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The current corporate world has become very dynamic and innovative. The corporate world is changing day by day and becoming more and more competitive. In today's business world, diversity and inclusion are critical factors that aid in the efficient operation of businesses by inspiring employees and enhancing productivity skills (Mapes et al., 2020). In today's market, every employee wants to serve a company that has a diverse workforce. It is a powerful factor that has a favourable impact on businesses or corporations. Inequality, on the other hand, is a critical commercial concern that is rapidly growing. Employee morale and motivation suffer as a result of inequality. This results in employee demotivation and depression due to non-collaborative internal working culture and inequality issues. Employee productivity will suffer as a result of this demotivation, which will lead to blunders in corporate operations. When mistakes are made in the course of completing business activities, it has an immediate negative impact on the business, resulting in reduced revenue and lower annual profits. It also has an impact on the company's reputation. As a result, it is the role of upper management, particularly human resource recruiters, to reduce inequality in an organisation or corporation by adapting and promoting diversity. Employees will be motivated if the internal environment of the workplace is collaborative and diversity is there, which will result in higher sales with more profits. This will also result in employee retention and enhanced goodwill of the firm implies diversity and removes the issue of inequality from the organisation. This study seeks to evaluate the core idea of diversity and inclusion in the workplace and its implications, as well as the possible initiatives which can be taken by HR in implementing and encouraging diversity and inclusion in the organisation, as well as an assessment of the idea of inequality in the workplace and the initiatives taken by HR in addressing such inequality, all of which are relevant to the author's organisation.
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Diversity and Inclusion in the workplace are making everyone feel equal regardless of who they are and what they contribute to the business (Chang and Milkman, 2020). It increases the supportiveness among the workers in all areas of business. Diversity and inclusion are something more than programs or policies. Equality in the workplace surpasses the competitors and increases the potential of the team members. Both the terms diversity and inclusion are interconnected but they cannot be interchanged. The representation of an entity is diversity whereas inclusion is the contribution of members and how well the perspective, presence and contribution of different individuals are integrated and valued in the work environment. This environment may consist of many individuals of different nationalities, gender, sexuality, race and identities. The implementation of this aspect with an organisation motivates employees and also the worker receives recognition for their abilities. There will be maximum output and improved productivity as employee engagement is more and increased performance. The principle of diversity and inclusion in the organisation also results in improved decision making capability, increases innovative power among the employees and brings overall success within the organisation. Various advantages of diversity and inclusion in the workplace are given below:
· Increased trust and employee engagement: The feeling of being included makes employees engage themselves. Higher engaged employees will try to give their best and go miles for the success of the organisation (Adams, Meyers and Sekaja, 2020). Employee engagement will positively affect the profitability and build the strong morale of the team members. Moreover, they will be physically and mentally strong as they are equally treated and valued. Also, this will bring trust between the employee and the leader and solve many important issues in the organisation.
· Increases intonation and perspectives: With a diverse and inclusive team the chances of getting fresh ideas increase (Gomez and Bernet, 2019). They are more likely to identify better products and services by understanding the emerging trend of the customer. The employees will get better perspectives on their development.


· Improved decision making: Employee engagement and a diversified team will make better decisions. The chances of emerging new thoughts and ideas when the views of many people are involved lead to better and improved decisions. So, diversity and inclusion at work result in better decision making.
· Improves performance: Diversity and inclusion will increase productivity and performance resulting in an increased profit for the organisation (Gomez and Bernet, 2019). Companies with more ethnic and racial diversity will have more competitive advantages. Also, when employee engagement is more and they are motivated toward work will automatically improve their performances.
· The success of the business with increased profit: Diversity and inclusion is beneficial for the employee's physical and mental health and impacts positively on the business. A diversified company will earn higher revenue as the employee feels secure when the company thinks about their wellbeing. Employee engagement will be more resulting in increased performance and productivity which directly implies greater revenue generation and an increase in the company’s profit.
· Enhance talents: Diversity and inclusion will improve the business position. The organisation will search for diversified employees with diversified skills. The share will be more resulting in the enhancement of talents.
· Improve the brand image: Diversity in work will result in the completion of work within a specified time with increased performance and productivity. This will improve the brand image of the company.
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Diversity and inclusion are corporate and moral responsibilities. It is the responsibility of HR to create a sense of belonging and provide fairness, justice and opportunity to the employees within the organisation. Today with an increase in complexity in the workplace the role of HR is also getting complex (Snell and Morris, 2021). It is vital to maintain inclusiveness and empower employees to contribute towards achieving business goals and taking initiatives toward its outcome. HR plays a significant role in handling serious issues relating to diversity and inclusion. It is important to make employees comfortable, build confidence and strengthen employees' commitment to the organisation. Any failure to employee diversity and inclusion will directly impact the psychological well-being of the employee and their efficiency. It is also very important to understand the culture and values when initiating or developing diversity and inclusive programs as all are fit for all jobs. Moreover, it is important to include a psychological approach in developing such plans and programs. So, it is the responsibility of HR to look over these matters. In addition to this, there are certain additional responsibilities and roles of HR regarding diversity and inclusion are discussed below: 
· HR is responsible for recruiting individuals who understand the importance of commitment to the organisation. This function of HR directly impacts the organisation and its growth. Hiring practice is important and is the responsibility of HR to boost the talent and employ suitable candidates who can contribute towards maintaining diversity within the organisation (Yong et al., 2020). Also, HR should provide equal opportunity to every job applicant.
· HR is responsible for maintaining equality within the organisation concerning caste, gender, sex, religion and so on (Salin, 2021). It is also important to maintain a great atmosphere where no jealousy among employees prevails. Also, the opportunity to grow in the organisation should be fair and equal and promotion and rewards should be given as per the talent and efficiency of the employee.
· The knowledge and training on diversity and inclusion should be provided by HR. It is vital from the perspective of risk management that if not properly persuaded will result in financial loss and at the same time will adversely affect the reputation of the organisation. So, the consequence of discriminatory and prejudicial behaviour must be aware by HR.
· HR should value each employee and make them feel secure. They should be provided equal opportunity to share their thoughts, ideas and knowledge. Even HR should encourage employees to take part in the important processes and consider their thoughts. This will boost the confidence and at the same time will make them more efficient and employees will engage themselves and work with increased passion increasing performance and productivity. They will try to complete the task with efficiency and on time.
·  HR should work as a motivator and encourage their workers to become more productive and involve them in more creative and innovative work. The workload factor prevails within the organisation. Employees should be provided equal opportunity in all types of work without considering gender (Chang and Milkman, 2020). The practice of division of work between men and women should be eliminated and looked at by the HR of the organisation.
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In the workplace, corporate inequality means the unfair treatment of people based on their gender, size, form, location, or race (Tomaskovic-Devey et al., 2020). Workplace discrimination has become a major challenge for every corporate organisation and corporation. Employee self-esteem and confidence suffer as a result of inequality. Employees of such organisations become demoralised and depressed if the overall working atmosphere is not collaborative and there are issues of inequity. Employee productivity will suffer as a result of this demotivation, which will lead to blunders in corporate operations. When mistakes are made in the course of completing business activities, it has a direct negative impact on the business, resulting in reduced revenue and lower annual profits. It also has an impact on the company's reputation. As a result, it is the role of upper management, particularly human resource recruiters, to reduce inequality in an organisation or corporation by adapting and promoting diversity. Inequality and discrimination are inextricably linked. Inequality refers to not behaving equally with employees, whereas discrimination refers to the adverse treatment of diverse categories of people, especially based on caste, creed or handicap (Roscigno, 2019). In a sense, these two terms are intertwined. Both of these issues are detrimental to any organisation or business. Inequality has a significant detrimental influence on a business. Employees of that organisation or firm will lose morale if the internal working culture becomes one of inequality and discrimination because all employees will not be treated equally and fairly in that situation. This will demotivate the organization's workforce (Cuevas et al., 2020). Employees that are demotivated will lose their motivation to work successfully. As a result, their productivity will be reduced, resulting in several serious errors being made throughout the execution of corporate operations, resulting in a decline in overall business performance. Staff turnover may also increase as a result of this. The number of employees who leave an organisation or corporation in a year is referred to as the employee turnover rate. A company with a high rate of personnel turnover will never advance in the future. Employees, whether effective or not, will be treated unfairly if the firm's working culture is unequal. Workers will be disturbed, and their willingness to work for that organisation will be gone. As a result, a large number of employees will be laid off. As a result, the rate of employee turnover will rise (Chiat and Panatik, 2019). Thus, occupational inequality and discrimination lead to a high percentage of staff turnover, or, to put it another way, staff attrition, which not only reduces a company's efficiency, revenues, and profitability but also tarnishes its goodwill in the market.
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HR or Human Resources is a crucial part of an organisation or a company. They are fully responsible for every aspect of employees from their recruitment to any other aspect (Shakil et al., 2019). Every corporate organisation and firm is increasingly concerned about inequality (Nolan and Valenzuela, 2019). Inequality has a significant detrimental influence on the economy. Inequality refers to how employees are treated unfairly based on their age, religion, race, mother tongue, colour, size and shape, appearance, and other factors. Employees are demotivated and depressed as a result of this unfair behaviour. Depressed employees lose their productivity and motivation to work for the company, resulting in employee churn, which harms the organisation. As a result, it is the role of HR authorities to address this issue and decrease workplace disparity and prejudice. HR may take some steps which are as follows: 
· HR should acclimate to the workforce's diversity (Köchling and Wehner, 2020). Workers will be hired based on their origins, such as ethnicity, culture, religion, gender, and many more. Employees will be more motivated to perform more productively if their internal working environment is diversified, which will increase their productivity and ultimately lead to the achievement of the organization's goals through the completion of business operations.
· HR should compensate all employees equally based on their duties and responsibilities and performance, regardless of their gender, race, religion, gender, colour, ethnicity, or other factors. Employees' salaries should be paid based on their performance, according to HR. Employees will be more motivated to accomplish their jobs and obligations more efficiently and accurately in less time as a result of this.
· HR should give employees an equitable opportunity to share their views on all aspects of employment concerns and considerations. Staff will feel more engaged and productive and a part of the organisation as a result of this, which will enhance their drive to do the job more frequently. This will have a good impact on both them and the organisation.
· HR should organise training seminars for staff on issues of inequality and discrimination. Workers should become aware of inequality and discrimination issues, their negative impacts, and how the inequality can be erased and a cooperative working environment created by implementing diversity throughout such training sessions.
· HR should solicit frequent feedback from employees about their concerns about inequality as well as other issues, and undertake meaningful and prompt action to address them. This will aid in the reduction of industrial inequality.
· HR should allocate work equally to all of the employees irrespective of their age, origin, cultural background, gender, colour, size, family income, race and many more. So the employees will not feel treated unfairly and their motivation level will be boosted as well. If their motivation level is increased due to this their productivity will increase and the overall company’s performance will be upgraded and completed more efficiently.
· HR may develop a policy regarding maintaining equality at the workplace or in an organisation and may implement such policies in which it will be mentioned to adopt equality and maintain a collaborative culture at the workplace. Management and workers can treat each other with respect in day-to-day operations like training, hiring, assigning work, development, and compensation allocation if they have explicit equality rules. Diversity and inclusion can also be developed and implemented more effectively if this policy will be applied.
There are more options available for human resource management staff to address inequality at the workplace which will help in preventing inequality issues if applied which the above-stated options are common ones.
[bookmark: _Toc102823920]Conclusion 
Finally, it may be claimed that diversity and inclusion are current corporate trends. Employees feel more equal to others and more engaged in all aspects of business activities when there is diversity and inclusion in the workplace. This will encourage employees to work more efficiently, increasing their productivity as well as the company's profits and sales. Inequality, on the other hand, has emerged as a serious concern in every workplace. Employees are treated unfairly as a result of inequality, which leads to sadness and employee attrition. The concept, benefits, and drawbacks of diversity and inclusion, as well as inequality and its drawbacks, are discussed in this study, as well as HR's role in promoting diversity and inclusion and addressing inequality concerns in the workplace which will be beneficial for the organisation and result in improved goodwill, higher annual revenue and profits as well.
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