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1.1: Introduction

Diversity Inclusion and Employee  satisfaction  is an agenda that organisations today are increasingly focusing on as part of their vision and objective to perform and be seen to be inclusive in all areas of Diversity. Diversity involves recognising, respecting, accepting and tolerating individual uniqueness and differences. It is a construct that depicts the differences in individuals’ gender, race, ethnicity, age, religious beliefs, socioeconomic status, physical abilities, sexual orientation and other ideologies. Inclusion is the involvement of employees in the organisational systems and processes (Downey et al. 2015). , Singal (2014) argued that, diversity is a social imperative and a desirable aspect of organisation’s activities. Kirton and Greene (2010) described diversity management as valuing employees’ differences and effectiveness in the usage of such differences.

Managing diversity is also increasingly seen by key stakeholders, including customers, regulators and shareholders, as a socially responsible behaviour (Klarsfeld, Ng & Tatli, 2012). Diversity refers to political beliefs, race, culture, sexual orientation, religion, class, and/or gender identity differences. In the workplace, diversity means organization staff consists of individuals who bring new perspectives and backgrounds to the table. Inclusion means that everyone in the diverse mix feels involved, valued, respected, treated fairly, and embedded in organizational  culture. Growing societal expectations with respect to diversity have urged organizations to formally integrate diversity in organizational identity through policies and procedures (Cole & Salimath, 2013). Empowering all employees and recognizing their special talents is part of creating an inclusive company. Diversity without inclusion can result in a toxic culture, and inclusion without diversity can make a company stagnant and uncreative.

Diversity and inclusion in the workplace cause all employees to feel accepted and valued. When employees feel accepted and valued, they are also happier in their workplace and stay longer with a company. As a result, companies with greater diversity in the workplace have lower turnover rates. According to Deloitte, diverse companies enjoy 2.3 times higher cash flow per employee. Gartner found that inclusive teams improve team performance by up to 30 percent in high-diversity environments. In a BCG study, companies with diverse management teams had a 19 percent increase in revenue compared to their less diverse counterparts. There is an assumption held by many researchers and managers that if employees feel valued and adequately supported by their organization, this will result in positive employee outcomes, including job satisfaction and organizational identification (Mor Barak & Levin, 2002). Job satisfaction refers to enjoyment or positive emotion as a result of an evaluation of one’s job or job experiences (Locke, 1976).

Diversity and inclusion is obviously beneficial to employees’ mental health, but it also has downstream impacts that are good for business. In fact, Harvard Business Review found that more diverse companies report 19 percent higher revenue. A McKinsey report echoed this sentiment, stating that every 10 percent increase in the racial and ethnic diversity of a business’ senior-executive team leads to a 0.8 percent increase in earnings.

1.2 Research Problem
Today organisations have to make efforts to include practises and policies that promote diversity in their working environment. An organization with diversified workforce if fostered with an inclusive culture tends to make the organization more novel, swift, and in sync with customer’s needs and wants. Diversity and Inclusion is a policy that is generally seen in recruitment processes, development needs and promotion in the organisations. Dessler, (2000), observed that for organizations to thrive and survive in this globalized era they have to manage the diversified workforce with inclusive practices. In Employment law, employers are constituently faced with tribunal complaints if an employee feels that he/she was discriminated in any form. Human resources have a responsibility to their organisations to make sure that the employee statement of contract highlights all areas of diversity. Managers often use to raise a question regarding the significance of managing diversity and as such the impact it has over the organizational performance (Jackson & Joshi, 2004). According to B&T Magazine (2017), Australian workers are 19 times more satisfied when working in diverse environments. This shows that if organizations value diversity, they can send positive signals to their employees, leading to positive employee attitudes and behaviours towards the organization. These positive signals also result in enhanced employee satisfaction and increased organizational identification

Castro & Martins, 2010), posited that developing a positive diversity climate through effective diversity programmes is important for employee satisfaction particularly employees who are honoured to identify themselves with the organization. Cox (1993), stated the same thing that diversity affects the organizational process in many ways ranging from its communication system, sense of creativity and its problem solving approach that is strongly related to organizational performance.Leslie, (2019), contended that  organizations’ diversity initiatives can also mislead and fail to produce desirable results or in the process of sending positive signals, negative signals can also travel unintentionally and can complicate the signalling process. Jackson and Joshi, (2004), opined that diversity at workplace leads to interpersonal-conflict, decline in group cohesiveness leading to high employee turnover. Richard (2000) contextualized that for some organizations diversity may lead to competitive advantage while for others it may be detrimental for its performance outcome. Jayne and Diboye (2004) explored that merely having a quantified diversified workforce will not serve the purpose neither it will improve the talent pool nor automatically build a well committed and motivated workforce that will result into increased group and firm performance but systematic inclusion of diversified workforce will give expected result. Dahm (2003) stated that workplace diversity sparkle a mixed ray of emotions and feelings, that is, at times it create discomfort because of the difference among the individuals and at times brings synergy among people leading to adding value to firm’s performance because of the assimilation of these dissimilarity in the form of their unique trait. The studies have provided inconclusive results on the relationship between diversity and performance. It is on this basis that this study seeks to determine the impact of diversity inclusion on employee satisfaction and professional development

1.3 Purpose of the Study
The  purpose of the study is to to determine the impact of diversity inclusion on employee satisfaction and professional development

1.4. Research Questions

This study aims to address the following questions.. 

i. Do policies on Diversity management and inclusion affect employee performance?
ii. What are organisations doing to promote Diversity and Inclusion ?, 
iii. How  do employees think about diversity and inclusion? More specifically, if employees like or dislike diversity and inclusion and why? 
iv. What are organisations doing to promote Diversity and Inclusion ? 


1.4 Structure of the Remainder of the Dissertation

[bookmark: _Hlk106962416]The next chapter is chapter two. This chapter covers the literature review. It covers a critical review and analysis of the theory, emprirical review, research objectives and the research questions and propositions or hypotheses. Chapter three will cover methodology, that is, research philosophy and approach, research strategy, data collection techniques,  sampling strategies, actual data collection process, data analysis and limitations of the research. 





































Chapter Two: Literature Review

2.1 Introduction

[bookmark: _Hlk106964005]This chapter covers critical review and analysis of the theory, emprirical review, research objectives and research questions.

2.2 Theoritical Review

Diversity theories in organisations started developing in the 80s, influenced by managerial reports pointing particularly on the increase of diversity on the workforce. This study will be anchored on resource based theory, social identity theory and signalling theory.

2.2.1 Resource Based Theory
According to resource-based theory of firm discussed by Barney (1991) there exist a positive relationship between diversity and performance. The Resource-Based View (RBV) of the firm or the internal view of competitive advantage arose from a diversion since the early 1980s towards considering internal resources and capabilities as the primary source of competitiveness Barney (1991) and Wernerfelt (1984) developed the resource-based theory around the internal competencies of firms and turned the interest of strategic management towards the inside of the firm.  According to RBV competitive advantage is rooted in a firm’s assets that are valuable and inimitable.  The new perspective expects firms to compete based on their unique or distinctive internal capabilities, competencies and resource capabilities (Hoskisson et al, 1999). Among the strategic resources that may contribute to sustainable competitive advantage. Human capital, psychological capital and social capital have been presented as the most universally valuable and imperfectly imitable resources (Crook et al., 2012)

A firm’s capabilities or competencies and management ability to marshal the resources and their deployment patterns to produce superior performance determine competitive advantage (Grant, 1991). Barney (1991) also noted that by nurturing a firm’s resources and internal competencies and applying them to an appropriate external environment, a firm can develop a viable and sustainable strategy. The resource based theory posits that if a firm acquires valuable, rare, inimitable and non-substitutable resources it can have superior performance (Grant & Jordan, 2012). Such resources can be tangible, intangible and capabilities. This theory informs the conceptual relationship between entrepreneurial orientation and growth of SME’s. The essence of the RBV lies in the emphasis of resources and capabilities as the genesis of competitive advantage hence growth: resources are heterogeneously distributed across competing firms, and are imperfectly mobile which, in turn, makes this heterogeneity persist over time (Mahoney and Pandian, 1992).

According to Resource Based Theory resources are inputs into a firm's production process; are categorized into three classes, that is, physical capital, organizational capital and human capital (Crook, 2008). Capability refers to the capacity for a group of resources to carry out a stretch task of an activity. Every organization is a collection of unique resources and capabilities which provides the basis for its strategy and the primary source of its returns. The usage of the similar resources/capabilities under different conditions do leads to economies of scope and in economic quasi rents, which allows the company to generate sustainable competitive advantage and higher performance. In particular, unique path dependent resources, which are in short supply in the marketplace, can be leveraged across related product lines and provide higher rents. Markides & Williamson (2006) urged that organizations create value since these strategic assets are very difficult to substitute by other resources or imitate.

Newman et al (2014) has differentiated the three people-based resources namely psychological, human and social capital. Psychological capital refers to an individual’s psychological capacities that can be measured, developed and harnessed for performance improvement. Human capital refers to an individual’s stock of knowledge, skills and abilities that can be increased by experience and/or investment in education and training (Foss, 2011). The concept of social capital emerged from sociology and relates to the aggregate of the actual or potential resources that are linked to the possession of a durable network of relationships of mutual acquaintance and recognition (Newman et al., 2014). Put simply, human capital is concerned with „what you know‟, and social capital is concerned with „who you know‟, whereas psychological capital is concerned with „who you are‟ and „who are you becoming‟ (Luthans et al., 2008).

2.2.2 Social Identity Theory

Social Identity Theory (SIT) is widely cited for providing a basis for how we perceive and interact within and across groups. According  to social identity theory there exist a negative relationship between workforce diversity and organizational outcomes (Tajfel and Turner, 1986). According to social identity theory, social behaviour is determined by the character and motivations of the person as an individual (interpersonal behaviour) as well as by the person's group membership, that is, intergroup behaviour. Tajfel (1979) proposed that the groups (social class, family, football team etc.) which people belonged to were an important source of pride and self-esteem. Groups give us a sense of social identity: a sense of belonging to the social world. According to social identity theory (Hogg, 2006), people categorize themselves into different social categories to build their own social identity. Social categorization is one explanation for prejudice attitudes, that is, “them” and “us” mentality which leads to in-groups and out-groups.

Tajfel and Turner (1979) proposed that there are three mental processes involved in evaluating others as “us” or “them” (i.e. “in-group” and “out-group”. These take place in a particular order, that is, social category, social identification and social comparison. The first is categorization, categorize objects in order to understand them and identify them. In a very similar way we categorize people (including ourselves) in order to understand the social environment.  In social identification, we adopt the identity of the group we have categorized ourselves as belonging to.There will be an emotional significance to your identification with a group, and your self-esteem will become bound up with group membership.The final stage is social comparison.  Once we have categorized ourselves as part of a group and have identified with that group we then tend to compare that group with other groups. If our self-esteem is to be maintained our group needs to compare favorably with other groups.

Social identity theory offers a motivational explanation for in-group bias. First, judgments about self as a group member are held to be associated with the outcome of social comparisons between the in-group and relevant out-groups. Second, it is assumed that people desire a satisfactory self-image, and positive self-esteem. Positive self-evaluation as a group member can be achieved by ensuring that the in-group is positively distinctive from the out-group. Usually group members will engage in social competition with out-groups to try to make the in-group positively distinctive (Hewstone et al., 2002).

2.2.3 Signalling Theory
The signalling theory posits that employee perceptions of an organization’s objectives and attributes, including policies, procedures and practices, are shaped by the organization’s cues and signals (Spence, 1973). Connection bwteen diversity and organiational value of diverist is based on the process of the signalling theory, that is, communication under conditions of information asymmetry between two parties (Spence, 2002). Diversity practices, or efforts, within an organization serve as signals of its commitment to support employees from all backgrounds (Downey, Werff, Thomas & Plaut, 2015). Cues refer to organizational aspects noticed by employees. Signals refer to organization-delivered messages (Avery et al., 2007). Propositions based on the signalling theory suggest that, due to the incomplete information about an organization, employees form perceptions about the organization’s characteristics from visible cues and signals the organization attempts to provide (Turban & Greening, 1997).

Employees receive signals from the organization in the form of efforts they make to support diversity and the organizational value towards diversity. In this process, organizational members assign meanings to organizational events, practices and procedures that they experience. Such meanings are aggregated and constitute the organizational diversity climate (Schneider & Reichers, 1983). Indeed, employees pay attention to what they encounter and the surroundings within their organization, and consequently reach conclusions about the priorities and values upheld by their organization (Schneider, Gunnarson & Niles-Jolly, 1994). For example, employees develop general views regarding the extent to which management values their contributions based on their experience of reward management systems. Favourable types of rewards, including recognition, pay and promotions, have been found to be identified by employees as indicators of management’s positive assessment and appreciation of their contributions (Rhoades & Eisenberger, 2002). Signalling perspectives have been widely incorporated in recruitment research to show how applicants use information, or signals, which they encounter during the recruitment process to make inferences about the attributes of an organization (Rynes, Bretz & Gerhart, 1991; Suazo, Martínez & Sandoval, 2009). Common attributes entail vision and mission statements, organizational values and goals, employee testimonials, organizational initiatives, information regarding compensation, employee benefits and job requirements (Cober, Brown, Blumental, Doverspike & Levy, 2000).


2.3: Empirical Riview 

The concept of diversity is all about matters of difference and inclusion. It is not easy to agree on the nature of difference and the kind of inclusionary measures that should be practiced.(Thomas 1996). It’s always better to have proactive approach by checking the readiness of organizations towards diversity and inclusion issues. This can be done by conducting diversity audits within the organization so as to examine the pulse of diversity supportive environment in terms of recruitment and selection policies, retention strategies. According to Pelled, Ledford, and Mohrman (1999), inclusion refers to the degree to which an employee feels included and accepted by others in the group as an insider. Roberson (2006) defined inclusion as full participation and involvement of employees in the management by removing the barriers in growth. Miller (1998) defined inclusion as perception of employees that they are allowed to participate and contribute towards organization goal. Holvino, Ferdman, and Merrill-Sands (2004) define workplace diversity as an inclusive organization in which the diversity of knowledge and outlook that members bring to the organization that shape the organization’s structure and system.


Many articles have been written on diversity inclusion and performance and how the two relate to each other. Why  are Academics so interested in Diversity inclusion and how it impacts employee satisfaction and performance in general. Why should organisations include Diversity as part of their objectives? Tay McNamara  and Pitt-Catsouphes, explored the relationship between the quality of employment and the intent to leave/retire. (375-395), (2019). Mathew Vanderschuere and Chris Birdsall researched on can diversity management improve job satisfaction for military veterans in the federal government?(2018).

Most of the data found was mainly focussed on Public services where diversity problems were first realised. In the past diversity research was dominated by “problems” associated with Diversity. Which were mainly discrimination, affirmation, bias and tokenism. (Shore et al., 2009). There have been meaningful and informative theories and empirical studies (Jackson & Joshi, 2011), but this has now changed, and scholars are increasingly focusing on ways in which Diversity may enhance work processes and organizational mechanisms that promote value of diversity (Gonzalez & DeNisi 2009,  Homan et al 2008). According to Odhiambo (2014) study on educational sector in Kenya, a positive significant relationship exists between workforce diversity management and employees’ job performance. Kyalo (2015) also found positive impact of diversity management on employees’ job performance.

With Diversity and Inclusion researchers are looking for ways to integrate diversity in organisations (Thomas & Ely, 1996) one research has identified that creating work environments that are diverse  make individuals feel included (Bilimoria Joy , & Liang 2008; Roberson 2006). Researchers have found that there are many advantages associated with being an accepted member of a group. People seem to attribute positive characteristics to other members of their in-group and display in-group favouritism (Turner 1975) thus this loyalty trustworthiness among group members function to enhance the security of individual members(Brewer , 2007). But according to Bonner and Coleman (2002) individuals only socially identify with a particular group when it allows them favours such as belongings and uniqueness.

According to Homan, Knippenberg, Kleef, and Dreu, (2007), performance can get a boost if there is diversity in information and perspectives among members of work group, but the point is that the members should believe in the sanctity of diversity of traits both visible and invisible. Diverse group can perform better if they embrace a pro-diversity belief rather than pro-similarity beliefs (Homan et. al, 2007). It has been supported by many researches that heterogeneous teams assimilating minority members were more innovative and creative in generating ideas and unusual alternatives than homogenous teams (Nemeth, 1986). Diversity of educational background and years of association with the company also influence the quality of discussion and debate, that impact the decision making process in a positive way (Simons, Pelled, and Smith, 1999). Ehrhart (2004) found that fair treatment of diverse workforce by top management is vital for inclusion to take place. Employee’s perception of being accepted in the group is effected by the behavior a leader displays while interacting with the followers (Douglas, Ferris, Buckley, and Gundlach, 2003).

McKay et. al (2008), revealed that integrating diverse groups of workforce with various others diverse stakeholders results in improved decision-making pattern, context focused approach towards problems, innovation and creativity which further leads to a competitive advantage to organizations. Pelled, Eisenhardt, and Xin, (1999), observed that positive and negative impact of diversity varies according to the various dimensions of diversity, that is diversity on the basis of functional background usually do not have much impact on team performance but gender, age, tenure and race germinate emotional conflict among group members leading to decline in team performance. Practices such as access to information, communication facilitation, employee participation in decision making, freedom from stereotyping, systematic conflict resolution mechanism are positively related with organizational commitment, organizational citizenship behavior, ultimately resulting in satisfaction towards job and least intension to leave (Nishii, 2010). Ely (2004) and Kochan et al. (2003) study revealed no positive interaction between diversity management and organizational performance in their different research. Similarly, Leonard et al. (2004) discovered negative influence of diversity management on employees’ performance. Darwin and Palanisamy (2015) study revealed no significant effect between workforce diversity and employees’ job performance in Singapore Simons and Roberson, (2003) revealed that that work group perception towards diversity climate in the form of equity in treatment, sharing of information and participation in the management leads to positive organizational outcomes ranging from more organizational commitment, organizational citizenship behavior and least turnover intentions. Telcom (2015) reported that, employees’ perception of inclusion has strong positive impact on their job satisfaction among the Norwegian workforc


This paper will be reviewing the impact of diversity to employee satisfaction and performance today. Previous studies have been mainly concerned about discriminatory practices in workplaces concentrating on experiences of minority groups , which include attention to phenomena such as glass-ceiling effect (Cox & Nkomo 1990;wirth,2001) on wage differences (Ashraf, 1996).


Debates and policies regarding diversity are found in different social sectors. Such sectors range from Education, Health, Government, media and workplace. This paper will mainly focus on diversity in Workplace across different types of organisations. We need to realise that the dictionary definition of “diversity ”is of a little practical value as in the workplace diversity holds multiple conflicting and overlapping meanings (Hays-Thomas, 2004: Prasad & Mills, 1997). Most Professionals and trade unions claim ownership over the term and offer their own interpretations.

2.4 Research Objectives

The study objectives includes; 

i. To review the literature on Diversity and inclusion on Employee Satisfaction.
ii. To review literature on  diversity strategies in organisations work and what impact they have on Employee Satisfaction.
iii. To review literature on how  strategy, impact the professional development of employees in individual personal development.
iv. To review literature on the metrics mixture and opportunities provided to employees when being promoted to senior Management.
v. To Review literature on how diversity Policies have impacted the executive board recruitment
vi. To investigate by interview how diversity management works and the impact on Employee Performance.
vii. To explore the relationship between Performance and satisfaction and critically analyse how it affects the performance development.
viii. To explore the relationship between diversity recruitment and Company performance
ix. Explore if Diversity Policies work and if they should exist in organisations.

2.5 Research Questions 

i. Do policies on Diversity management and inclusion affect employee performance?
ii. What are organisations doing to promote Diversity and Inclusion ?, 
iii. How  do employees think about diversity and inclusion? More specifically, if employees like or dislike diversity and inclusion and why? 
iv. What are organisations doing to promote Diversity and Inclusion ?






































Chapter Three: Methodology

3.1 Introduction 
This cahapter covers research philosophy and approach, research strategy, data collection techniques, sampling strategies, actual data collection process, data analysis and limitations of the research.

[bookmark: _Hlk106969970]3.2 Research Philosophy And Approach
A philosophical alignment in research is the guiding principle governing the collection, analysis, and application of evidence concerning a phenomenon (Wakaisuka, 2017). Ontology and epistemology are at the core of research philosophies (Tauringana & Chithambo, 2014). When it comes to ontology, the sorts of things that exist in the social world and the assumptions made about how and what that social world looks are of primary importance. Contrarily, epistemology focuses on the nature of knowledge and the procedures through which people gain insight into social reality. Based on ontology and epistemology, two research paradigms, positivism and interpretivism emerges (Tauringana & Chithambo, 2014). 

The positivist perspective allows the testing of hypotheses, their acceptance or rejection depending on the test findings, resulting in further study. The philosophy associated with positivism school differentiates the researcher from the subjects as independent and cannot influence each other’s outcome or results (Saunders et al., 2007). Philosophers have contributed significantly towards positivism key among them are Karl Popper and Thomas Kuhn. Popper is the proponent of the inductivist form of scientific method that accounts for logical asymmetry between verification and falsifiability. On the other hand, Kuhn argues that scientific inquiry does not follow a linear accumulation of knowledge but instead undergoes periodic revolution (Saunders, Lewis & Thornbill, 2007). According to Saunders et al., (2007), The school of philosophy is quantitative, in contrast to phenomenology, essentially qualitative. According to Thornhill (2007), phenomenology advocates that knowledge is premised on experience from an individual perspective. It focuses on immediate experience, personalized knowledge, and interpretation through the coexistence and compatibility of alternative frameworks (Grandori, 2001). The school of thought of phenomonolgy argues that research is dependent on theory. The theoretical position held by researchers both guide their primary role and determine what gets construed as a research problem, the procedures used, and what constitutes observation and evidence (Watson, 2000). The study will be anchored on phenomenology/ interpretivism.    

3.3 Research strategy 
Research design is the strategy or plan, which is used to acquire participants, and how to collect data from them, in order to arrive at conclusions about a research question (Zikmund et al. 2010). Kisilu& trump (2010) defined a research design as the structure of the research, that is, it is the essential of all aspects of any research. Orodho (2011) posited that a research design is a road map of all the conditions and elements for the collection and analysis of data in an objective manner that is in line with the research aims. It provides a framework within which research is done. The study will use a descriptive research design. The design was adopted because it is concerned with determining the relationship between variables (Churchill, 1991). 

A descriptive research design is primarily concerned with the who, what, when and how of a topic with respect to a specific population of subjects, either at a fixed point in time or at varying times for comparative purpose (Gill & Johnson, 2002). The aim of this research design is to gather data without any manipulation of the research context and it is non-intrusive and deals with naturally occurring phenomena, where the researcher has got control over the variables. This is the most suitable design when studying large populations by selecting small samples for observation and analysis. The results of the sample analysis will be used to interpret or estimate the overall population characteristics, hence the justification of the adaptation of descriptive research design in the study.

3.4 Data Collection Techniques 
Data collection is a technique used for gathering data systematically from various sources for a particular purpose, while data collection instrument refers to the device used to collect data (Mugenda & Mugenda, 2003). Primary data will be collected using interview guide and questionnaires which will self-administered through focus group discussion, drop and pick later method and through electronic (email). Focus group discusssions allows for probing and getting to collect more informations aas the respondents upen up and own the session. Drop and pick later  procedure as well as email gives the respondents time to fill the questionnaires and reduced the biasness which would be caused by the presence of the researcher through face to face contact

3.5 Sampling Strategies

3.6 Actual Data Collection Process 
To collect the empirical material, the research will range from interviewing to direct observation, and personal experiences. The research will also use a number of reading materials, analysing Interviews, cultural texts, content and narratives. 

The Interview will be a Semi-Structured. There will be a formal interview between the researcher and the participant. The process will be either face-to—face or verbal through the telephone. The use of interviews to acquire is used extensively today. That it has been said we live in an “interview society” (Atkinson & Silverman). Qualitative researchers are realising that interviews are not neutral tools of data gathering but active interactions between two (or more) people leading to negotiated, contextually based results. (Lincoln, n.d.)

3.7 Data Analysis 


3.8 Limitations of the research

















3.9 Time Scale and Possible Constraints.


	Tasks
	Timetable
	Notes How to do this
	Complete

	Discuss The feasibility of research question with supervisor
	Week 1 after proposal Submission
	Email Supervisor after Submission
	18/10/2019

	Check Supervisor, check availability
	18/10/2019
	Email Supervisor
	18/10/2019

	Time Table meeting with Supervisor
	18/10/2019
	Email Supervisor
	18/10/2019

	Break down the Research
	21/10/2019
	literature Search, fieldwork/Survey. Interviews, desk research
	21/10/2019

	Create a rough Outline. Use sections in the proposal
	22/10/2019
	Review and add the literature review, Content
	23/10/2019

	Address the dissertation Title
	23/10/2019
	Does each section flow into the other
	24/10/2019

	Write research survey Question
	24/10/2019
	prepare the questions and check with supervisor
	28/10/2019

	Contact and make appointments with participants
	29/10/2019
	Arrange time location and interview way of contact
	30/10/2019

	Start analysing results. Coding etc
	04/11/2019
	Record results. Refer back to Research Question
	15/11/2019

	record findings
	16/11/2019
	Refer to Literature available
	22/11/2019

	Conclude the paper
	23/11/2019
	Write full dissertation, make observations conclusions findings
	29/11/2019

	References
	29/11/2019
	All information in the dissertation checked and approved by supervisor
	




Possible Constraints

The time is very limited, and the work will have to be done within the next two months. Research will have to be done at hours when people are back home, and this could lead to tiredness and not getting all the information needed.

Meeting the supervisor is now an issue until I sort Out my University Problem. Feedback on email may be limited.
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