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[bookmark: _Toc128488929]1.1 Background of the Research
Equality in business has been a major requirement in businesses around the world. The employees have demanded an increased amount of equality in every aspect as companies have diversified beyond domestic boundaries (Leisink and Boxall, 2021). In the workplace, employees have often encountered numerous forms of discrimination that have reduced the reputation of the company and also reduced the satisfaction and productivity levels of employees (Tensay and Singh, 2020). Numerous forms of discrimination can exist in a workplace, such as discrimination based on the gender of an individual, the sexual orientation of the individual, their age, race and the faiths that they follow (Bishu and Headley, 2020). These forms of discrimination have been strictly condemned by employees and by leaders around the globe. Individuals with mental and physical disabilities have also been subjected to discrimination (Harel and Tzafrir, 2001). Due to these discriminations, employment opportunities in varying international companies have been reduced by a large margin. Due to these discriminations, inequality in pay has also been found. In addition to this, inequality has also been observed in terms of the benefits that have been provided to the employees. Various forms of discrimination have resulted in capable talents losing the scope of employment, and invariably this has led to discontent (Guest, 2002). One of the companies that have invested time and capital into ensuring that no forms of discrimination exist in the workplace (Parry et al., 2005). Accenture has taken into account all forms of challenges that may appear in the workplace in terms of discrimination and inequality, and they have created solutions that are robust the in the global IT industry. Accenture PLC has put a major focus on the equality of all genders in the company, and this has led to them becoming one of the most inclusive companies in the world (Carvalho and Cabral‐Cardoso, 2008). Accenture has given equal opportunities to all forms of genders in terms of all posts in the company. It has been found that 50 per cent of the managers in Accenture have been women. In addition, the HRM in Accenture has a policy of hiring male and female employees in equal numbers (Miao, 2012). In terms of the promotions of employees, women have also received equal amounts of promotions.
[bookmark: _Toc128488930]1.2 Research Problem
Diversity in workplaces around the globe has become crucial and a requirement in order to demonstrate inclusion and for improving the overall collective performance of the firm (Vanhala, Kaarelson and Alas, 2006). However, with inclusion, a number of challenges can emerge, and the responsibility of managing and mitigating these challenges is given to the HRM managers and employees (Fernando and Bandara, 2020). The HRM, thereby, have been required to face a number of challenging scenarios within the workplace in terms of tackling a number of complaints from the employees. The lack of insights in the literature has been a major issue, and a thorough examination of these aspects has been required (Bellou, 2007). The HRM has often failed to provide equal opportunities to every employee in the workplace, and this has led to discontent among the employees (Biščak and Benčina, 2019). A dissatisfied group of employees can incite conflicts and lead to a drop in performance levels. These issues need to be handled by the HRM in the shortest possible timeframe in order to ensure that performance levels are regained in the competitive market (Cooke, 2004). These themes will be analyzed at great length through this planned research.
[bookmark: _Toc128488931]1.3 Aim and Objectives 
1.3.1 Research Aim
This proposed research study is fundamentally aimed at evaluating the influence of HRM processes towards service performance and equal employment opportunities for employees in Accenture, which has been a major company in the IT sector of the world.
1.3.2 Research Objectives
· To determine the impact of HRM on service performance as well as equal employment opportunities for employees of Accenture
· To identify the problems encountered by HRM with respect to employment opportunities and services for employees of Accenture
· To assess the strategies utilised by HRM for providing equal opportunities and improving the performance of employees of Accenture
· To recommend proper approaches to the HRM for enhancing management practices towards delivering better opportunities to employees and enhancing their service productivity 
1.4 [bookmark: _Toc128488932]Research Questions
1. What is the impact of HRM on service performance as well as equal employment opportunities for employees of Accenture? 
2. What are the problems encountered by HRM with respect to employment opportunities and services for employees of Accenture? 
3. How are the strategies framed and utilised by HRM for providing equal opportunities and improving the performance of employees of Accenture?
4. What are the recommended proper approaches to the HRM for enhancing management practices towards delivering better opportunities to employees and enhancing their service productivity? 
[bookmark: _Toc128488933]2. Literature Review
Inclusivity has been immensely important in companies around the world, as it has helped in forming a better and more versatile form of workplace. Tzafrir, Meshoulam and Baruch (2007) have stated that employees engage in a better manner when there are diverse employees in the company. The engagement of the employees in the tasks given by the company and the leaders can increase through the practice of inclusion in the company. The employees can feel empowered with an increased form of inclusion in the company by forming teams with diverse employees. In addition to this, the inclusion of diverse employees can increase the sense of belonging in the workplace, and the interactions between the employees can improve significantly. As Maiya and Bagali (2014) have observed, the employees in companies in the private sector who have followed the principles of equal recruitment have provided scope to create a workplace that contains employees of diverse talents. The provision of equal opportunities to all classes and genders of companies has provided the impetus for the employees to work harder in order to attain a high state of productivity and attain a greater position at the company. Shen (2010) has added that the activities of the HRM in terms of taking initiatives to create a better experience for the employees have been important for overall workplace satisfaction. Due to this form of action, the work-life balance of the employees has increased by a large margin. Additionally, increased opportunities for employees of all genders and ethnicities have been important in boosting innovation within the company. 
The HRM in the private sector can face a number of challenges in the company which can result in inefficiency in the activities which are carried out to create equal opportunities at the workplace. Gould‐Williams (2004) has fronted that the HRM can often face communication barriers with employees who belong to diverse faiths and ethnicities. This can make it tough for the HRM to implement strategies that can allow them to relay the strategies and information to the employees. Additionally, the employees may misunderstand the HRM, and this can also lead to some challenges. The workplace in the private sector is often hectic, and communication between the teams and the HRM needs to be streamlined. Chiu and Levin (2003) have added that the HRM needs to implement various forms of strategies and devices that can allow the HRM to create a viable structure of communication among cross-cultural employees. The mindset of the leaders also plays an important part. There are some leaders who have a narrow mentality and often tend to block opportunities for diverse employees. This is an issue as the leaders have the final say in the operations of the company, and they lack awareness of inclusion and diversity. Debrah (2003) has stated that sufficient forms of awareness from the leaders are needed such that the employees can feel safe and connected to the company and towards other employees. Additionally, the behaviour of the leaders is also crucial in terms of managing the HRM and the messages that the HRM employees get about the management of the workplace. 
The BELONG framework can show the types of factors that help in building an inclusive workplace with equal opportunities. As observed by Antonsich (2010), the companies the first element of this framework is that of the aspect of belonging within the workplace, which is felt by the employees. By creating an equal form of opportunity for the employees, the HRM can create a workplace that fosters a sense of belongingness and empathy. This form of the workplace can form teams that are highly efficient and have the ability to solve complex issues within the workplace. Equity is the most crucial element of this framework in the context of this study. The HRM needs to ensure that there is an equal opportunity given to each employee, irrespective of age, gender and background. Pashby (2008) has added that leadership, opportunity, normalisation and governance are the other elements of this model which show that these are crucial elements to creating a workplace that provides equal opportunity. 
With respect to the analysis of the previous literature that has been done in this research paper, it can be understood that those literary papers were comprised of certain gaps. There have been gaps present concerning the challenges and issues that are encountered by the HRM in terms of recruiting employees as well as boosting their organisational performance, which resulted in an inadequate understanding of the research topic. However, the recognised gaps will be appropriately addressed in this very research investigation, which will be useful for garnering improved comprehension of the topic. 
[bookmark: _Toc128488934]3. Methodology
In the context of this specific research exploration of the HRM processes and their impact on service performance as well as equal opportunities for the employees that are associated with private sector organisations, the choices of the most plausible research methods and methodologies will lead to the obtaining of fruitful conclusions. The paradigm that will be adequately chosen for carrying forth this study is the positivism philosophy. Adherence to this philosophy over other research philosophies is essential with respect to gaining empirical quantitative data that is in alignment with fulfilling the research requirements. The “factual knowledge” that is gained through measurements and observations is found to be highly reliable, which brings about viable research outcomes (Al-Ababneh, 2020). The approach of deductive will be suitable in this study, as it will enable explaining the fundamental relationship between equal employment opportunities as well as services performance with the practices of HRM. This would lead to the procurement of necessary results that are useful for meeting the objectives and formulated aim of the research paper (Newman and Gough 2020). In addition, this approach will support the measurement of concepts in a quantitative manner leading to the generalisation of research findings. The implementation of the survey strategy will be best in terms of facilitating the overall research processes that are being executed in this paper. This strategy will support the researcher in acquiring first-hand perception or insights concerning the research subject matter, which facilitates the attainment of research conclusions that are formerly anticipated from the research (Suprapto et al., 2020). The samples that would be chosen for regulating the survey process will be the employees that are working under the private sector organisations. The researcher will choose 250 mid-level employees through a purposive sampling method that will enable procuring the right samples in an unbiased manner for completing the survey. 
The researcher will be following a mixed method of data collection method through an online survey and open-ended interviews, which will enable attaining both quantitative and qualitative data based on the research topic. In addition, there will be the formulation of 25 survey questions that will be close-ended and will be conveyed to the chosen employees to facilitate them completing the survey (Sileyew, 2019). Apart from that, the analysis tool of SPSS will be considered, which will enable the researcher to gain an improved comprehension of the complex survey data in a graphical format through the usage of features such as the “correlation analysis” and “descriptive statistical analysis”. Due to this, the ability of the researcher to bring about viable research conclusions will result in attaining the due objectives and research aim of the paper. Apart from that, the researcher will be significantly maintaining ethical principles and guidelines while carrying forth this paper, as it will empower the researcher to adequately maintain research ethics and further undertake the research activities in an ethical manner (Brandenburg and McDonough, 2019). By following the GDPR of 2018, the survey data will be preserved in an electronic USB device so as to reduce the risks of data misuse.
The interviews will be carried out through the conduction of 30 in-depth interviews of mid-level employees. In order to analyse these data, the NEO software will be utilised. 
[bookmark: _Toc128488935]4. Conclusion
It is primarily concluded from this research study that the practices that are being undertaken by HR managers within private sector organisations are mostly focused on boosting employee performance as well as facilitating the recruitment processes for gaining immensely talented individuals. Furthermore, it was found that the HR managers have come across certain complications that are creating challenges concerning recruitment processes and are further affecting organisational performance. The utilisation of the most viable research methods will result in obtaining the research results that are expected, and the ethical principles will be appropriately followed during the execution of the research processes in this very research study. 
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