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[bookmark: _Toc194091520]Abstract:
Multicultural competence critical organisational aspects needed to fulfill the satisfaction of the employees and to develop a sound climate or working environment, especially in global companies. Therefore, this research seeks to determine how diversity and inclusion policies of HSBC UK have affected its employee engagement, commitment as well as morale. Therefore, using data from a plethora of available reports, case studies, and articles, the research seeks to assess the major approaches that enhance job satisfaction and staff retention. It gives details of how diversity activities affect organisational productivity and the best policy to adopt if an organisation wants to promote inclusiveness. The current study advances the knowledge on corporate diversity policies and how they can influence the experiences of the workforce.
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[bookmark: _Toc194091525]Chapter 1. Introduction
Diversity and inclusion are crucial for raising employee loyalty and fostering a positive corporate culture in today's multicultural and international workplace. The current case study helps to explore how HSBC UK's diversity and inclusion policies impact employee job satisfaction. To provide insights into how these programs affect workplace morale and productivity (Ruiz, et al., 2016). HSBC UK is a leading banking company that has acknowledged the value of diversity and inclusion in promoting employee engagement. Projects of HSBC UK could involve networks of support and inclusive training programs. This study aims to illustrate the advantages of HSBC policies and provide a roadmap for companies in the market. Reviewing the collection of current knowledge and doing secondary research, it advances inclusion and equality in the workforce. 
[image: ]
[bookmark: _Toc194090637]Figure 1 HSBC UK (Independent, 2023)
[bookmark: _Toc194091526]2. Background
In 1865, the Hong Kong and Shanghai Banking Corporation was established in Hong Kong. Its main purpose is to fund trade between the coasts of Europe, China and the US (Global Fintech Market, 2023). London is home to HSBC Holdings Plc, the biggest bank in the UK and a global provider of financial services. HSBC UK is one of the largest banks and financial services firms globally. HSBC is aware that embracing diversity and promoting inclusion is necessary to create a work climate where all employees feel appreciated and empowered. A wide range of policies and initiatives that support increased LGBTQ employees. Gender equality, cultural diversity, and accessibility for individuals with disabilities are all part of HSBC’s diversity and inclusion policy (Rumens, 2017). 
[bookmark: _Toc194091527]3. Research Problem
The study's focus has made it evident that workplace diversity and inclusion are becoming increasingly significant. Further investigation is still required to completely comprehend the impact of these policies on employees' job satisfaction, particularly in large international corporations (Ullah & Asghar, 2023). Although HSBC UK has put in place some diversity and inclusion measures to promote an inclusive workplace, it is unclear how much of these efforts result in increased employee job satisfaction. By looking at employee understanding towards these policies, the study intends to discover important characteristics that either support or undermine the efficacy of raising job satisfaction. 
[bookmark: _Toc194091528]4. Aim of Research 
The main aim of the research is to highlight the essential elements of HSBC through a case study of HSBC. This study examines how HSBC's policies impact employees' engagement, commitment, and morale in the banking sector.
[bookmark: _Toc194091529]4.1 HSBC’s policies impact employees’ engagement 
This study seeks policies that enhance employee retention and satisfaction. The study explores how diversity and inclusion policies impact employee engagement and overall work satisfaction by examining the effectiveness of various policies (Sivaprasad & Mathew, 2021). 
[bookmark: _Toc194091530]4.2 HSBC’s policies impact employees’ Commitment
The purpose of this study is to investigate the effects of HSBC's policies on employee commitment, engagement, and morale. By identifying important elements that affect employee retention and satisfaction at HSBC, it aims to investigate the connection between organisational policies and workforce motivation.
[bookmark: _Toc194091531]4.3 HSBC policies impact employees’ Morale
Employee morale is raised by the organisation when its personnel receive praise. To improve employee morale, HSBC influences its workforce by promptly providing bonuses and other advantages.
[bookmark: _Toc194091532]5. Research Objectives
1) To ascertain how HSBC UK's diversity and inclusion policies affect employee engagement, retention, and job satisfaction.
2) To identify and assess the important parts of the diversity and inclusion strategies and initiatives of HSBC to add positive value toward developing a culture of inclusivity in the workplace
[bookmark: _Toc194091533]6. Research Questions
1. Do HSBC UK's diversity and inclusion policies impact employee morale across different demographics? If so, how?
2. Do HSBC UK's inclusion efforts relate to employee retention rates?
3. Which HSBC diversity and inclusion tactics are most effective in creating an inclusive workplace culture?
4. How effective do employees find HSBC UK's diversity and inclusion measures?
[bookmark: _Toc194091534]7. Justification of Research
Diversity and inclusion policies have grown to be an essential component of corporate goals as businesses have placed a greater emphasis on employee retention and happiness in recent years. Research indicates that a diverse and inclusive workplace culture fosters employee loyalty, creativity, and engagement (Maina, 2023). This study examines how diversity and inclusion policies affect workers' job satisfaction in a top financial services organisation, using HSBC UK as a case study. According to Shore and Chung (2022), fostering an inclusive workplace not only increases job happiness but also encourages creativity and lowers attrition rates (Shore & Chung, 2022). This study is justified by the need to scientifically investigate these claims in the context of HSBC UK, a global financial institution with a diverse workforce.
According to Clark and co-writers in 2021, diversity and inclusion policies enhance an organisation's standing and attract a diverse pool of talent (Clark, et al., 2021). An understanding of how HSBC's diversity and inclusion policies can enhance employees' job happiness can be achieved through an examination of the company's initiatives. In addition to having an impact on HSBC, the study's conclusions will provide practical guidance for other companies wishing to start or improve their diversity and inclusion policies.
[bookmark: _Toc194091535]8. Methodology
HSBC study is based on secondary data, The study examines how HSBC UK's diversity and inclusion policies affect workers' job satisfaction by utilising industry reports, case studies and existing literature. The information gathered is qualitative. To provide a comprehensive examination of the diversity and inclusion procedures and their impacts, the study looks at credible sources without gathering data from participants (Nahar, et al., 2021). To guarantee a representative and varied sample of workers from various departments and demographic backgrounds, a purposive sampling technique will be used. This will assist in gathering diverse viewpoints regarding the effects of diversity and inclusion policy. All participants will be asked for their informed consent, guaranteeing that they are aware of the study's objectives and their right to privacy. 
[bookmark: _Toc194091536]9. Organisation of Study
Six main chapters make up this study's framework. The first chapter gives a summary of the research, including its background, goal, and rationale. The literature review examines current studies and theoretical models about job satisfaction, diversity and inclusion. The data collection procedures, research design and analytical approaches employed in the study are all described in the methodology chapter. The diversity and inclusion policies and activities of HSBC UK are thoroughly examined in Chapter 4. Chapter 5 presents and analyses the information gathered through surveys and document analysis. The findings are interpreted in the last chapter, considering the research goals and literature review. 



[bookmark: _Toc191042079][bookmark: _Toc194091537]Chapter 2: Literature Review
[bookmark: _Toc191042080][bookmark: _Toc194091538]2.1. Introduction
Diversity and inclusion (D&I) have emerged as core issues in contemporary business plans and significantly contribute to employee job satisfaction. HSBC UK, a British financial giant, has incorporated D&I policies into its system to enhance morale, motivation and general job satisfaction. In this literature review, the study investigates the influence of D&I policies and practices by summarising academic and industry reports and article results.
[bookmark: _Toc191042081][bookmark: _Toc194091539]2.2. The Role of Diversity and Inclusion in Organisational Success
Diversity and inclusion (D&I) are drivers of business performance and facilitate innovation, employee engagement and business performance. Diversified employees combine employees who have different backgrounds, experiences, and ideas, which results in improved problem-solving and decision-making. HSBC's inclusion strategy promotes diversity and encourages employees in the workplace (Ruiz et al., 2016). Inclusion helps to make employees feel respected, valued, and empowered within their workplace. Inclusive leaders listen effectively to employees' opinions, accept their mistakes and offer support to them. It enhances job satisfaction and reduces turnover rates (Shore and Chung, 2021). Diversity in organisations fosters an environment of inclusion in which the workers feel secure to perform their best, contributing to long-term business success.
HSBC UK has implemented D&I policies strategically to ensure an inclusive work environment where workers are motivated to contribute and bring forth ideas. Studies have shown that inclusive work environments enhance employee loyalty, engagement, and innovation, which eventually enhances productivity (Jonsen et al., 2021). HSBC's efforts, including inclusive leadership initiatives, fair hiring policies, and flexible working arrangements, reflect the company's efforts to promote diversity at every level. Talented individuals are identified based on their performance across globally consistent leadership criteria (Armstrong and Taylor, 2023). These efforts are only effective, though, when they are well-implemented and understood by employees.
Aside from workplace advantages, diverse workplaces enjoy financial benefits through the attraction of talent and enhancement of corporate reputation. A strong dedication to diversity promotes brand value, customer relationships, and long-term sustainability. In addition, UK commercial banks focus on the change of capital structure, which influences (Maina, 2024). For organisations such as HSBC UK, inclusive culture is a social responsibility and also a strategic strength. Through the constant improvement of D&I policies, companies can increase employee engagement, enhance corporate culture, and maintain a competitive advantage in a changing business environment.
[bookmark: _Toc191042082][bookmark: _Toc194091540]2.3. HSBC UK’s Diversity and Inclusion Strategies
HSBC UK has adopted far-reaching diversity and inclusion (D&I) initiatives to promote an inclusive environment and improve staff satisfaction. The bank encourages workforce diversity by guaranteeing representation at all levels. According to the Interim Report (2024), 59.9% of HSBC UK's staff is made up of ethnic minorities, where legally allowed (HSBC Bank plc, 2024). HSBC's Inclusive Leadership Programme aims to develop leaders who promote inclusive teams and open communication. Gender diversity is also top of mind for the bank, meeting 36.7% female senior executive representatives by 2021 (HSBC UK Bank plc, 2021). There is still room for improvement, however, as the role of women in junior management positions remains at a meagre 17% (Shaheen et al., 2024). 
HSBC embeds D&I in its business policies through flexible working arrangements, mental health programs, and employee resource groups catering to underrepresented groups. Social banking solutions also focus on enhancing accessibility for various customer segments (Nahar et al., 2021). Although HSBC's diversity programs have enhanced staff engagement, research shows divergent views on the efficiency of these programs (Ullah and Asghar, 2023). To further reinforce inclusivity, HSBC needs to regularly evaluate and enhance its policies, guaranteeing the long-term achievement of a diverse and fair work environment.
[bookmark: _Toc191042083][bookmark: _Toc194091541]2.4. Impact of Diversity on Financial Performance
The diversity-financial performance nexus is an important consideration in business strategy. HSBC UK's diversity programs have played a role in its financial success, creating an active workforce that increases productivity and innovation. The 2022 and 2023 Annual Reports show that HSBC's net profit rose to $18 billion, partly due to its diverse workforce and carefully considered D&I strategies (Annual Report and Accounts, 2022). Banks play a crucial role in promoting financial stability by providing credit to consumers and businesses, which is necessary for economic growth and development (Valaswara and Hasnawati, 2023). A diverse and engaged workforce improves decision-making capabilities and customer relationships, leading to financial performance. In addition, business and financial performance are important strategic pillars for capital and liquidity management (HSBC UK Bank plc, 2023). 
However, the direct relationship between diversity and financial performance is intricate. Maina (2023) analysed the financial performance of British commercial banks such as HSBC and found a moderate negative relationship between financial performance and changes in capital structures. This shows that capital structure increases firm performance. In addition, the measures increase employee satisfaction and engagement, which leads to direct financial benefits (Maina, 2024). HSBC's reputation is valuable as it can provide a competitive advantage and market value over time. A tough, favourable reputation takes years to build, but it may be destroyed quickly. Reputation promotes and creates value by connecting with investors, suppliers and customers (Souza and Souza, 2023). 
HSBC's diversity branding also contributes to financial performance. According to Jonsson et al. (2021), HSBC's brand emphasises religious diversity, improved customer service and increased talent attraction. By diversifying its workforce, HSBC can strengthen its reputation as an employer of choice and increase customer loyalty. HSBC's diversification measures create long-term financial viability but require ongoing evaluation to make them more cost-effective.
[bookmark: _Toc191042084][bookmark: _Toc194091542]2.5. Leadership and Governance in Diversity Management
Effective governance and leadership are imperative in the process of adopting diversity management practices. HSBC UK embeds diversity in its leadership system by facilitating inclusive decision-making and fair workplace policies. However, their effectiveness is contingent on the senior management and governance bodies.
HSBC's leadership style changes even during financial crises, reflecting a bias towards stability rather than adaptability. In leadership positions, HSBC made progress toward its goal of 35% by 2025, reaching 33.3% in 2022 (Annual Report and Accounts, 2022). Although continuity in governance provides business stability, it can also impede the implementation of forward-thinking diversity practices. Another study contended that leadership must integrate behavioural economics to improve diversity outcomes, and this could mean a move towards more data-based, inclusive management practices (Robinson et al., 2018).
In the context of the COVID-19 pandemic, Sivaprasad & Mathew (2021) analysed HSBC's corporate governance and concluded that business agility contributed significantly to the preservation of diversity commitments. Based on their study, firms that had adaptive leadership styles were best placed to endure D&I initiatives in the face of crises (Sivaprasad and Mathew, 2021).
[bookmark: _Toc191042085][bookmark: _Toc194091543]2.6. Employee Engagement, Job Retention, and Job Satisfaction
Employee engagement, job retention, and job satisfaction are directly related to the success of diversity and inclusion (D&I) policies in organisations such as HSBC UK. A diverse and inclusive work environment creates a sense of belonging, which makes employees more engaged and committed to their jobs. When employees are valued and included, they tend to contribute actively, work together effectively, and stay motivated, resulting in enhanced overall job satisfaction (Pal and Gujral, 2024). Work culture is also a key driver of workplace inclusion. Companies with strong D&I programs, including fair employment, professional development opportunities, and flexible work programs, are likely to have lower turnover. Workers are more likely to feel comfortable in an organisation that makes concrete efforts to ensure equity, respect, and professional development.
In addition, the work culture affects direct job satisfaction. The efforts from HSBC UK, such as Inclusive Leadership Training and Mentorship Initiative, aim to promote a workplace, where workers feel safe and strengthened (Alshbani et al., 2021). Whether this effort is successful depends on how they are used and whether workers see their impact. To ensure optimal commitment, satisfaction and satisfaction, HSBC must regularly go through D&I practice and adopt those who will fulfil the employees' expectations and effectively promote a positive work culture.
[bookmark: _Toc194091544]2.7. Social Exchange Theory and Diversity
Social Exchange Theory (SET) provides a suitable theory or framework to check the relationship between diversity and inclusion (D&I) policies and employee job satisfaction (Ahmed et al., 2023). Research suggests that employees create mutual relationships with the organisation, which increases their involvement and job satisfaction with opportunities for discrimination, inclusion and promotion. When employees feel that their organisation affects diversity and provides equal opportunities, they demonstrate a high level of participation, productivity and loyalty (Xuecheng et al., 2022). In this way, the HSBC D&I efforts follow from the UK, for example through a set of inclusive leadership initiatives and fair career development, trust and respect rules. However, the efficiency of this effort depends on employees and the perception of inclusion, which can affect job satisfaction and retention.
[bookmark: _Toc191042086][bookmark: _Toc194091545]2.7. Summary
The study examines how employees affect job satisfaction in diversity and inclusion (D&I) Policies of HSBC and their importance for developing more busy and productive tasks. When companies use inclusive guidelines, their overall performance, innovation and morals are improved. To promote diversity in the workplace, HSBC UK has started several D&I initiatives. This includes flexible working hours, the process of keeping proper work and inclusive leadership training. However, the staff's perception of these measures is different, and there is any doubt that they can address inequalities in the workplace and improve job satisfaction. Employees' involvement, financial results, the company's reputation and corporate social responsibility (CSR) are all influenced by HSBC's diversity efforts.  By strengthening these areas, HSBC will be able to maintain its competition in the British financial sector. The maximum benefits of diversity efforts are to promote a more inclusive and productive workplace.









[bookmark: _Toc192887757][bookmark: _Toc194091546]Chapter 3: Methodology
[bookmark: _Toc192887758][bookmark: _Toc194091547]3.1. Introduction 
The research analyses the diversity and the insertion (D&I) Policies of HSBC UK. This chapter explains the research methodology used in the study to analyse the D&I policy and its influence on HSBC. This research adopts a qualitative method based on secondary data to examine the Diversity and Inclusion of the HSBC UK (D&I) policies and their impact on employee satisfaction.
[bookmark: _Toc192887759][bookmark: _Toc194091548]3.2. Research Design
This study adopts a qualitative research approach using secondary data to examine HSBC UK’s Diversity and Inclusion (D&I) policy and its impact on employee satisfaction. Qualitative methods are characterised by the fact that they produce rich, detailed data that keep participants' perspectives intact and provide multiple contexts for understanding the phenomenon under study (Lim, 2024). The study adopts a Research Onion Framework, which provides a systematic approach. It covers teams such as philosophy (interpretive), method (connections), strategy (case study), decision-making (qualitative), time frame (cross-sectional), and data collection methods (secondary sources) (Wimalaratne and Kulatunga, 2022). It provides a systematic and in-depth analysis of the diversity and inclusion of HSBC.
[bookmark: _Toc192887760][bookmark: _Toc194091549]3.3. Research Paradigm
This research is directed by an interpretive research paradigm, which is best suited for social constructions and qualitative studies that investigate human experience. Interpretive research focuses on topic, reference and meaning (Pervin and Mokhtar, 2022). In addition, HSBC is an appropriate research method for using the UK's diversity and inclusion (D&I) guidelines and how they influence employees' satisfaction. Unlike positivity, which is based on average data, explanatory purposes are to understand the dynamics of the complicated workplace from existing literature, reports and case studies.
In addition, research is creative in orientation and accepts that organisational culture, management and inclusion strategies affect job satisfaction. An individual strategy is used, where themes and patterns are developed from data instead of testing hypotheses. In this way, the research focuses on the corporate report and the industry's benchmarks. This paradigm offers a rich study of how HSBC's D&I guidelines affect employees' morality and engagement. The study wants to present more important insights than statistical generalisation. In addition, it ensures depth and relevance.
[bookmark: _Toc192887761][bookmark: _Toc194091550]3.4. Data Collection
This research is based on secondary data collection, using existing reports, learned literature and case studies in the industry. These sources analyse the diversity and inclusion (D&I) Guidelines for HSBC UK and how they affect employees' satisfaction. Secondary data provides a cheap and time-saving method (Cheong, et al., 2023). In addition, it enables reliable and broad sources such as HSBC's annual report, stability information, surveys from employee involvement and industry analysis.
To guarantee reliability, information is collected from reliable sources, websites and documents. This includes the Government of the United Kingdom, regulatory documents and the publication of financial institutions. These sources provide information on HSBC's D&I policy, employee demographics and employee approach. Academic journal papers and case studies complement analysis by placing HSBC guidelines when it comes to broad industry trends.
Through the employment of a structured process of choosing data, research reduces biases and increases the validity of the results. This method allows a complete evaluation of HSBC's status in the British banking industry. This worker provides insight into the effectiveness of his D&I guidelines to promote satisfaction.
[bookmark: _Toc192887762][bookmark: _Toc194091551]3.5. Data Analysis
Data analysis is one of the main parts of research. This study uses thematic analysis to identify patterns and trends in diversity and inclusion (D&I) policies at HSBC UK. The study also focused on how these policies affect employee satisfaction. Thematic analysis is a qualitative technique that systematically identifies, categorises, and explains common themes in secondary sources (Naeem, et al., 2023). Additionally, common topics include corporate reports, industry research, and market reports. Key themes include inclusion, engagement, morale and workplace culture. These themes will be developed and reviewed to determine the effectiveness of HSBC’s D&I. This approach ensures a systematic and comprehensive analysis of the impact of HSBC's policies on employee satisfaction. Additionally, it provides insights aligned with industry standards and best practices.
[bookmark: _Toc192887763][bookmark: _Toc194091552]3.6. Comparative Framework
This research uses a comparative approach to assess the diversity and inclusion of HSBC UK (D&I), which is contrary to the best practice among the British bank giants. Comparative research is a method used to identify causal relationships between independent and dependent variables (Iranifard and Roudsari, 2022). Compared to major financial institutions that establish diversity policies. This includes Barclays, Lloyds, and NatWest. In this study, various main factors of these institutions are examined. This includes inclusion in the workplace, staff commitment, representation and social responsibility. Comparison of HSBC's efforts with industry players determines strengths, gaps and areas for improving research. This method provides an integrated understanding of how HSBC's D&I initiative is related to general industry standards. Research results improve employee satisfaction within the British financial industry.
[bookmark: _Toc192887764][bookmark: _Toc194091553]3.7. Limitations
One of the main limitations of this research is the use of secondary data, which may be subject to the lack of first-hand employee opinion on the HSBC UK Diversity and Inclusion (D&I) strategy (Cheong, et al., 2023). Without primary data, such a survey, the study may change the current employees' experiences or approach to the workplace. In addition, the results of the case study are not quite normal for other financial institutions because the efficiency of D&I is influenced by organisational culture, management and external regulatory contexts. Additionally, company reporting that presents a favourable self-image can lead to data bias. Despite these limitations, rigorous thematic analysis and comparative benchmarking enhance the credibility and depth of the study.





[bookmark: _Toc194019088][bookmark: _Toc194091554]Chapter 4: Findings and Analysis
Thematic analysis is conducted in the study and explores major themes based on the analysis of the previous studies (Caulfield, 2019). It offers in-depth insight into the influence of diversity and inclusion on the financial performance of HSBC UK. The following six themes are identified in the study and provide an understanding of how the integration of D&I policies into the system improved the morale of employees, their motivation, and their job satisfaction.
1. The impact of diversity and inclusion on the job satisfaction of the employees.
2. Leadership's Role in Ending Diversity Exclusion
3. Strategic Diversity of HSBC and Inclusion Policies
4. Diversity and Financial Performance at HSBC
5. Challenges in Implementing Diversity and Inclusion Policies
6. Social exchange theory and perception of inclusion
[bookmark: _Toc194019089][bookmark: _Toc194091555]4.1 The Impact of Diversity and Inclusion Policies on Employee Job Satisfaction 
Diversity and inclusion have emerged as important factors that influence the success of the organisation. HSBC UK has identified D&I as a strategic tool for fostering innovation, employee engagement, and overall performance of business. Employees in the UK working at HSBC have reported that diversity and inclusion policies provided at their workplace highly influence their level of job satisfaction. Employees at the UK HSBC branch feel respected when their particular backgrounds and opinions are acknowledged, solidifying their workplace culture. It has been analysed that employees from the UK who view their workplaces as comprehensive tend to report higher job satisfaction levels compared to those from non-inclusive workplaces because they feel their efforts and participation are respected. These policies are aimed at building belongingness, which enhances loyalty, enthusiasm, and morale. Research indicates that businesses adopting strong diversity and inclusion policies experience strengthened employee engagement and decreased turnover rates (Ruiz, et al., 2016). Such policies in HSBC UK are targeted to foster an accepting environment for all employees irrespective of their gender, ethnicity, or socio-economic background. This level of inclusivity facilitates not just job satisfaction but enhances organisational performance. (Shore & G, 2021). The study by Maj (2023) supported the findings of the study that diversity and inclusion in the organisation impact the job satisfaction of the employees. It suggests that inclusion and diversity have a significant impact on job-related attitudes and results. It has a positive influence on the organisation's performance and outcomes like creativity, innovations, and decision-making that result in the job satisfaction of employees. (Maj, 2023). A diverse and inclusive work environment can improve employee engagement, which can impact employee performance and increase cultural alignment. So, the inclusive and diverse environment at the workplace of HSBC UK can improve the employees' performance, engagement, and satisfaction, which can improve the financial performance of the organisation. 
According to HSBC, “At HSBC, we believe that diverse and inclusive teams drive innovation and better decision-making. In 2021, 94% of our employees participated in diversity and inclusion training programs, reinforcing our commitment to an equitable workplace” (Annual report,2021).
By fostering a sense of belonging, promoting fairness, and creating a more stimulating work environment, diversity and inclusion in the workplace can significantly boost the job satisfaction of employees.
Inclusive workplaces cultivate a sense of belonging among employees, which improves motivation and job satisfaction. The commitment of HSBC to diversity is evident in its structured approach to ensure representation across various levels of organisations.  Organisations that prefer diversity are better positioned to adapt to global market dynamics. By integrating employees from different cultural and professional backgrounds, HSBC benefits from a broad spectrum of perspectives that drive creativity and innovation. More inclusive companies often enjoy higher levels of employee retention and productivity, which translates into improved financial outcomes. “Flexible working arrangements introduced in 2020 have contributed to a 12% improvement in work-life balance scores among HSBC employees” (Annual report, 2020).The findings answer the answer of the research question that identifies how the diversity and inclusion of HSBC impact the morale of employees across different demographics.
[bookmark: _Toc194019090][bookmark: _Toc194091556][bookmark: _Hlk194017756]4.2 Leadership's Role in Ending Diversity Exclusion
Leadership plays a critical role in the successful implementation of diversity policies. HSBC UK incorporates diversity into its governance framework by ensuring inclusive decision-making and equitable workplace policies.  However, the research indicates that leadership stability may sometimes hinder progressive diversity initiatives. The analysis evaluates that integrating economics into leadership practices can enhance diversity outcomes by fostering data-driven, inclusive management approaches. At HSBC UK, one of the impacts of diversity and inclusion, as fostered by an inclusive leadership style, is to enhance employee satisfaction. ” HSBC’s employee engagement index increased by 6% in 2021, reflecting our continued investment in leadership development, career progress, and mental health support” (Annual Report,2021). Employees experience greater comfort and value when there is a propagator of advocacy for diversity inclusion. This psychological safety allows employees to be more engaged because they feel free to put forth their ideas and participate when they have supportive leadership. (Shore & G, 2021). Also, inclusive leadership works to remove the obstacles to participation that many members of marginalised groups face so that all employees in the UK are offered the same opportunities for intensive and extensive growth and development. Research shows that employees are more satisfied with their workplace and less likely to turn over when they observe their leaders actively implement policies of inclusivity (Maina, 2023). The analysis demonstrates that incorporating behavioural economics into leadership practices can enhance diversity outcomes by fostering data-driven, inclusive management approaches. During the COVID-19 pandemic, the corporate governance of HSBC demonstrated agility in maintaining its diversity commitment. This adaptability highlighted the significance of leadership in sustaining D&I initiatives during crises. Further, HSBC must continue to refine its leadership strategies to align with emerging expectations of diversity.
[bookmark: _Toc194019091][bookmark: _Toc194091557]4.3 Strategic Diversity of HSBC’s and Inclusion Policies
The analysis reveals that HSBC UK has implemented several strategic initiatives to ensure an inclusive work environment. These include fair hiring policies, leadership development programs, and flexible work arrangements. The inclusive leadership program of HSBC is particularly noteworthy as it aims to foster a leadership culture that values and promotes inclusivity. The literature reveals that the policies of the bank are designed to identify and nurture talent based on globally consistent criteria of leadership. Despite these efforts, research highlights challenges in fully implementing these policies. Although HSBC reports a high percentage of ethnic minority employees, gender diversity remains a concern. According to HSBC Bank PLC (2024), the bank encourages workplace diversity by guaranteeing representation at all levels  (HSBC Bank plc, 2024).” Our commitment to diversity extends beyond gender representation. HSBC’s UK workforce includes employees from over 130 nationalities, reflecting the diverse communities we serve” (Annual Report, 2020).   The analysis of the study demonstrates that female representation in senior executive positions has improved, but there is still a disparity in the roles of junior management. The findings suggest that although HSBC has made significant strides, continuous assessment and refinement of D&I policies are necessary. The findings align with the objectives of the study that ease the influence of the diversity and inclusion policies of HSBC UK on employee engagement, retention, and job satisfaction.
Relationship Between Diversity and Employee Morale, Engagement, and Satisfaction Diversity and inclusion significantly impact the morale and engagement of employees. When they feel valuable and included, their job satisfaction increases, which leads to lower turnover rates. HSBC UK has developed various employee resource groups and mental health programs to enhance the inclusivity of the workplace. (Ullah & Asghar, 2023) Suggests that employee perception of these programs varies and requires ongoing evaluation to improve their effectiveness. Further analysis reveals that the morale of employees is directly associated with the extent to which diversity policies are incorporated into the culture of the organisation. The findings suggest that employees who perceive their workplace as genuinely inclusive are more likely to be engaged and productive. The approach of HSBC to workforce diversity reflects its commitment to fostering an environment that encourages active participation and innovation  (Nahar, et al., 2021). Pardon (2024) supported the findings of the study and stated that employee motivation is central to the success of the organisation and that inclusion and identity cause employees to feel confident and valued at the workplace. Their perception of the talent improves their confidence, boosts their values in turn enhances the efficiency of the organisation and increases productivity. HSBC UK can create inclusivity and diversity by establishing accountability with the performance management system of the organisation. Further leader San encouraged investment in training programs that aimed to foster inclusion and diversity (Paldon, 2024).
[bookmark: _Toc194019092][bookmark: _Toc194091558]4.4 Diversity and Financial Performance at HSBC
The analysis shows that the correlation between diversity and financial performance is a critical consideration in the business strategy. In its annual report 2023 HSBC indicates that its diverse workforce has contributed to its financial success. The bank reported a net profit increase of $18 billion, which is attributed to its inclusive work environment and diverse talent pool. However, the association between diversity and financial outcomes is complex. The study found a moderate negative association between financial performance and changes in capital structure, which highlights the intricacies of measuring the direct impact of diversity on financial metrics (Maina, 2023). Further, the strong brand reputation of HSBC is driven by its diversity initiatives that enhance customer loyalty and market competitiveness. The findings suggest that although diversity contributes to long-term financial stability, strategic implementation is crucial. A study conducted by Beraki et al. (2022) also supports the relationship between diversity and financial performance. It suggests that the diversity value measurement is positively associated with the financial performance of companies.  When the varied workforce is efficiently treated and managed by the managers, it will lead to performance gain for the company. Further, it underscores that when companies effectively manage their diverse workforce, they are more likely to have higher performance (Ready, et al., 2022).
[bookmark: _Toc194019093][bookmark: _Toc194091559]4.5 Challenges in Implementing Diversity and Inclusion Policies
The analysis reveals that despite the commitment of HSBC to diversity, significant challenges persist in fostering a fully inclusive workplace. Common barriers such as unconscious bias, resistance to organisational change, and inconsistencies in the execution of policies are identified in the study. A study highlighted that some employees perceive diversity programs as more symbolic than transformative, which can mitigate their credibility and their impact (Ullah & Asghar, 2023). Analysis of the study revealed that the culture of the work is a key driver of inclusion in the workplace, as workers are more likely to feel comfortable in an organisation that makes efforts to ensure equity, respect, and professional development. Further, work culture directly affects the satisfaction of jobs and efforts from HSBC UK, like inclusive leadership training and mentorship initiatives aimed to promote a workplace. Moreover, gaps in leadership accountability and the lack of tangible diversity metrics may further hinder the progress toward genuine inclusivity.
Additionally, the workforce of HSBC includes a significant percentage of ethnic minorities, and gender disparities persist, particularly in leadership and decision-making roles. So, it is imperative to address these challenges, like mentorship and sponsorship programs for underrepresented groups, and commit to fostering a genuinely inclusive culture through leadership accountability and transparent tracking of progress.
[bookmark: _Toc194019094][bookmark: _Toc194091560]4.6 Social Exchange Theory and Employee Perception of Inclusion
The analysis revealed that social exchange theory offers a useful framework for understanding the association between diversity policies and the job satisfaction of employees. Further studies demonstrate that employees develop reciprocal relationships with their organisations based on perceived inclusivity because when they feel respected and valued, they show a higher level of engagement in their work, resulting in higher productivity. Further diversity initiatives of HSBC align with the SET principles that promote inclusive leadership and equitable career development opportunities. However, analysis also explored ha the effectiveness of these initiatives depending on the perception of employees. If the employees do not view the diversity programs as genuine, their impact on the satisfaction of the job and retention may be limited. So, HSBC must focus on the improvement of the authenticity of its D&I efforts. HSBC UK should enhance leadership commitment to ensure that senior management actively promotes and participates in diversity initiatives. HSBC can further strengthen its position as a leader in diversity and inclusion in the workplace to ensure the long-term success of the organisation and the satisfaction of employees.
The findings reveal that the commitment of HSBC UK to diversity and inclusion has generated significant benefits in terms of organisational performance, employee engagement, and financial success. However, challenges remain in fully realising the potential of diversity initiatives. HSBC can enhance its diversity policies to create a more inclusive and productive place through continuous evaluation, strategic leadership, and data-driven decision-making.
























[bookmark: _Toc194091561]Chapter 5: Conclusion and Recommendations
In conclusion, the analysis of HSBC UK D&I impacts employee engagement and organisational performance and risk and return on investment outcomes. Diversity and equality in the workplace result in better employee motivation, morale, and satisfaction and have a positive effect on the organisation’s performance. This asserts that HSBC has a well-structured diversity management policy, such as leadership training, mentoring, and recruitment policies that make HSBC supportive. However, social issues like prejudice, inequalities in implementation, and organisational culture resistance are some of the barriers to equality. Another significant contribution of this study is that HSBC’s D&I policies improve job satisfaction because they establish a feeling of inclusiveness among the employees. In their turn, the employees who are embraced and accepted by their fellow workers are likely to be committed to their work. Other benefits of inclusive workplaces include the fact that turnover is also usually low because employees are likely to stay in organisations with a diverse climate. Nevertheless, there is a problem that many employees consider diversity as a mere gesture and not a serious change strategy, therefore limiting their impact. To address this issue, there is a need for enhanced accountability and transparency of D&I policies in organisations.
Employment of leadership in HSBC is a key factor in the promotion of diversity. Ideally, inclusive leadership fosters tolerance, thus providing a platform for the mixture of diverse views and ideas, improvement on innovation, as well as collaboration. However, there are some drawbacks in this process, such as instability in leadership, and their accountability for the implementation of diversity policies and programs may not be present or sufficient. In the context of finances, diversity helps HSBC in the following ways: Innovation, market opportunities, and customer relations. A diverse workforce provides the organisation with the opportunity to reach more clients and expand the company’s portfolio. However, although the results verified the universal hypotheses about the positive correlation between diversity and business performance, the connection between the two is not as straightforward as it seems. Diversity policies must reflect and be supported by major and continuous efforts to ensure that they work as intended.
HSBC has achieved some steps that include increased diversity representation; however, hurdles such as unconscious bias, lack of women in leadership positions, and absence of targets for diversity remain an issue. These issues can only be tackled by engaging in constant evaluation, effective leadership, and enhanced focus on authenticity in diversity management. From the experience of the employees, the perception of inclusion plays a significant role in enhancing engagement and reducing turnover, so HSBC must give a stronger signal of its commitment to inclusion.
[bookmark: _Toc194091562]5.1 Recommendation
For the improvement of diversity and inclusion policy in HSBC UK, the following strategies should be adopted:
 Diversity objectives are supported by the evaluation of the performance of the leaders to encourage their participation in the promotion of diversity. This is because effective reporting and evaluation will assist in identifying progress made and changes made in the process. Also, it is crucial to perform regular pay equality reviews to check for any discrimination in terms of wages for gender, ethnicity, and other differences. Fair remuneration means that the employees gain confidence in the company that hires them, they are satisfied with their job, and there is equal pay for equal work (Barczak, et al., 2021).
There is a need to develop a better staffing and selection policy that focuses on using formats such as interviews, a broader applicant pool, and training of biases among the managers (Bergelson, 2022). Delivering these processes will ensure that job promotion is standardised for everyone. Thus, it is high time that HSBC UK established proper and formalised mentorship and sponsorship to deal with the issue. These initiatives will improve organisational talent retention and increase the representation of senior leaders who support talent’s career development.
Diversity training needs to be transformed from once-in-a-while training sessions into a lifelong learning process regarding bias and diversity. Regular training fosters a deeper cultural shift, strengthening employees’ awareness of inclusive behaviours. Another source of support should be provided to ERGs since they connect employees to a greater organisational community. Thus, it brings in different viewpoints and helps to work on designing and implementing more inclusion (Schlachter, et al., 2024).
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	Serial number
	Author
	Summary
	Key Findings

	
	Ruiz, B; García, J.A; Revilla, A.J.
	The current study explores how HSBC UK’s diversity and inclusion policies impact employee job satisfaction and provides insights into how these programs affect workplace morale and productivity. Diversity and inclusion are crucial for raising employee loyalty and fostering a positive corporate culture in today's multicultural and international workplace (Ruiz, et al., 2016).
	Advantages of HSBC policies and provide a roadmap for companies in the market. HSBC's inclusion strategy promotes diversity and encourages colleagues to share viewpoints and ideas. 

	00014259
	Interim Report 2024
	HSBC’s inclusion strategy promotes diversity and encourages colleagues to share viewpoints and ideas (HSBC Bank plc, 2024). The company's financial situation, operational and business results, including strategic priorities, capital targets, and the company's capacity to support the HSBC Group's environmental, social, and governance goals, commitments, and aspirations are all included in the Interim Report 2024.
	The financial statement of HSBC follows the policies outlined in its 2023 annual financial statements. HSBC's inclusion strategy promotes diversity and encourages employees to share thoughts. Ethnicity disclosure of HSBC Bank plc is 59.9% in places where this is legally permitted.


	
	Annual Report and Accounts 2023
	HSBC UK's competitive landscape could be impacted by upcoming legislative and regulatory changes involvement. Financial service providers must adhere to strict regulatory and supervisory requirements, including capital and liquidity management, and business conduct
(HSBC UK Bank plc, 2023).
	Business and financial performance in relation to important strategic pillars is described in the Annual Report and Accounts for the year that concluded on December 31, 2023. By reviewing the collection of current knowledge and doing secondary research, it advances inclusion and equality in the workforce.

	
	Annual Report and Accounts 2022
	Over 14,500 customers are served by HSBC UK, which has its headquarters in Birmingham. It employs 18,500 people nationwide, with an additional 5,000 working for its service company, HSBC Global Services (UK). 
Limited, which serves the broader HSBC Group as well as HSBC UK. HSBC's strategy in the region is still in line with the greatest chances to increase shareholder value because of the region's solid and long-lasting underlying foundations of growth in the economy, trade, and wealth creation. 
(Annual Report and Accounts, 2022)
	HSBC's net profit increased to $18 billion, with robust growth in Asia and the Middle East. Asia's growth story is crucial to HSBC's plans. HSBC's strategy focuses on the region's robust economic growth, commerce, and wealth creation. The area stays focused on the most significant possibilities to increase shareholder value.


	
	Annual Reports and Accounts 2021
	The economic rebound is likely to be driven by consumer spending and business investment when support from monetary and fiscal policy wanes. Under the Central scenario, the UK GDP is expected to grow by 5% in 2021, with an average growth rate of 2.5% over the course of the five-year forecast period. HSBC is aware that embracing diversity and promoting inclusion is necessary to create a work climate where all employees feel appreciated and empowered (HSBC UK Bank plc, 2021).

	HSBC UK aims to increase workforce diversity by ensuring representation of the UK population at all levels. In 2021, female senior executives achieved the 35.5% target, reaching 36.7% by December 31, 2021. HSBC UK provides a range of solutions to facilitate foreign exchange payments, transaction banking, and commercial hedging in products that are allowed under UK ring-fencing laws. By working closely with HSBC Group, we are also able to provide additional products that clients need but aren't offered by HSBC UK.


	
	Damilola Adijat Ogundana; Muzammal Ahmad Khan; Jayakumar Chinnasamy; Pongiannan Karuppusamy;
	The COVID-19 epidemic has a significant impact on the economy of the world, and HSBC UK is no exception. HSBC has been instrumental in keeping the economy afloat and sustaining its clients and staff despite extraordinary difficulties (Ogundana, et al., 2024).

	The findings show that although the pandemic raised awareness of CSR, HSBC mostly focused on economic issues and made little progress toward all-encompassing low-carbon projects. There are still large gaps in environmental accountability even if CSR provides a more visual representation of social commitments.


	
	Naqeeb Ullah; Umair Asghar;
	HSBC UK has put in place some diversity and inclusion measures to promote an inclusive workplace, but it is unclear how much of these efforts result in increased employee job satisfaction. HSBC UK aims to increase workforce diversity by ensuring representation of the UK population at all levels (Ullah & Asghar, 2023).
	By looking at employee understanding towards these policies the study intends to discover important characteristics that either support or undermine the efficacy of raising job satisfaction.

	
	Mathew, S; Sivaprasad, S;
	One of the top global banks, HSBC, was chosen to serve as the case study. Analyzing the bank's pandemic response and how it affected its corporate governance procedures is the main objective (Sivaprasad & Mathew, 2021).

	The study conducted by HSBC illustrates how the bank is handling the pandemic and how business agility has helped the bank adjust to its challenges. This study seeks policies that enhance employee retention and satisfaction. The study explores how diversity and inclusion policies impact employee engagement and overall work satisfaction by examining the effectiveness of various policies.


	
	Maina, J;
	The worldwide commercial banking business such as HSBC UK serves as a pillar for economic growth and financial stability in the worldwide economy. 
Research reveals that a diverse and inclusive workplace culture increases employee loyalty, creativity, and engagement (Maina, 2023)

	The study identified a slight negative association between UK commercial banks' financial performance and changes in their capital structure, 
with statistical significance.


	
	Lynn M. Shore; Beth G. Chung;
	This study examines how diversity and inclusion policies affect workers' job satisfaction in a top financial services organization using HSBC UK as a case study. Fostering an inclusive workplace not only increases job happiness but also encourages creativity and lowers attrition rates  (Shore & G, 2021).
	This study is justified by the need to scientifically investigate these claims in the context of HSBC UK, a global financial institution with a diverse workforce. In particular, the psychological safety of team members with lower professional rank was linked to the observed existence of an inclusive leader, which encouraged participation in quality improvement activities.


	
	Karsten Jonsen; Sébastien Point; Elisabeth K Kelan; Adrian Grieble;
	HSBC Holdings (UK) portrays the impact of religious diversity in the workforce as positively impacting customer service. Examining the company's initiatives will help you understand how HSBC's diversity and inclusion policies can improve employees' job satisfaction (Jonsen, et al., 2021).

	The analysis identified three key elements of attracting people, positioning the company as an employer of choice, and emphasizing unique diversity features that were deemed pertinent are all aspects of diversity and inclusion branding.
.


	
	Sabrin Nahar; AbdelRhman Meero; Abdul Aziz Abdul Rahman; Faisal e Alam;
	The new mobile app was launched by HSBC "HSBCnet Trade Transaction Tracker" that provides users with real-time access to their documented credits, payments, and collections in the global market. For a stronger connection with clients, HSBC Bank should prioritize social media marketing efforts. Using the interpretivism research philosophy, the researchers assess HSBC Bank's current marketing methods to comprehend the situation, pinpoint the issue, and resolve it (Nahar, et al., 2021).

	HSBC Bank has an inadequate performance factor of 19.7% and only uses social media 15.3% of the time. 
HSBC Bank aims to improve client happiness by offering social banking solutions. Media for raising brand awareness. Banking sectors use several marketing tactics to compete globally, including customer happiness.


	
	Affana Ameissa Valaswara; Hasnawati;
	The financial services industry is the driving force behind the UK economy. The UK remains a popular destination for foreign business and investment, as well as a prominent banking hub. One of the world's most advanced financial markets, the UK offers efficiency, availability to credit, and variety. 
Banks play a crucial role in promoting financial stability by providing credit to consumers and businesses, which is necessary for economic growth and development (Valaswara & Hasnawati, 2023).

	Based on their 2018–2022 annual reports, the results examine both financial and non-financial results of HSBC UK, Lloyds, and Santander UK. The three banks' annual reports are based on website data and market information from the past five years.

	
	Paul Dolan; Laura Kudrna; Kate Laffan;
	Many initiatives aiming at altering financial behaviour do not have the expected effect. Many financial institutions offer financial counsellors. Customers are encouraged to decide when, where, and how the most crucial. By implementing behavioural stages towards a goal, HSBC can help consumers achieve their financial goals more effectively (Dolan, et al., 2016).

	Diversity and inclusion are given top priority in HSBC's Inclusion and Diversity Policy throughout the succession planning, operation, and review processes. HSBC understands the value of having a workforce that is inclusive and varied to ensure long-term performance, reflecting the Group's global reach and roots.


	
	Vivian Tsolakis;
	HSBC successfully navigated the financial crisis with a well-planned approach. As a result, their corporate governance, leadership, and management methods remained unchanged (Tsolakis, 2016)
	The study concluded that an autocratic leadership style in banking has a negative impact on the bank and its operations. Furthermore, it was demonstrated that there is no universally applicable leadership method. To determine the optimal practice, it's important to examine the business condition.


	
	Nick Robins; Sophia Tickell; William Irwin; Andrew Sudmant;
	The UK's economy has been badly impacted by COVID-19, making it crucial to implement comprehensive climate action. As the country recovers from the current health crisis, there is a unique chance for government, business, and society to establish a new norm (Robins, et al., 2020). 

	The balance sheets of HSBC banks and the financial industry must be in line with achieving net-zero emissions of greenhouse gases in the UK. 
This involves making companies more resilient to the COVID-19 pandemic and climate change. 
As well as how to navigate a disruptive transition fairly and inclusively.  This article largely discusses the function of UK banks and building societies. 


	
	Armstrong, M; Taylor, S;
	Every leader in HSBC is responsible for recognizing and developing talent. They should search for aptitude, potential, and growth opportunities development. Talented individuals are identified based on their performance across globally consistent leadership criteria (Armstrong & Taylor, 2023). 

	HSBC developed a talent pool method to oversee high-potential employees' careers. 
Employees individuals in these pools begin with fresh tasks within their area or line of business and progress to cross-functional positions to demonstrate their potential for senior management roles. 


	
	Irene Balian;
	HSBC's reputation is valuable as it can provide a competitive advantage and market value over time. A tough, favourable reputation takes years to build, but it may be destroyed quickly. The Internet and social media have posed new challenges to reputation. Executives have a tremendous challenge as the demand for effective reputation risk management grows (Balian, 2022). 

	To lessen information asymmetry, media outlets give information to stakeholders. Media reputation can be classified as valuable, imperfectly imitable, non-substitutable, and rare. Reputation promotes and creates value by connecting with investors, suppliers and customers.


	
	Hayley Connell; Greig Logan; Camilla Somers; Graham Baker; Sarah Broadfield; Christopher Bunnl; Luke D. Harper; Paul Kelly; Emma McIntosh1; Jill P. Pell; Jill Puttnam; Sam Robson; Jason M. R. Gill; Cindy M. Gray;
	The Cycle Nation Project aims to enhance and optimize a workplace intervention to promote cycling among employees at a global bank HSBC UK. To address cycling hurdles, we surveyed UK adults and conducted focus groups with bank staff to identify context-specific impediments and potential solutions (Connell, et al., 2022). 

	HSBC is increasingly acknowledged as a crucial setting for delivering health promotion initiatives. 
Healthy activities including utility, leisure, travelling, and cycling can be promoted in the office by implementing appropriate policies and creating a positive culture. 


	
	Shaheen, S; Akter, M; Sheykh, H;
	Work-family conflicts have arisen as a result of women's participation in paid labour. HSBC's long-hour culture is well-known, including full-time managing positions. Furthermore, the nation's patriarchal society is expected. Women frequently take care of their families as the primary caregivers 
leading to work-family conflict. (Shaheen, et al., 2024). 

	According to the data, women account for around 17% of junior bank management employees. 
Compared to other bank types in the nation, foreign banks employed more women. This study aims to investigate how flexible hiring in the financial services industry, particularly at HSBC, enhances workers' well-being, which in turn affects achieving SDGs. 
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