orientation is aligned particularly with a qualitative research method, which suited in discovering the complex, nuanced, and hidden dynamics of strategies and practices of D&I within tech companies. Such an interpretive attitude acknowledges that within the technology industry, the realities of D&I policies are developed and impacted by interactions, perceptions, and social constructs (Bryman, 2012).
3.5.2. [bookmark: _Toc159199821][bookmark: _Toc165488531]Research Approach
Interpretive research philosophy is suitable for dealing with relatively unexplored perspectives, permitting for a detailed understanding of issues and complexities. Advantages are comprised of flexibility and adaptability in defining diverse perspectives. But it may lack structure and not provide decisive conclusions.
This thesis follows an exploratory approach with the objective to navigate the relatively unexplored perspectives of D&I within the UK technological landscape. Such an approach is appropriate for the objectives of the study, developed to illustrate a complete comprehension of the complications and issues involved in the implementation of D&I strategies (Delaine et al., 2015). This research, having an exploratory nature, is engaged in discovering and defining the depth and variations of implementing D&I practices along within tech companies, their impact on organisational culture and performance, representing the way for developing distinct insights along with practical recommendations (Saunders et al., 2009). 
3.5.2.1. [bookmark: _Toc159199823][bookmark: _Toc165488532]Qualitative Research Method
The selection of a qualitative research method for studying the impact of diversity and inclusion (D&I) practices in the UK technology sector is highly suitable given the complex and nuanced nature of this area. Qualitative research excels in exploring social phenomena that require a deep understanding of variability and intricacy, making it ideal for examining the subtleties of D&I strategies and their implementation (Creswell & Creswell, 2017). This method allows for an in-depth exploration of individual perceptions and experiences, focusing on the subjective realities within diverse work environments. It aids in understanding the impacts and effectiveness of D&I practices as experienced by the workforce (Axelsson, 2022). Qualitative methods are particularly adept at gathering rich, detailed data, essential for a thorough investigation of D&I practices. Techniques such as focus groups, semi-structured interviews, and case studies enable participants to express their insights, experiences, and reflections, offering a depth of understanding not typically accessible through quantitative approaches (Maxwell, 2013; Tracy, 2019).
Moreover, the flexibility and adaptability of qualitative research are beneficial in D&I studies, where experiences and the effects of practices can differ significantly across various organisational contexts and individual perspectives. This flexibility allows researchers to identify emerging themes and adjust their approaches based on initial findings, exploring areas of particular concern or interest and pursuing unexpected insights (Silverman and Marvasti, 2008). This approach helps uncover the subtle dynamics, underlying attitudes, and cultural norms that influence the success and adoption of D&I strategies within companies (Dhaeze, 2023). By delving deeply into specific aspects and allowing for the interpretation of participants' experiences, qualitative research provides a comprehensive exploration of D&I strategies and practices. This method is crucial for understanding the societal norms, organisational culture, and industry-specific challenges that affect the reception and effectiveness of D&I strategies (Braun & Clarke, 2013; Denzin & Lincoln, 2011).
3.5.3. [bookmark: _Toc159199820][bookmark: _Toc165488533]Research Strategy
The central strategy, considering the methodological framework of this research, is the use of a case study research strategy. The strategy is selected due to its strength in dealing with the detailed exploration of D&I practices within technology companies of the United Kingdom, providing a pathway to obtain a clear understanding of challenges and opportunities (Theodorakopoulos and Budhwar, 2015). Moreover, the case study follows a conducive approach due to the qualitative nature of this research. It also permits a thorough investigation of the subject concern within its reliable real-life context, therefore permitting a detailed understanding of the practices and experiences within the technology sector (Yin, 2014). Such methodological choice is promoted by the acknowledgment that D&I phenomena should examine the multifaceted and complex environments in which they exist due to the interaction of empirical evidence and theoretical constructs.
3.5.4. [bookmark: _Toc159199824][bookmark: _Toc165488534]Data Collection Techniques
The selection of the data collection techniques is a vital decision in qualitative research, impacting the quality and depth of generated insights (Sutton and Austin, 2015). The study following the diversity and inclusion (D&I) strategies within the UK technology sector shows a preference for semi-structured interviews to collect the primary data. Such a choice is based on multiple vital considerations, linking the objectives and nature of the research.
3.5.4.1. [bookmark: _Toc159199825][bookmark: _Toc165488535] Justification for Semi-Structured Interviews
The semi-structured interviews provide a balance between flexible and structured questions to discover participants' responses more thoroughly (Ruslin et al., 2022). The method makes it easier for participants to follow an open dialogue approach to share their perceptions, experiences, and reflections on D&I practices within their working environments, permitting them to disclose detailed and rich insights (Kvale and Brinkmann, 2007). Further, providing the interpretive paradigm to support this research, defining the subjective experiences and perceptions of individuals in their social context is essential (Galletta, 2013). Semi-structured interviews enable researchers to deal with the complex realities of the implementation and impact of D&I strategies, attaining the variances and complexities in individual experiences (Bryman, 2012). The method also permits follow-up and adjustments of questions based on participants' responses, dealing with a more detailed exploration of emerging themes. This adaptability is vital in qualitative research because it needs a deep understanding of the context (Rubin & Rubin, 2012).
Moreover, the study has conducted 20 semi-structured interviews with employees from various departments of tech companies, which were carried out using online platforms, over a duration of two months, to ensure a diverse range of perspectives from the United Kingdom (UK) technology sector were captured. Such sample size is linked with the norms of qualitative research, where the focus is on the data richness rather than the statistical representativeness. The selection of participants has purposively targeted multiple roles, company sizes, and demographic backgrounds to attain various experiences associated with D&I practices within UK tech companies. The criteria of selection will consider ethnicity, gender, and position-level, along with years of experience in the company to ensure a detailed understanding of the challenges and opportunities of implementing D&I policies in the UK technology industry.
3.5.5. [bookmark: _Toc165488536]Time Horizon 
[bookmark: _Toc159199826]Considering the longitudinal aspect of the study, researchers gather data over an extended period to monitor changes and patterns. This method is ideal when investigating the progression of diversity and inclusion strategies within the UK's technology sector, assessing their implementation and long-term impact on companies’ practices and outcomes. Adopting a longitudinal approach offers a more profound understanding of the dynamics of implementing diversity and inclusion initiatives within the UK tech industry. 
3.6. [bookmark: _Toc165488537] Research Procedures/Process
There were different vital steps involved in conducting a research process, and all of them were critical to ensure the ethical integrity and rigidness of the study:
 	Designing and Developing Interview Guide: The initial step was to develop an interview guide based on the literature review and research objectives (Turner and Hagstrom-Schmidt, 2022). The guide may include multiple open-ended questions and prompts designed to obtain detailed discussions on D&I practices, opportunities, challenges, and personal experiences within the technology sector (Roger et al., 2019).
Pilot Testing: Before designing data collection, a pilot test was conducted within a small subset of the target audience to explain the questions, ensuring the format and questions are relevant, clear, and efficient in presenting and obtaining the desired information (Blair et al., 2013).
Recruitment and Sampling: Participants were selected with the help of professional networks, online platforms, and social media groups related to the technology sector of the UK. The purposive sampling strategy was employed to select participants who fulfil the criteria and ensure a representative and diverse sample (Ollington et al., 2013).
Conducting Interviews: The online Interviews were done online by using video meeting tools (Teams & Discord) to facilitate convenience and broad reach widely. The interview pattern was 45 to 75 minutes, which offered ample time for detailed discussions.
The Transcription and Analysis of Data: For further data collection, there was a verbatim interview transcription process. Thematic analysis approach was applied to the data, which led to the discovery and analyse of different themes and patterns associated with the D&I practices along with their influence.
Ethical Considerations: During the research process, there were strict follow-up of ethical guidelines comprising of obtaining informed signed consent from participants, ensuring confidentiality, and permitting participants the right to withdraw from the study whenever needed. 
3.7. [bookmark: _Toc159199827][bookmark: _Toc165488538]Research Tools Justification
Semi-structured interview flexibility is vital for defining the distinct understanding of D&I practices. It also enabled the researcher to develop questions based on interview flow and investigate deeply the areas of interest that occur during the interview or conversation (Bryman, 2012; Kvale & Brinkmann, 2009). Unlike structured and close-ended questionnaires, which restrict the responses to limited options, semi-structured interviews facilitate a more exploratory and open dialogue, permitting participants to define their feelings, thoughts, and experiences openly in their own words.
This method will mainly capture the diversity and richness of perspectives of participants. Semi-structured interviews may define detailed stories and narratives, offering a clear understanding of the individual's lived experiences within the D&I context in the workplace (Rubin & Rubin, 2012). This data richness is invaluable for attaining insights into the complex dynamics of D&I strategies along with their impact on organisational culture and employees.
3.8. [bookmark: _Toc159199831][bookmark: _Toc165488539]Data Analysis Procedures
Thematic coding, as a qualitative analysis method, is used in this thesis to systematically identify and analyse themes, patterns, and qualitative data relationships. It is started by coding individual data segments based on their relevance to the research questions, then moves to discover recurring patterns and themes that came out from the coded data. Such themes are further organised into a clear framework, permitting for a nuanced research findings understanding. Thematic coding offers a comprehensive qualitative data analysis, providing interpretive depth and flexibility to discover multiple perspectives and dimensions (Braun & Clarke, 2006). But it needs careful consideration of potential bias and subjectivity in the coding process (Malterud, 2001).
3.8.1. [bookmark: _Toc159199832][bookmark: _Toc165488540]Justification for Thematic Analysis
Particularly, thematic analysis is well-suited for studies defining complex social phenomena, like D&I practices, because it permits the detailed exploration of the experiences and perspectives of participants. It is compatible with the interpretivist paradigm of the study, offering an in-depth understanding of the experiences of individuals and subjective meanings within their social context. Plus, thematic analysis provides an accessible and transparent framework for analysing qualitative data, developing a practical choice for readers and researchers from multiple disciplinary backgrounds (Braun & Clarke, 2006).
3.9. [bookmark: _Toc159199833][bookmark: _Toc165488541] Acknowledging Limitations
Since thematic analysis provides several advantages, limitations are also present. The theme development and coding process is subjective inherently, influenced by the researcher's perspectives, interpretations, and biases. Considering limitations, reflexivity is customised throughout the process of analysis, where researchers may reflect critically on their choices, assumptions, and impact on the research (Malterud, 2001). Plus, the qualitative study also deals with the challenge of generalisability, focusing on the in-depth investigation of contexts over detailed applicability.
To mitigate the limitations, the subjective nature of this thematic analysis approach, theme development and potential coding may influence the researcher's biases and interpretations, leading towards challenge development. The study employs reflexivity, allowing the researcher to reflect on the biases critically and the way they affect the research findings. Furthermore, from qualitative research, the limited transferability of results is acknowledged. Future research should extend such findings by including quantitative methods that offer broader validation and boost the generalizability of the results across populations and several contexts. Dealing with such limitations clearly may strengthen the applicability and reliability of the research results.


4. [bookmark: _Toc165488542]Findings
This thesis section will include empirical research findings obtained through the interviews as the primary data collection strategy. The author will then relate it to the previously existing literature review theories. By establishing correlations between the literature review and the interview outcomes, the authors aim to offer a thorough analysis. This comprehensive assessment seeks to establish a cohesive link between previous studies and the most recent empirical evidence, providing a clearly defined analysis. Based on the findings from the interviews and literature review, the theoretical implications and practical implications are elaborated in this chapter..
4.1. [bookmark: _Toc165488543]Content Structure 
The objective of the study is to identify the challenges and opportunities related to diversity and inclusion practices in the United Kingdom (UK) tech sector. This section will explore the status, barriers, challenges and opportunities identified while pursuing the research question “What are the challenges and opportunities related to diversity and inclusion practices in the UK tech sector, from an employee perspective, and how do these factors impact organisational performance?". 
Throughout the interviews, respondents consistently shared insights and engaged in discussions, facilitating the identification of key ideas and themes related to their approaches to managing diversity and inclusion. Many of the respondents' benefits, motivations, and challenges were resonant and relatable. Since respondents addressed questions thematically, organising their responses into distinct categories became straightforward. Consequently, actions about diversity and inclusion, as well as the role of leaders in managing them, are presented under each relevant theme. This structured approach mirrors the presentation of diversity and inclusion challenges in the theoretical chapter, aiming to offer a comprehensive overview of the topics discussed by the respondents. The thematic structure of the data aligns with the categories outlined below, culminating in a conclusion that synthesises the insights gained from the interviews regarding the advantages and disadvantages of fostering diversity and inclusion within an organisation.
4.2. [bookmark: _Toc165488544]Key Themes Explaining the Challenges and Opportunities of Implementing D&I Strategies 
A total of 20 participants have participated in the interview process of this research. Different themes were identified during the process of analysing the responses associated with the communication and understanding of inclusion policies within UK Tech companies; these significant themes are: 
	Theme 1
	Awareness and Understanding Of D&I Strategy

	Theme 2
	Training and Education of Employees for Implementing D&I Strategies

	Theme 3
	Organisational Culture and Implementation Of D&I Strategy

	Theme 4
	Impact of D&I Strategies on Workplace Dynamics and Culture

	Theme 5
	Employee Engagement and Evaluation of D&I Strategy

	Theme 6
	Learning and Future Outlook of D&I Strategy Implementation



Table 1: Themes Identified 
	
Such themes define the vital aspects of diversity and inclusion (D&I) policies, including their perception, understanding, and operationalisation by employees across several organisational levels (Kogut & da Fonseca, 2023). Below is a detailed analysis of the themes, including insights and interview examples.
4.2.1. [bookmark: _Toc165488545]Theme 1: Awareness and Understanding Of D&I Strategy
A common theme from the interviews was that the participants had seen increased awareness of a D&I strategy within their company and increased initiatives being created. The responses from Interviews highlighted a vital variation in the awareness and understanding of employees towards D&I policies and their implementation. For example, Respondent 4 mentioned, "I know about the policies; however, at times, it is hard to see their implementation in day-to-day activities and operations." Such sentiment was duplicated across multiple interviews, proposing that since the existence of D&I policies is known generally, their practical application, along with the impact, needs to be clarified to different employees. Such inconsistency points to a gap in different communication strategies (Wolfgruber et al., 2021), where policies are disseminated as they are not adequately exemplified or explained in a manner that resonates with every employee.
Plus, the interviews mentioned that departments may differ in their engagement levels with implementing policies. Respondent 9 noted, "We are involved deeply in the enforcement and rollout of D&I policies," opposing a technical team member who may define feeling less associated with the initiatives, providing a silo process for the communication and implementation of D&I policy.
4.2.2. [bookmark: _Toc165488546]Theme 2: Training and Education for Implementing D&I Strategies 
Regarding training and education of the D&I policies in the tech sector, 90% of participants agree on the significance of formal training sessions and workshops. Employees understand that such educational opportunities are essential for developing their understanding of D&I principles (Bardhan & Gower, 2020) and their application within the organisational context. Such as, respondent 11 mentioned, "The workshops conducted in our company provide a detailed overview of our D&I goals, however, there should be more interactive sessions to discuss real-life scenarios."
Moreover, the frequency and effectiveness of these training sessions have highlighted areas of concern for several employees. Respondent 17 has mentioned that: "The annual trainings are like a bit check-the-box sort of. They are frequent and based on informal discussions. They assist in keeping the conversation going only". The response has highlighted a need for different training programs that are engaging, interactive, and regular, permitting continuous reflection and dialogue on D&I issues (Morukian, 2022).
Within the context of United Kingdom (UK) technology sector, the analysis also highlighted the need for more efficient communication strategies and engaging educational D&I policies and programs. In the technology sector, there is a clear call to action (Roy, 2021) to ensure all employees understand diversity and inclusion policies and their significance, this way everyone inside a tech company can contribute to developing a more inclusive working environment.
Enhanced communication strategies assist in more personalised ways that define how D&I policies are applied to several areas of the UK tech companies. Plus, evolving training and education have included more interactive, frequent, and scenario-based discussions that might improve employees' engagement significantly with their commitment to D&I initiatives (Becker et al., 2021). Such adjustments address the gaps in understanding and applying D&I policies within a tech sector, and boost a more aware, inclusive, and engaged organisational culture.
4.2.3. [bookmark: _Toc165488547]Theme 3: Organisational Culture and Implementation Of D&I Strategy
Focusing on "Organisational Culture and Implementation", particularly in the technology sector, it is essential to structure and highlight diversity and inclusion (D&I) policies that are entwined with the culture and challenges of the organisation arising during their implementation (Hernandez, 2021). The insights derived from interviews with participants in the tech industry reveal the complexities associated with embedding D&I policies. It has also exemplified the participants' insights shared during the interviews, constructing a detailed discussion that reflects the complication of embedding D&I policies within an organisational context.
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Figure 5: Diversity, Equity, Inclusion and Belonging at Organisation (Source: Neelie Verlinden, 2024)

The interviews have revealed that employees generally acknowledge that D&I policies are add-ons and central to the organisational ethos. Such perception is essential in developing an environment where diversity and inclusion are pursued actively and valued. However, the extent to which such policies are unified varies significantly across several departments of technology sector, proposing a need for uniformity in prioritising and embracing D&I values throughout the organisation (Brandstetter, 2023). Respondent 2 has described initiatives that actively promote cultural diversity and inclusion, including regular days of diversity and inclusive language training, defining a high degree of policy integration. On the other hand, Respondent 20 mentioned the absence of these initiatives in their department, proposing a disparity in the perception and implementation of D&I policies within the UK technology sector.
Since the intention behind D&I policies implementation in the UK technology sector is straightforward and supported generally, their practical implementation has faced multiple barriers. Such challenges range from the resistance of different segments of employees to systemic issues like policy consistency and resource allocation (Jansen et al., 2024). Such barriers not only hinder the effectiveness of D&I initiatives within the UK technology sector but also risk defining their credibility and the commitment of the organisation to boost an inclusive culture. Few employees have highlighted resistance from staff members (long-standing), who are less receptive to several changes in the tech organisational culture, as a vital hurdle in implementing strategies and policies of D&I effectively.
Three participants R1, R7, R8 have mentioned the inconsistency in the applying policies, with some teams embracing D&I initiatives completely. At the same time, many still need to be made aware of such importance and existence of policies. One main concern was the need for more resources dedicated to the efforts of D&I implementation, comprising of insufficient training materials and dedicated staff to implement such policies. The analysis has defined this a vital role of organisational culture in successfully implementing D&I policies (Allen, 2018). While there is a foundational understanding and acceptance of the importance of these policies, the variation in their integration and the challenges encountered point to a need for a more cohesive and comprehensive approach. 
80% of participants also argued that in the technology sector, leadership of every department should explain a more substantial commitment to D&I practices, acting as a role model for the organisation's values. The strategies must ensure a constant implementation of D&I policies across different segments, possibly through centralised or standardised guidelines. Such implementation can target change management approaches, boost educational programs to deal with resistance and focus on the advantages of an inclusive and diverse workplace (Aarons et al., 2012). The participants also highlighted the concern of allocating sufficient resources, such as dedicated budget and personnel, to boost effective D&I initiatives implementation within tech sector.
4.2.4 [bookmark: _Toc165488548]Theme 4: Impact of D&I Strategies on Workplace Dynamics and Culture
Considering the "Impact of D&I strategies on Workplace Dynamics and Culture," the analysis has highlighted how diversity and inclusion (D&I) policies have influenced the overall work environment and the interactions among team members. The interview insights have offered a valuable perspective on the actual effects of D&I initiatives on team dynamics and organisational culture (Smith Meyer, 2022). 75% of participants have highlighted a noticeable shift towards inclusivity and diversity within the workplace, attributed to implementing D&I policies. Respondent 2,6 and 11 have mentioned that a progressively evolving culture embraces diversity, showing a positive course toward inclusivity. However, such transformation is considered gradual, focusing on the need for continuous efforts and dedication to deal with such cultural shifts (Kymlicka, 2010). 80% of participants shared observations of increased cultural recognition and celebrations of diverse holidays, leading towards a more inclusive workplace environment. 60% of interviewees also pointed out such positive developments, suggesting that since progress is evident, there is still a considerable journey to embed these values completely into the companies DNA.
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In the UK technology sector, the impact of D&I policies on team dynamics is primarily positive, with 90% of employees reporting better feelings of belonging and improved association among team members. Such outcomes are vital for developing a harmonious and productive work environment. However, the transition could have been smoother, with examples of rising conflict or tension, often due to misunderstandings or change resistance brought about by D&I practices (Gutierrez, 2023). Six participants: R2, R6, R9, R11, R17, R18 have mentioned that enhanced team dynamics comprise more inclusive decision-making processes and team meetings, where diverse perspectives are valued and sought actively. Conversely, only 10% of participants have explained experiences where D&I policies were fulfilled with resistance or scepticism, occasionally leading to tensions or misunderstandings within teams. Such incidents define the significance of education and effective communication about D&I objectives within the British technology sector.
The analysis also mentioned that current D&I policies deal with cultural change and boost team dynamics within the technology companies. Since the complete inclusivity journey is ongoing, positive influences are observed, signifying meaningful progress. However, the encountered challenges, particularly in dealing with resistance and conflicts, have highlighted areas for further action and attention (de Aquino, 2018). The implementation of ongoing educational initiatives and open dialogues can help with misunderstandings and alleviate resistance, ensuring all employees understand the importance and value of D&I practices. The mechanisms have promptly discovered and addressed conflicts or tensions due to D&I policies, dealing with a constructive and open resolution culture. There should be regular acknowledgment and celebration of milestones and progress in the D&I implementation, strengthening the positive impacts of such initiatives on team dynamics and workplace culture (Javed, 2024). The participants have also emphasised the requirement for continued commitment to D&I policies from leadership to every employee, strengthening that diversity and inclusivity are ongoing priorities needing constant attention and effort.
4.2.5 [bookmark: _Toc165488549]Theme 5: Employee Engagement and Evaluation of D&I Strategy 
When it comes to Employee Engagement and Evaluation of D&I Strategy within British tech sector, the analysis has provided the way employees interact with diversity and inclusion (D&I) policies along with the mechanisms in place to define the effectiveness of such initiatives. The interview insights have underscored the significance of employee participation in dealing with the D&I efforts, along with the critical need for different robust evaluation frameworks. Insights from interviews have highlighted the essential role that employee participation plays in advancing D&I efforts, as well as the pressing need for comprehensive and robust evaluation tools.
Feedback from employees indicates that while they value the current opportunities for engaging with D&I initiatives, there is still a strong demand for more diverse and inclusive platforms for feedback and active contribution (Dawson et al., 2024). Tech employees have expressed a desire for more substantial involvement in the creation, implementation, and evaluation of D&I policies, pointing to a discrepancy between the current level of engagement and the optimal involvement everyone seeks.
This feedback underscores the importance of developing systems within the tech industry that not only facilitate but also encourage deep employee involvement in D&I strategies, ensuring their voices are integral to shaping a truly inclusive workplace. 75% of employees desire to develop interactive forums, like focus groups, workshops, and surveys, to voice their suggestions and opinions on D&I matters. Also, the interviewees offered successful examples of employee-led practices, proposing a model for better engagement that influences the various experiences and understanding of the workforce of the tech sector. There is an agreement on the need for measurable and clear objectives and regular evaluation to measure the influence of D&I policies (Richardson, 2023). Since some assessments are in place, the feedback shows a requirement for more frequent and detailed assessments. This would help in understanding the effectiveness of D&I initiatives and identifying improvement areas.
In the UK tech sector, employees have identified a significant gap in how the effectiveness of diversity and inclusion (D&I) practices is measured, underscoring the absence of accessible and transparent metrics. They propose the development of more comprehensive and nuanced indicators beyond the existing evaluations like employee satisfaction surveys and diversity metrics in hiring (Kincaid & Smith, 2021). This feedback has suggested a need for more frequent and thorough assessments covering a broader spectrum of D&I dimensions. Furthermore, there's a strong call from tech employees for deeper engagement in D&I initiatives and a more substantial framework for assessing the impact of these policies. Enhancing both employee involvement and the methods of evaluating D&I initiatives' effectiveness is crucial for their ongoing improvement and success in the tech industry.
The participants have also mentioned developing more opportunities for employee participation in D&I decision-making processes, like sessions, regular feedback, inclusion councils and suggestion boxes. Also, they have established specific, measurable, and transparent objectives for D&I initiatives, with regular reporting on progress to ensure accountability and transparency (Vohra et al., 2015). The implementation of a systematic approach for the evaluation of D&I initiatives, embodying a variety of metrics and feedback mechanisms to catch a comprehensive view of their impact, making sure that there is an obvious feedback loop where employee concerns and suggestions are not only heard but also acted upon, with regular updates on how input has impacted D&I policies and practices. To deal with these areas, the tech companies may enhance the success of its D&I initiatives, developing a more engaged, inclusive, and committed workforce and improving evaluation and engagement methods will boost the influence of D&I policies however also contribute to a culture that values and influences diversity as a key innovation and growth driver.
4.2.6. [bookmark: _Toc165488550]Theme 6: Learning and Future Outlook Of D&I Strategy
"Learning and Future Outlook of D&I Strategy," explored how technological organisations may look outward to deal with the diversity and inclusion (D&I) strategies and practices and how they expect the evolution of such initiatives in the face of the latest challenges and opportunities. Interview insights have revealed an enterprising approach to external benchmarks and a forward-looking perspective on developing D&I efforts. The participants have also underscored the value of benchmarking against industry peers and embracing best practices to deal with the D&I strategies (Warren, 2021). Such external orientation assists companies in identifying gaps in their practices and inspires innovation. However, there is a detailed understanding that since external examples may impact these practices, they should be customised and aligned with the organisation's culture, needs, and context.
Participants noted that British tech companies have often looked to industry leaders for D&I inspiration, tailoring those strategies to better suit their unique organisational contexts. They highlighted the importance of not only adopting best practices but also critically evaluating their relevance and potential impact within their specific corporate environments. There is a widespread sense of optimism about the future trajectory of D&I initiatives, with expectation for them to become more adaptable, advanced, and interwoven with various aspects of organisational operations. Factors such as the rise of remote work, increased societal focus on diversity issues, and globalisation are anticipated to significantly influence the evolution of D&I strategies in the tech sector (Allen, 2018). Furthermore, there's a keen interest among participants in harnessing cutting-edge technologies and innovative methods to enhance the scope and efficacy of D&I endeavours.
Participants have also highlighted the potential of technology to play an advanced role in facilitating inclusive practices, such as AI-driven tools and virtual reality training related to diversity for reducing recruitment bias (Vivek, 2023). The employees also pointed out the increasing significance of global D&I practices that consider the diverse cultural contexts operating in multinational organisations. The analysis has also indicated a vital awareness among employees of the importance of learning from best practices and external benchmarks while customising such to fit their organisation. Plus, there is a positive view of the future of D&I initiatives, focusing on adaptation and innovation to emerging challenges.
[bookmark: _Toc165488551]5.Discussion
In this thesis section will discuss the highlights from the literature review in contrast with the results from the interviews, referring to the research question “What are the challenges and opportunities related to diversity and inclusion practices in the UK tech sector, from an employee perspective, and how do these factors impact organisational performance?".
[bookmark: _Toc165488552]5.1 Theoretical Implications
The theoretical implications of the research are associated with the SIT (Social Identity Theory). Holck et al. (2016) have concluded that a more detailed study is required to complete the necessary organisational changes to have an engaged commitment to provide a diversified environment. The study by Holck et al. (2016) has underscored the requirement of interpreting awareness into actionable practices, as mentioned by imperial findings showing awareness and recognition of tasks among interviewees yet struggles with execution. The inclusion framework by Shore et al. (2018) has emphasised the belongingness and uniqueness of employees, linked with the empirical findings of this study. Interviewees have focused on the significance of competencies and personality in following teamwork and being valued.
The empirical findings have elaborated on the belongingness concept as highlighted in the inclusion framework (Shore et al., 2018), showing that feeling welcomed at the organisation enhances the sense of belongingness and makes better performance. Like Holck et al. (2016), the research by Shore et al. (2018) has also underscored the challenges of interpreting awareness into practice, associating with the study's findings where interviewees express awareness but discover different obstacles in implementation.
Additionally, Treven and Mulej (2007) have discussed team comprehension, defining the empirical findings of this study's interviews, which focused on how a diverse team enhances performance because of varied perspectives. Since the interviewees don't deal with agile methodologies, as discussed by Brown (2015), or lean principles as mentioned by Agerwal (2016), the waste reduction lean aspect may potentially address different communication challenges within organisations.
Other similarities associated with the work environment are mentioned in the Vinkenburg et al. (2021) research, which defines the possible biases during job interviews. Further, Schmidt and Vereenooghe (2021) have elaborated on inclusive recruitment. From this study, such empirical findings are aligned with the findings of the research interviews because the interviewees deal with their approaches for job recruitment and define their challenges with clients, which provides value to the research of Schmidt and Vereenooghe (2021) and Vinkenburg et al. (2021).
Moreover, Syed and Özbilgin (2015) have highlighted several topics, including diversity and inclusion, which the interviewees also mention. Acker (2012) has reviewed gender assumptions in society and defined that it is vital to consider gender identities within organisational structures to adjust organisational management. In this study, as compared to empirical findings, multiple interviewees have mentioned the requirement to deal with several needs. Bell et al. (2011) described four types of voices which might be beneficial to deal with the awareness of minorities in practice, as discussed by different interviewees. Several approaches have transformed awareness into practice, which might contribute to the above-mentioned four voices approach.
The interviews have shown that the interviewees' awareness didn't differ on several conceptual levels compared to the answers of employees from different organisational levels; their beliefs and perspectives did not change, but their thoughts regarding diversity and inclusion changed mainly due to the conceptual level experiences. Thus, this study also contributes by including belongingness and equity instead of entirely relying on diversity and inclusion. The analysis has revealed that work culture may not change if organisations are only associated with diversity and inclusion practices.
[bookmark: _Toc165488553]5.2 Practical Implications 
The findings of this study have offered practical implications stemming from the posed research questions. Concerning the current situation of diversity and inclusion management at an organisational level, the experiences and awareness of the interviewees are essential. All interviewees have shown a clear perception and understanding of diversity and inclusion within their company. Analysis has revealed that they agree that focus is placed on individual competencies irrespective of background, gender, or age. However, there is a disparity in the knowledge and awareness of Randstad's initiatives among the selected interviewees. Randstad is defined as being engaged in various programs globally aimed at office-specific and societal development initiatives (Taylor et al., 2009). To address the lack of awareness regarding these initiatives, boosting communication channels and offering direct information to employees are suggested as improvement avenues.
Throughout this study, discussions on the existing situations highlighted several challenges, prompting the formulation of the research question about the difficulties of implementing diversity and inclusion strategies in the existing situation. Many interviewees have shared challenging experiences of diversity and inclusion within the office environment; fewer discussions revolved around their experiences outside the office. Several interviewees have also reported minimal experiences of such challenges within external working settings.
5.3 [bookmark: _Toc165488554] Benefits
In today's global business marketplace, the concept of workplace diversity possesses significant importance for the success of companies. With businesses and interactions conducted among people from diversified cultures, the powerful advantages of diversity are comprehensive. Beyond only fostering inclusivity, diversity may progress towards heightened creativity, productivity, and profit maximisation. Moreover, it boosts the infusion of fresh ideas, skills and perspectives into the organisational framework. As mentioned by Green et al. (2002), diversity plays a pivotal role in permitting businesses to retain and attract important customers, partners and employees. Ashe and Nazroo (2016) have further reinforced this idea, focusing on the fact that the most valuable asset for an organisation is its people. As a result, organisations must explore and harness diversity strategies actively and expand these practices into client management strategies to ensure sustained success. By leveraging and embracing various races, genders, ages, abilities, and cultural backgrounds of the organisational stakeholders, businesses may unlock multiple advantages, developing a more thriving and dynamic environment.
5.4 [bookmark: _Toc165488555]Problem Solving Skills
Workplace diversity not only enhances critical thinking and problem-solving skills within organisations but also fosters many perspectives from employees with diversified backgrounds and experiences (Wambui et al., 2013). Diversity enables employees to provide alternative solutions and approaches towards problem-solving, therefore providing a competitive edge in today's business environment. Furthermore, the exchange of personal views, experiences, and approaches among diverse employees develops a vibrant workplace culture, cultivating local talent and promoting the overall environment of business (Cletus et al., 2018). It is also noted that prejudices, biases, or perceptions originating from diverse cultures may act as a valuable lesson in conflict resolution when channelled and managed effectively (Kite et al., 2022). 
5.5 [bookmark: _Toc165488556]Growth and Development of Employees
Workplace diversity stimulates employee growth and personal development within organisations. As businesses and workplaces embrace increasing diversity globally, employees can go through significant personal and professional growth. Exposing employees to diverse cultures, opinions, and ideas creates an environment conducive to personal growth and skill development (Ghosh, 2015). Individuals with diversified characteristics offer a platform for generating and testing innovative ideas, fostering a culture of creativity and exploration (Dennissen et al., 2020). This diversity of perspectives and approaches enhances the organisation's troubleshooting and problem-solving capabilities (Dike, 2013), permitting employees to effectively address tasks, deal with problems, and conceive innovative solutions.
5.6 [bookmark: _Toc165488557]Developing Innovation
In the global business landscape, fostering innovation is vital for the success of companies and businesses because they deal with evolving trends. Worldwide, coping with increasing diversity, organisations must tap into diverse talent pools to maintain competitiveness, relevance, and best practices (Hewlett et al., 2018). This presents multiple opportunities for innovation because employees from diverse backgrounds carry a variety of skill sets that boost innovative ideas and critical thinking (Hospers, 2003). Multilingual employees from varied sociocultural backgrounds play a vital role in boosting companies into national, international, local and regional markets (Deari et al., 2008). As a result, diversity boosts customer orientation and develops targeted marketing and advertising efforts (Hunt et al., 2015). The existence of multilingualism and sociocultural skills is considered to catalyse innovation, increase profits, and boost workplace attractiveness (Karwal & Tandon, 2022). 
Plus, the diverse perspectives, genders, experiences, cultures, and ages of employees carry a fresh workplace outlook (Hospers, 2003). It is affirmed by McKinsey and Company (Hunt et al., 2015) that workplace diversity has fuelled creativity and innovation, developing multiple approaches to problem-solving, innovative ideas, ideological perspectives, and decision-making processes (Zahra & Nambisan, 2011). Academic research has supported this idea (Patrick and Kumar, 2012), explaining that diverse groups may outperform experts in the associated disciplines. 
5.7 [bookmark: _Toc165488558] Challenges of Workplace Diversity
Diversity, being a multifaceted concept, is dealing with a significant socio-cultural evolution globally. Its complex nature makes it one of the most complicated issues challenging tech organisations, initiating ongoing debates in business and management circles of organisations (Zahra and Nambisan, 2011). Different analysts have projected that the significance of diversity within the global business era will increase in the future exponentially, initiated by demographic shifts (Hunt et al., 2015). Thus, tech companies must design strategies to tackle the challenges of workplace diversity as a primary and prominent trend (Walia and Malik, 2015). Therefore, tech businesses should prioritise diversity and embrace inclusive practices, dealing with its potential to boost productivity and consult competitive advantages (Roberson, 2019). Because of the multiple types of diversity along with the unique challenges within organisations or workplaces, it becomes evident for companies to understand the issues thoroughly and deal with them to boost a culture of effectiveness and inclusivity.
Globally, gender and lifestyle choices have become vital topics of discussion within several organisations. The premise dealing with this debate is that the attitudes, behaviours and cognitive biases of employees in the workplace may impact decision-making processes and impact outcomes subsequently (Cao et al., 2021). But empirical studies have shown that these choices don't affect workplace performance necessarily. Irrespective of this, several employers and organisations have invested substantial efforts in identifying and extending workplace advantages to individuals with different lifestyles (Dhuppar, 2015). Like there is within the business community, there is an acknowledgement that members of the LGBT (lesbian, gay, bisexual, and transgender) community may face discrimination, hostility, and disrespect from their fellow workers (Hewlett et al., 2013). These behavioural attitudes may develop challenges such as an uncomfortable atmosphere and reduced workplace productivity (Hewlett et al., 2013). Thus, gender being a focal point in different organizations because of its connection to capital, human diversity, and quality of life (Mahmood et al., 2017). Therefore, gender-related issues like promotions, pay disparities, and decision-making power among males, females, and transgender individuals within organisations continue to be controversial. 
Outdated ideas persist, projecting women as the weaker sex and thus suitable only for part-time, temporary or low-responsibility roles (Sharma, 2016). Moreover, a common belief is there that women are susceptible to prioritising childbearing and marriage, often progressing to leave their careers, even during their professional success, to focus on family responsibilities. 
5.8 [bookmark: _Toc165488559]Cultural and Ethnic Differences
In today's globalised workplace, characterised by its diversity in language, religion, race, age, sexual orientation, gender, and ethnicity, organisations are increasingly recognizing the importance of embracing this multicultural and multiracial dynamism (Kirton and Greene, 2015). However, such diversity can also lead to challenges including hostility, disrespect, and discrimination. Individuals may carry inherent biases and frustrations, projecting these onto others who are perceived as different, leading to stereotypes based on culture, religion, or ethnicity (Dhuppar, 2015). These behaviours can undermine team cohesion, potentially resulting in bullying, harassment, or scapegoating. Harassment in this context is defined as any extreme behaviour, whether through actions or words, that creates an abusive, intimidating, or hostile work environment, often related to an employee's identity or group affiliations. According to Amaliyah (2015), organisations in diverse environments must actively address and manage these challenges to prevent such negative outcomes and support a healthy, inclusive workplace culture.
5.9 [bookmark: _Toc165488560]Physical or Mental Disabilities
Physical or mental disabilities are conditions that impair an individual's ability to perform daily activities, though they do not completely hinder their capacity to execute workplace tasks (Green et al., 2002). Despite their abilities, individuals with disabilities often face workplace challenges such as discrimination, harassment, or ridicule from colleagues. These biases can stem from misconceptions by employers who may view disabled individuals as less capable or slow, influencing their hiring decisions negatively (Fraser et al., 2010). Furthermore, some employers may be reluctant to accommodate the needs of disabled workers, such as providing ramps or special equipment, viewing these adjustments as unnecessary and costly. This lack of accommodation and the prevailing biases can create a hostile work environment, which in turn can lead to reduced morale, diminished attractiveness of the organisation, and lower productivity (Masi and Cooke, 2000; Dali, 2018). It is crucial for organisations to effectively address and support the needs and rights of both prospective and current employees with disabilities.
5.10 [bookmark: _Toc165488561]Workplace Communication

Most respondents of the interview agreed that effective communication in the workplace is essential for fostering cohesion and achieving organisational goals. Good communication facilitates task management and contributes to overall organisational success (Dike, 2013). Everyone’s unique attributes can enhance relationships, productivity, work quality, and loyalty within an organisation. Conversely, poor communication can lead to confusion, a lack of teamwork, and decreased morale. Some of the challenges also arise when organisational objectives are not communicated effectively, leading to miss deadlines, incorrect assumptions about goals, and conflicts (Patrick and Kumar, 2012). Hiring employees with limited language proficiency, for example, employing non-English speakers, can hinder collaboration and communication, potentially reducing productivity and causes misunderstandings among team members (Dhuppar, 2015). Therefore, it is crucial for firms to identify, assess, and address the challenges posed by workplace diversity.

In summary, respondents presented diverse strategies and viewpoints regarding the achievement of enclosing diversity and inclusion practices within organisational frameworks. These approaches span from delineating of explicit objectives and steadfast leadership dedication to implementing practices such as anonymous hiring, managerial training, and the embracement of diverse perspectives within leadership roles. Despite the diversity in approaches, a unifying theme emerged: the collective recognition of the perpetual commitment required to cultivate an inclusive and fair workplace environment, through varying methodologies.



[bookmark: _Toc165488562]6: Conclusion and Recommendations
	
This thesis has highlighted a detailed investigation of the challenges and opportunities associated with the implementation of diversity and inclusion (D&I) strategies within the United Kingdom tech sector. The analysis has revealed several critical findings highlighting prevalent issues and underscoring the potential benefits that comprehensive D&I strategies may deliver to technology companies in this region. This final section will review the achievements of this dissertation and formulate recommendations that can benefit various organisations into implementing D&I strategies.
6.1 [bookmark: _Toc165488563] Challenges of Implementing D&I Strategies

The cultural resistance within technological sector is one of the foremost identified challenges. The technology companies have exhibited inherent resistance to changes in D&I policies. Such resistance arises from a lack of understanding or fear that changes might disrupt the current dynamics of work. Additionally, findings have revealed a significant gap in awareness and implementation of the benefits of diversity and inclusion (D&I) strategies at different management levels, which hinders the development and execution of efficient strategies. Systemic biases were another challenge in recruitment and management practices. The research has highlighted that unconscious biases are still prevalent, progressing towards unequal opportunities for underrepresented groups. Such biases are often mentioned in job descriptions, interview processes, and promotion practices that favour specific demographics over others, thereby perpetuating inequality.
6.2 [bookmark: _Toc165488564] Opportunities Presented by D&I Strategies

This thesis has also highlighted multiple opportunities that effective D&I strategies can provide to technological businesses. Companies prioritising diversity and inclusion have seen a vital boost in innovation. Such surge in creativity originates from blending of diverse challenges, which tested traditional thinking and progressed towards innovative solutions for complicated issues. Moreover, companies with strong D&I policies have reported enhanced employee satisfaction. Such improvement is due to an inclusive culture that respects and honours individual differences, therefore boosting morale across different workplaces. Plus, organisations having strong commitment to D&I practices are attracting top talent and develop a better public image, a benefit that is crucial in the competitive global technology industry.
6.3 [bookmark: _Toc165488565] Recommendations

The diversity and inclusion strategies and their implementation within the UK tech sector has presented both significant challenges and notable opportunities for competitiveness and innovation. To address these effectively, comprehensive actions are needed:
First, enhanced training programs for employees are vital for developing an inclusive technological organisational culture. Kalev et al., (2006) has highlighted the effectiveness of diversity training programs in educating and providing awareness to employees about the advantages of diversity and training them to identify and deal with the unconscious biases, thus fostering organisational inclusivity. These programs must target all levels of the organisation as a regular and ongoing commitment to incorporating diversity and inclusion practices.
Secondly, implementing inclusive recruitment and promotion practices are vital for making sure an inclusive and diverse workforce is enabled. The research by Rivera (2015) has supported the renovation of biases free recruitment and hiring processes, supporting strategies like structured interviews, different hiring panels, & standardised evaluation criteria to get more diverse hiring results.
The enforcement of clear diversity and inclusion policies are also crucial. Edelman et al., (2001) has explored the formalisation of diversity policies and its influence on organisational practices, proposing that grievance mechanisms and explicit guidelines may assist in addressing discrimination as well as boost a more inclusive environment.
Plus, monitoring and reporting inclusion initiatives and diversity metrics are imperative for dealing with the effectiveness of diversity programs. Dobbin and Kalev (2016) have highlighted the necessity of accountable and transparent measures, proposing that regular feedback mechanisms can contribute significantly to the success of diversity efforts by making sure that initiatives are alert to the employees ‘needs.

Finally, the top leadership commitment is crucial in driving the success of the implementation of the diversity and inclusion strategies. Herring and Henderson (2012) have discussed the main role of leadership in developing the organisational culture and making sure of the implementation of diversity policies. A strong commitment of leadership to diversity and inclusion is required for boosting an environment where every employee can feel supported and valued.
6.4 [bookmark: _Toc165488566]Implications of the Study
This thesis findings have underscored vital implications for technology companies in the UK, highlighting how including diversity and inclusion strategies within company policies is a moral imperative and a strategic advantage. By including these strategies, companies can enhance their competitiveness significantly along with the adaptability in the global market. Diversified teams are more innovative and able of problem-solving, contributing directly to competitive advantage. Moreover, an inclusive company culture has attracted a broader talent pool, showing the diverse nature of the global market, which may assist in better decision-making and customer satisfaction. Broadly, the thesis has suggested potential policy implications, showing the requirement for regulatory frameworks that encourage and enforce D&I initiatives. Policymakers may consider companies’ incentives for defining effective D&I practices or penalties for those failing to fulfil benchmarks of diversity. 

6.5 [bookmark: _Toc165488567]Limitations
This study has several limitations that warrant acknowledgement. Firstly, it is an instrumental case study conducted within a restricted diversity of interviewees and limits the generalisability of findings. Additionally, there is a limited cultural scope as the interviews were conducted with individuals in the UK. Language barriers also pose a limitation, as interviews were conducted in English, potentially constraining the participants' responses having limited language proficiency. Moreover, since the study primarily focuses on diversity and inclusion management, it has become apparent that belongingness and equity are also vital aspects to consider. Lastly, literature is scarce addressing inclusion, equity, and belongingness, highlighting a gap in existing research in this area.

6.6 [bookmark: _Toc165488568] Future Research
The avenues of future research are abounded to expand and enhance upon the findings of this study. Since this study has focused on mid-sized tech companies from UK, future research might include bigger and smaller companies to understand their perspectives and approaches to diversity and inclusion (D&I) in the workplace. Dealing with different industries might also yield different results because companies in sectors like engineering may deal with several strategies for boosting diversity and inclusivity based on their unique focuses and experiences (Mannix & Neale, 2005). 
Moreover, the impact of the COVID-19 pandemic on D&I practices warrants investigation. During the pandemic, remote work may have altered employee experiences and communication dynamics, particularly for those who joined the workforce during this period (Wang et al., 2021). Lastly, developing standardised management tools for D&I practices is a valuable area of research, as each company's needs, resources, and circumstances are different, making it challenging to offer one-size-fits-all solutions (Al Mamun and Hassan, 2017). By focusing on creating adaptable management tools, future research can provide support and guidance according to the unique requirements of individual companies.
6.7 [bookmark: _Toc164648496][bookmark: _Toc165488569]Summary
Through this thesis, the aim was to explore the complex challenges and opportunities associated with the implementation of diversity and inclusion (D&I) strategies within the UK technology sector. This method helped in understanding the current D&I landscape and discover systemic obstacles such as recruitment practices, organisational culture, and unconscious bias that impede progress in different initiatives of diversity. 
The thesis has effectively achieved its aim and objectives through a systematic and comprehensive exploration of diversity and inclusion (D&I) strategies within the UK technology sector. The adoption of a qualitative research and conducting semi-structured interviews has allowed to gain valuable insights from employees across the UK tech industry. The study has successfully addressed its objectives and helped in understanding the current D&I landscape and discover systemic obstacles such as recruitment practices, organisational culture, and unconscious bias that impede progress in different initiatives of diversity. The findings have demonstrated that even though diversity brings substantial advantages like increased creativity, broad perspectives, and better financial outcomes, the complete potential of the tech sector is yet not realised because of ongoing D&I challenges. Such insights have highlighted the requirement for actionable strategies to deal with the barriers and the vital role of leadership in dealing with an inclusive work environment. Thus, by integrating theoretical frameworks and empirical evidence, the thesis contributes valuable knowledge to both academic scholarship and industry practice and advance the discourse on D&I in the UK technology sector.
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Name of the participant:
Respondent Number:
Demographics 
	Age
	

	Sex
	

	Ethnicity
	

	Disability
	

	Career level 
	

	Company size
	

	Industry 
	



Awareness and Understanding of D&I Strategy
1. Can you elaborate on your awareness and understanding of your company diversity and inclusion (D&I) strategy?
2. How would you describe the level of communication and transparency surrounding D&I initiatives at your workplace?
3. What steps do you believe your company has taken to promote employee awareness and understanding of D&I strategies?
4. In your opinion, what role does leadership play in fostering awareness and understanding of D&I initiatives?
5. Have you observed any successful examples of D&I strategy implementation within your company?
Training and Education of Employees for Implementing D&I Strategies
1. What training or educational opportunities have you received regarding implementing D&I strategies?
2. How effective are the current training programs in preparing employees to implement D&I strategies?
3. Can you provide examples of how training and education have influenced your understanding and approach to D&I within the workplace?
4. Are there areas at your workplace that could improve in terms of training and educating employees on D&I strategies & from your perspective, what role should ongoing education and training play in ensuring the successful implementation of D&I strategies in our organisation?
5. Can you describe your organisation's current diversity and inclusion policies?
6. What specific aspects of diversity and inclusion do these policies cover?
7. Are there any groups or demographics these policies aim to support?
8. How were you informed or trained about these inclusion policies?
9. What methods or resources were used to communicate these policies to employees?
10. Did you receive formal training sessions or workshops on diversity and inclusion?
11. What is your understanding of the goals of these inclusion policies?
12. How do you interpret the objectives or intended outcomes of these policies?
13. Have the goals of these policies been clearly articulated by leadership?
Organisational Culture and Implementation:
1. How do you perceive the importance of these policies in your organisational culture?
2. To what extent do you believe these policies are integrated into the values and norms of the organisation?
3. Due to these policies, have you observed any cultural shifts or emphasis on diversity and inclusion?
4. In your experience, how effectively are these inclusion policies implemented?
5. Are there any challenges or barriers hindering the full implementation of these policies?
6. How consistent is the application of these policies across different teams or departments?
7. Can you provide examples of how these policies are implemented in everyday operations?
8. How do these policies influence recruitment, hiring, and promotion processes?
9. Do any specific initiatives or programs exemplify the organisation's commitment to diversity and inclusion?
10. What challenges, if any, have you faced in implementing these inclusion policies?
11. Have there been any resistance or pushback from employees or stakeholders regarding these policies?
12. Are there any structural or systemic obstacles that impede the successful implementation of these policies?
13. How these challenges impacted the effectiveness of the policies?
14. How these challenges affected the organisation's ability to achieve its diversity and inclusion objectives?
15. Have there been any adjustments or adaptations made to the policies in response to these challenges?
Impact on Workplace Culture and Dynamics:
1. Have you observed any changes in the workplace culture since the implementation of these policies?
2. How have attitudes or behaviours towards diversity and inclusion evolved within the organisation?
3. Are there any noticeable improvements in the overall inclusivity of the work environment?
4. How have these policies affected team dynamics and employee interactions?
5. Have these policies fostered a greater sense of belonging and collaboration among team members?
6. Are there any instances where these policies have led to conflicts or tensions within teams?
7. What kind of feedback have you received from employees regarding these policies?
8. Have employees expressed any opinions or concerns about the effectiveness or impact of these policies?
9. Are there any suggestions or recommendations from employees for improving these policies?
Employee Engagement and Evaluation:
1. How are employees encouraged to participate in or contribute to these policies?
2. Are there opportunities for employees to provide feedback or suggestions for enhancing diversity and inclusion initiatives?
3. Are there any employee resource groups or forums supporting diversity and inclusion efforts?
4. How do you assess the effectiveness of the current inclusion policies?
5. What metrics or indicators are used to measure the impact of these policies on organisational culture and employee satisfaction?
6. Are regular assessments or evaluations conducted to monitor progress toward diversity and inclusion goals?
7. Are there measurable outcomes or indicators you use to gauge their success?
8. Can you provide examples of specific outcomes or achievements resulting from implementing these policies?
9. How do these outcomes align with the overarching goals of the organisation's diversity and inclusion strategy?
10. What improvements could be made to enhance the effectiveness of these policies?
11. Are any areas or aspects of the current policies not adequately addressed?
12. What are your recommendations for refining or expanding existing diversity and inclusion initiatives?
Learning from Others and Future Outlook:
1. Are there best practices or strategies from other organisations or industries that could benefit you?
2. Have you benchmarked your organisation's diversity and inclusion efforts against industry peers or leaders?
3. Are there any innovative approaches or case studies that inspire you to enhance diversity and inclusion within your organisation further?
4. How do you see these inclusion policies evolving in the future?
5. What trends or developments do you anticipate influencing the direction of diversity and inclusion initiatives in the tech sector?
6. Are there any emerging issues or challenges that may necessitate adjustments to the current policies?
7. What additional measures or initiatives would you recommend strengthening inclusion in your organisation?
8. Are there any untapped opportunities or improvement areas that could enhance diversity and inclusion efforts?
9. How can the organisation further engage employees and stakeholders in shaping the future of its diversity and inclusion strategy?
10. In reflecting on our discussion today, what are the most critical steps that business can take to further enhance diversity and inclusion efforts in the future?
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	Respondent
No.
	Age
	Sex
	Ethnicity
	Disability
	Career
 Level
	Company size
	Industry

	1
	29
	Male
	Asian / Asian British
	No
	Management
	Medium
	Technology

	2
	34
	Female
	White British
	No
	Senior Management
	Small
	Technology

	3
	41
	Male
	White Other 
	Yes
	Senior Management
	Medium
	Technology

	4
	28
	Female
	Asian / Asian British
	No
	Entry-level
	Medium
	Technology

	5
	37
	Male
	White British
	No
	Mid-Management
	Large
	Technology

	6
	25
	Female
	White British
	No
	Entry-level
	Medium
	Technology

	7
	45
	Male
	Black British: Caribbean
	Yes
	Senior Management
	Medium
	Technology

	8
	32
	Male
	Asian British: Indian
	No
	Mid-management
	Medium
	Technology

	9
	39
	Female
	Asian British: Indian
	No
	Executive
	Medium
	Technology

	10
	26
	Male
	Asian / Asian Other
	No
	Entry-level
	Small
	Technology

	11
	30
	Female
	Black British: Caribbean
	No
	Entry-level
	Medium
	Technology

	12



	38
	Male
	White British
	No
	Senior Management
	Medium
	Technology

	13
	33
	Female
	White Other
	Yes
	Mid-Management
	Medium
	Technology

	14
	27
	Male
	White Other
	No
	Entry-level
	Medium
	Technology

	15
	36
	Male
	Asian British: Chinese
	No
	Mid-Management
	Small
	Technology

	16
	43
	Female
	Asian British: Indian
	No
	Senior Management
	Medium
	Technology

	17
	31
	Male
	Black British: African
	Yes
	Senior Management
	Medium
	Technology

	18
	24
	Male
	Asian British: Indian
	Yes
	Entry-level
	Small
	Technology

	19
	40
	Male
	White British
	No
	Executive
	Medium
	Technology

	20
	29
	Male
	Asian / Asian Other
	No
	Entry-level
	Medium
	Technology


Table: 2 Demographics of interviewees
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EXHIBIT 1 | Companies with More Diverse Leadership Teams Report Higher Innovation Revenue
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Exhibit5
Executive teams with more than 30% women are more likely to outperform those with
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