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Title 
A systematic review of Equality, Diversity, and Inclusion practices in MNCs: The role of national culture and use of Hofstede. 
[bookmark: _Toc158470277]Introduction
[bookmark: _Hlk157521158]Equality, diversity, and inclusion practices are important in multinational companies (MNCs).  An individual should not be discriminated against in any organization with their race, background, or demographic (Syed & Tariq, 2017). It is essential to assess the role and importance of equality, diversity, and inclusion practices in MNCs while understanding Hofstede’s culture and usage for the MNCs. Multinational companies acknowledge the significance of the equality, diversity, and inclusion agenda but sometimes battle and find conflicts while implementing it and using its potential is strategic.
[image: Managing a Diverse and Inclusive Mobile Workforce | Mercer]
Figure 1. Inclusive Workforce
Source: (Mercer, 2024).
Many companies have coped up to achieve satisfactory results, while some are still searching to grow their equality, diversity, and inclusion agendas. Cultural sensitivities and different characteristics challenge and invite efforts of the companies to encourage awareness (Ashikali & Groeneveld, 2015). Several objectives need to be found out and reviewed. It is important to find out the importance of equality, diversity, and inclusion practices for MNCs’ culture and management, and the role of Hofstede’s culture dimensions in MNCs (Mor Barak, 2015). It is also important to assess the effectiveness of equality, diversity, and inclusion practices among employees, to determine the challenges MNCs face while ensuring equality, diversity, and inclusion practices implementation in the organizations, and to find out the best strategies and structure for implementing equality, diversity, and inclusion practices in organizations (Luiz & Spicer, 2021). It will help in promoting positive results of diversity for individuals and companies.
For the development of equality, diversity, and inclusion in MNCs, they are trying to build leadership commitments regarding the EDI. They are managing to clarify their stance by admitting and allowing aims for EDI (Randel, et al., 2018). They are involving their all employees and stakeholders and creating effective working work. They are also evaluating the current practices of the organization. The organizations should create a development plan and start evaluating and reviewing it properly. 


[bookmark: _Toc158470278]
Research aim, objectives, questions
Research aim- This research aims to assess the role and importance of equality, diversity, and inclusion practices in MNCs while understanding Hofstede’s culture and usage for the MNCs. 
[bookmark: _Toc158470279]Research Objectives
Objective 1- To identify the importance of equality, diversity, and inclusion practices for MNCs’ culture and management, and the role of Hofstede’s culture dimensions in MNCs. 
Objective 2- To assess the effectiveness of equality, diversity, and inclusion practices among employees. 
Objective 3- To determine the challenges MNCs face while ensuring equality, diversity, and inclusion practices implementation in the organizations.
Objective 4- To identify the best strategies and structure for implementing equality, diversity, and inclusion practices in organizations.
[bookmark: _Toc158470280]Research Questions
Question 1- Why are the equality, diversity, and inclusion practices so important for the effective handling and management of MNCs?
Question 2- How do the equality, diversity, and inclusion practices enhance employees’ performance and effectiveness? 
Question 3- What are the challenges MNCs face while using equality, diversity, and inclusion practices?
Question 4- What are the strategies and structure changes implemented by introducing equality, diversity, and inclusion practices for MNCs?



[bookmark: _Toc158470281]Literature Review
Objective 1- To identify the importance of equality, diversity, and inclusion practices for MNCs’ culture and management, and the role of Hofstede’s culture dimensions in MNCs. 
[bookmark: _Hlk157521188]The practice of Equality, diversity, and inclusion helps in the promotion of positive outcomes and results. It helps to diversify the organization and the individuals positively and healthily.  Several multinational companies are trying their best and are pressurized and motivated to manage equality and inclusiveness in employment and promotion. The programs and policies that help in the promotion of involvement and inclusion of individuals of several races, ages, abilities, ethnicities, faiths, sexual, and cultural orientations are referred to as equality, diversity, and inclusion (Dover, et al., 2020). Strong initiatives that are related to equality, diversity, and inclusion help increase job satisfaction, trust, and engagement among employees. It is an important element in creating efficient and effective employment. It can be succeeded by involving the whole team, focusing on pay equity, building a fair process related to hiring, sponsoring groups related to employee resources, responding to the inputs of team members, and examining the benefits of employees.
[image: Hofstede's cultural dimensions]
Figure 2. Hofstede’s Cultural Dimensions
Source: (Trainer’s Library, 2024).
There can be several benefits of equality, diversity, and inclusion as many women and minorities can gain employment because of the demographic shifts. Companies can benefit by comprising diverse working teams. Workplace efficiency can help in the enhancement by respecting every individual staff. It can also provide a competitive edge among employees (Shore, et al., 2018). Prioritizing equality, diversity, and inclusion is crucial for all levels of management. Managers of the organization are accountable for the creation and management of an inclusive and diverse culture. They take help from metrics for comparing each other against them. Equality, diversity, and inclusion in the workplace are important as it helps in making better decision making. It also helps in solving the problem efficiently. it enhances the chance of gaining profits and a higher level of engagement of employees. It assists the company create a better image. 
Objective 2- To assess the effectiveness of equality, diversity, and inclusion practices among employees. 
Multinational companies plan strategies for incorporating the creation of a diverse and inclusive workplace environment that helps in the promotion of diversity. For the approach of diversity, equality, and inclusion in multinational companies they ensure planning seminars on the relations with diversity and also offer training and courses on different cultures for employees (Ohunakin, et al., 2019). Globalization is taking place in the world of business, and organizations need to make and foster a diverse and inclusive environment to maintain competitive residence within the economy (Hunt, et al., 2018). Diversity in an organization refers to the different types of people and their different characteristics within the organization. It also refers to the group of people with different and unique characteristics, beliefs, and cultural backgrounds, including how the company approaches diversity. 
It is said that a diverse, equal, and inclusive culture helps an individual to be themselves while working in the organization. It helps them increase belongingness within the working environment with their other staff members. An individual’s performance, job satisfaction, and engagement with their workplace are enhanced when the employees feel confident in who they are as an integral and main part of the organization (Downey, et al., 2015). Leadership practices can help multinational companies to promote and enhance diversity and inclusivity. Inclusive, equal, and diverse work cultures help in creating and generating satisfied and successful employees within the organization. For this HR and other managers need to focus on training programs and help the employees to get motivated and help them to generate profits (Theodorakopoulos & Budhwar, 2015). Cross-pollination of ideas within the organization by employees from different cultures and backgrounds helps multinational companies to gain success and a better image. 
Objective 3- To determine the challenges MNCs face while ensuring equality, diversity, and inclusion practices implementation in the organizations.
Diversity and inclusion comprise respect and acceptance. It is important to understand that every individual is different from the other one. Diversity and inclusion comprise not only how an individual perceives themselves, but also how they perceive other individuals. Diversity encircles gender, personality, age, education, tenure, background, ethnic group, race, and cognitive style (Gotsis & Grimani, 2016). The professionals of human resources need to deal efficiently and effectively with problems and issues like adaptability, change, and communication. 
Diversity and inclusion management is a way intended to make and maintain a work environment that is healthy and positive where the differences and similarities of the individuals are taken care of and valued at the same time (Ciuk, et al., 2023). It will help the individuals reach their potential and increase their contribution to the strategic goals of the multinational companies. The management of diversity and inclusion helps individuals in the enhancement of their self-development. 
Objective 4- To identify the best strategies and structure for implementing equality, diversity, and inclusion practices in organizations.
Inclusion in workplace helps the individuals of all backgrounds and cultures to feel safe and secure in the modern workplace. Equality, diversity, and inclusion pull and retain the best talents and also help in producing efficient and effective results. Several strategies can help in implementing equality, diversity, and inclusion practices in organizations (Bešić & Hirt, 2016). The organization should use inclusive language. It is said that a more inclusive language encourages more women to apply to the company. The organization should check the activity of social media. Multinational companies should also educate the leaders of the company for better decision-making within the company (Ng & Klarsfeld, 2018). They should build a monitoring community and should also create cultural events. the organization should collect feedback from time to time and should also provide language training empowerment. 
These strategies can help multinational companies to increase the productivity and well-being of employees. The targeted strategies can help the organization maintain diversity, equality, and inclusion within the organization (Kabeer, 2021). It helps the organization gain and attract potential employees which can lead to success. 
[bookmark: _Toc158470282]Research Methodology 
[bookmark: _Toc158470283]Research Philosophy 
The research philosophy used for this research and study is the “Interpretivism” philosophy. This philosophy has been chosen because the researchers get to know about the actual subjective reality of the topic and the knowledge is created with the help of social interactions that are socially constructed (Alharahsheh & Pius, 2020). This is seen that what are the resulting meanings of the same. The research method used in this philosophy is the grounded theory which unravels the explanations and interpretations of the participants who are involved in the research. With this philosophy and grounded theory, the real world is analyzed and new theories are discovered with which the research becomes accurate and precise (Gray, 2021).
[bookmark: _Toc158470284]Research Approach  
For this research, the specific observations and facts of the MNCs have to be taken, so for this reason, the “Inductive approach” has been used. This approach helped to answer the questions in the research and the objectives that needed to be achieved in the process of the study or research. The frequent and dominant themes from the raw data were inherent (Liu, 2016). This approach was best suitable for this research as this empowered to explore the real world, and real questions, and with this, the knowledge was discovered that can be used lifelong and can critically be thought upon.
[bookmark: _Toc158470285]Research Method
The qualitative research method has been used for conducting this research. This is because this research method provides rich descriptions of the events and facts. The experiences and interpretations of the people were illuminated during the research. This research method helped to get deep into the issues of interest and explore the answers to the problems encountered at hand (Mohajan, 2018). The topic of the research cannot be expressed numerically, so because of getting the theoretical knowledge, the qualitative research methodology has been used for this research. This method helped to answer all the ‘how’ and ‘why’ and gave a deeper understanding of context and experiences.


[bookmark: _Toc158470286]Data Collection 
The data that has been collected and used for this research is the ‘secondary data’. The secondary data for this research and study has been collected and used from the research papers that have already been collected by others and published, for which other researchers around the globe have conducted the research. The data from readily available other writings and publications were collected and analyzed and then scrutinized and summarized for this research. The secondary data used in this research helped to build large and high-quality databases which further helped to answer the questions of this research.
[bookmark: _Toc158470287]Rationale 
The rationale of this research is to find out if equality, diversity, and inclusion are practiced in the MNCs. The goal of this research is also to study the use of Hofstede’s culture. The motivation was to acknowledge that what is the significance of equality, diversity, and inclusion in multinational companies and what are the challenges and conflicts faced by the MNCs in implementing these. The practices that the MNCs do to overcome these challenges and conflicts were to be known in detail and with the same it was to be identified how effective and important these practices are.
[bookmark: _Toc158470288]Data Analysis 
The ‘grounded theory’ data analysis method for analyzing the data has been used for this research as this helps to develop the theories of the real-world data by examining it. As the inductive approach is used, so this data analysis method is best with the inductive approach for this research as rather than explaining the existing theories, the research has to be conducted based on the real events in the MNCs. This grounded theory data analysis helped to represent the demonstrable facts and the results of the research were data-informed (Birks & Mills, 2015). With this data analysis, the solutions to the challenges were obtained based on the findings of the research.
[bookmark: _Toc158470289]Ethical Consideration 
The research has been conducted with all the considerations of the ethical norms and regulations that are to be followed while doing the research. The data that has been used is all from the authorized sources that belong to the authorized writers and authors. The rights and well-being are protected and the integrity of the findings of the research have been upheld. The privacy and confidentiality of the data gathered and used have been taken care of. The private and sensitive data has not been disclosed which may create any conflicts in the future. This research in the future will not create any area of conflict among the companies, consumers, employees, and anyone having an interest in this topic of research. The principles of informed consent, integrity, and potential harms have been kept in mind and results have been honestly found. No one at the time of the research was subjected to harm nor anyone will be in the future. At the same time, the dignity of the authors has been respected to the fullest and the authors and writers have been credited by proper referencing and citations. The biases and usage of misleading information and content have been avoided.
[bookmark: _Toc158470290]Project Management of Research 
· Selection of the topic for research 
· Developing the aim of research 
· Forming research objectives and research questions 
· Literature Review
· Research Methodology
· Data Collection 
· Data Analysis 
· Findings 
· Finalizing and presentation of data
The project management of the research includes the developing of the aim for the topic selected for the research and then answering the research questions and objectives by literature review. The research methodology has been applied and data collection and analysis have been performed to make the research to the point. The findings have been done based on the outcomes.
[bookmark: _Toc158470291]Potential Risks 
The potential risks in this research can be social risks like negative consequences or diminishing of the opportunities, loss of confidentiality, and violation of ethics of engaging in conduct for the topic of the research (Hewson, 2016). To minimize and mitigate these risks, the research should be ethically designed with carefulness. The self-impact should be reflected. To avoid and mitigate the loss of confidentiality, informed consent should be taken prior and the data storage should be done efficiently and accurately. The violation of ethics can happen as there can be some errors may be because of negligence and this can be avoided by critically examining the research work.
[bookmark: _Toc158470292]Findings 
While conducting the research, it was identified that MNCs are taking equality, diversity, and inclusion into consideration to a greater extent and following the appropriate organization practices and policies for this. There persists a difference in this inclusion as every MNC belongs to different parts of the world and these differences continue to be there depending upon different countries. 
[bookmark: _Toc158470293]Conclusion 
The research concludes that if equality, diversity, and inclusion are taken into practice, then these can bring positive outcomes for the MNCs and this can lead to increased productivity and growth of the multinational companies. These practices not only benefit the organizations but also benefit people like women and minorities, as they will be able to gain employment. Some of the MNCs still do not practice these but these are considered very important in globalization as they develop the individuals as well as the companies. The problems and issues with these practices need to be dealt with efficiently and effectively to minimize any conflicts and risks.  
[bookmark: _Toc158470294]Timeline (Gantt chart)
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