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Overview
The growing integration of the global workforce from various multicultural nations is a phenomenon that has recently been seen in the employment market and individuals of various views and backgrounds are collaborating, as a result of the world's increasing 4th industrialization (Kharroubi, 2021). Cultivating a supportive environment has long been seen as one of the most important aspects of a corporate image as an employer. There have been publications published on diversity management, but there are still many studies to be undertaken on international workforce diversity management as the issue is more prevalent at present. 
Part one of this paper examines and evaluates on the subject of diversity management, and part two focuses on gender power dynamics, and part three is about women and ethnic minorities and gaining an understanding of the challenges they face.














1. Diversity, Equality, Inclusiveness in the Workplace 
Diversity management, a subset of human resource management, entails recognizing, effectively deploying, and harmonising individual personnel idiosyncrasies (Manoharan, Madera and Singal, 2021). Effective diversity management enables HR management to maximize personnel knowledge and skills to execute and accomplish organizational goals more efficiently (Buengeler, Leroy and De Stobbeleir, 2018). Human resources have a critical role of developing and encouraging diversity. Its primary function in diversity management and employee engagement is to establish and promote an organizational culture that creates a courteous and inclusive workplace wherein all personnel have the chance of learning, progressing, and contributing to the growth of the organization (Kanchanabha and Badir, 2021).
Workplace diversity refers to a workplace composed of employees with heterogeneous qualities. These qualities distinguish groups and individuals from each other. Ethnicity, gender, nationality, age, education, physical capabilities, languages, cultural, religion and sexual orientation are the most often recognized forms of diversity (Claus, 2019).
1.1 Advantages  
The promotion of a varied and inclusive working environment has a practical and democratic influence on the foundation of an organization. Businesses with varied employees and inclusiveness outperform their competition and generate higher revenues (Rajput et al., 2021).
Greater Recruitment Prospects and Positive Business Reputation
Workforce diversity and inclusiveness strengthens a business's employer brand and positions it as a more preferable workplace. Diverse workplace is an extremely valuable advantage when it comes to acquiring top talent from various talent pools (Akkermans et al., 2021). As per Glassdoor, (2021), 76 percent of job searchers believe a culturally diverse workforce is crucial when assessing employment offers. 
Firms which are committed to fostering and supporting diversity, equality and inclusion are perceived as fairer, more humane, socially, and ethically conscious enterprises, that leads to a stronger company image (Köllen, 2020). Furthermore, if a firm has varied workforce, multiple distinct individuals would be able to connect to the company and its products, increasing influence on growth areas, consumers, and business contacts (Luu, Rowley and Vo, 2019).
Broad Range of Viewpoints
Workplace diversity improves the ability to enable various viewpoints, which leads to a more effective work engagement and results (Colakoglu, Chung and Ceylan, 2021). Furthermore, it will raise and increase team cohesion. Employees will be motivated to complete tasks when motivation is high, leading to an increase in organizational performance, efficacy, and productivity (Nishii and Paluch, 2018). 
Enhanced Creativity
Thus, the engagement of diverse of viewpoints contributes to more creativity, in addition to the various opinions of distinct cultures (Minbaeva, 2020). When HR management brings together professionals who perceive the same issue in various ways, companies are more likely to obtain fresh, creative solutions, therefore increasing workplace creativity (Lee, 2019).
Increased Innovation
Diversity and inclusive teams in the workplace results in a greater probability of innovation. Professionals in a multicultural, and gender-diverse workforce are faced to a variety of standpoints and ideologies thus more ingenious. When these disparate viewpoints are combined, they consequently unite in a novel fashion, allowing for original innovation to emerge (Mothe and Nguyen-Thi, 2021).
Advanced decision-making
Research indicates that heterogeneous teams surpassed solo decision-makers by up to 87 % when making strategic business decisions (People Management, 2017). When individuals from various cultures and perspectives collaborate, more ideas materialize, resulting in a better informed and refined decision-making dynamics and outcomes (Bishop-Monroe, Wingender and Shimerda, 2020).
Better Employee Turnover
Employee retention benefits from workplace diversity (CIPD, 2021). Organizations with varied staffs are more accepting of diverse individual qualities and opinions. In the workforce, diversity and inclusion enable staffs to be understood, accepted, and appreciated thus staffs who feel welcomed and valued have higher job satisfaction and remain with the organization longer (Tarallo, 2018). As a consequence, firms with considerable workplace diversity have lower turnover rates. Staffs have a sense of affiliation to the firm and are less inclined to quit as a result of the organization's sense of social responsibility (Fuscaldo, 2020).
1.2 Differences between Diversity and Inclusion
The concepts, diversity and inclusion are regularly used interchangeably and are considered to signify the same notion. Though these phrases are similar and are frequently used in the same context, it is critical to grasp the distinction among both (Gomez and Bernet, 2019). Plainly defined, diversity is about variations (Du, Ma and Lin, 2021) whereas inclusion entails accepting such variances (Leroy et al., 2018). 
The term diversity is frequently used in the context of employing varied workers. Inclusion is the intentional effort taken to foster a work environment in which all diversity is recognized, embraced, and valued, not just tolerated (Buengeler, Leroy and De Stobbeleir, 2018). In other sense, simply providing different groups with a place at the table is insufficient (Jordan, Ferris, and Lamont, 2019) and HR management should also effectively manage inclusionary practices to offer them a voice and furthermore show respect to what they have to express.
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2. Gender Power Play in the Workplace
There is an evident concern to diversity and inclusion in organisations, however, reality misses the mark. Consequently, the realities of many women and individuals from minority groups do not mirror companies' officially intended goals and objectives (Colovic and Williams, 2020). Women's persisting preconceptions and prejudices, that female employees would have greater family obligations than males, unwilling to hire or promote a pregnant woman attributing to the fact that she is expecting, and that men are more devoted to their jobs than women, are the most major roadblocks to improving females in recruitment (Poli, 2018). 
The discrepancy known as maternal wall bias, which is a representation of derogatory beliefs regarding mothers' competency and perseverance to jobs (Gupta and Srivastava, 2020). When mothers return back to work after childbearing, they discover that their finest assignments and clientele have been allocated to co-workers. In other situations, women say that returning to the type of position they did prior to maternity leave required years (Ogden, 2019).
Even after being recruited, women are subjected to bullying, sexual harassment, and greater challenges to be respected and recognized for their work (Rai and Agarwal, 2020). These prejudices serve as the foundation for gender bias at work and these prejudices must be eradicated before significant advances on diversity, equality and inclusion can be established prominently (Utoft, 2020). 
Businesses should assess their workforce culture. However, most organizations in key sectors neglect to recognize this since they are dominant by a specific gender (Sun et al., 2020). For example, in reality, males often hold the majority of technology sector positions, whilst women typically hold assistance professions such as caregiving and nursing positions (Arias et al., 2021). Nevertheless, in both cases, the clientele or service users are much diverse than the professionals who assist them, making it challenging to comprehend user’s preferences and needs (Palmén and Kalpazidou Schmidt, 2019).
Females report increased work intensity, but salary growth is lesser. The national data from the Skills Employment Survey reveals that women demonstrate more work intensity and high-speed work than males in the same job, etc; customer service, healthcare, but also experience a low increase in wage (Jones, 2019). Closing the pay gender gap has social and economic benefits for everyone, not just a win for women. If women were paid fairly, poverty could be minimized (Shore, Cleveland and Sanchez, 2018). As per the World Economic Forum, (2021), another generation of females would have to wait for equal representation. As the COVID-19 pandemic persists to have an effect, the worldwide gender disparity has risen by a generation, from 99.5 to 135.6 years. 
2.1 Recommendations 
Human Resources departments and organizations should gather and interpret facts on workforce diversity of the business and to gain a better knowledge of their staffs and their workplace experiences. HR could then utilize the data to determine and address potential and existing biases, gaps, and conflicts (Kalpazidou Schmidt and Graversen, 2020). By doing that, employers could adopt concentrated and dedicated efforts to make a radical reform in the company culture, accomplish its diversity and inclusivity initiatives, and minimize risks of instinctive biasness (Peters and Blomme, 2019). It is crucial to promote equality, although it will require HR management and the company to be committed to taking the corrective measures, setting regulations, and implementing policies (Celma, Martinez-Garcia and Raya, 2018). 
Some recommendations to aid for an unbiased gender power play in the workplace are:
Implementing Equitable HR Policies and Procedures
As affirmed by (Rongala, 2021), improving recruiting processes would help to increase gender diversity by having a diversified interview committee, constructively sourcing a gender-balanced workforce, enabling gender and fair pay through enhancing work descriptions and establishing equitable remuneration policies. Additionally (Rajadhyaksha et al., 2019) argued that HR department and management could ensure that both men and women have access to family leave so as to better integrate work-family management and family obligations.
Leadership and Management Positions for All Genders
It is a predominant misconception that only males flourish in leadership positions, while women are better equipped for support roles. The further up on the business ladder, the fewer women there are (Valls Martínez and Cruz Rambaud, 2019). Employees who possess the required competencies are deserving of a leadership position, regardless of gender and moreover, it is an ethical approach to foster gender equality (Brodmann, Hossain and Singhvi, 2021). As stated on Catalyst, (2020), an organization that advocates for females, LGBT, inclusive cultures, in the UK's top publicly traded firms, just 37.6% of females occupy executive roles, even though women make up over half of the workforce.
Equal Pay
An essential factor in companies is the principle of fair compensation. In order to enhance disclosure and transparency, to prevent discrimination in pay scales, a systematic compensation package should be established (Kovalenko and Töpfer, 2021). Many companies only give a brief estimation of pay rates in job descriptions; however, it is important to specify the accurate rate, in order for job applicants to not be misunderstood (Homroy and Mukherjee, 2021). Conversely, it is crucial to schedule a yearly salary audit to determine whether or not gender bias occurs in the company (Lee and Kray, 2021).
Develop a Collaborative Environment
Gender discrimination could be demolished and equality in the workplace could be accomplished only if organizations, key stakeholders, executives, and managers adopt a comprehensive and explicit policies (Chang and Milkman, 2019). If the HR department and the majority of the divisions inside the organization are gender biased, the organization's advancement would evidently suffer (Cassar and Rigdon, 2021). Professionals should be recognized on their abilities and competencies rather than their gender. 
Initiatives to facilitate Equality between Genders
As attested by (Stephens, Rivera, and Townsend, 2021), by educating and training management staffs on gender equality, in both the visible and the nuanced stereotyping, it is possible to minimize it. Additionally, (Ramos et al., 2021) enunciated that advising employees on how to recognize prejudices amongst colleagues, how the problem can be dealt with and how it may be prevented from occurring again will also support. Furthermore, (McLaughlin et al., 2018) stated that highlighting the organization's key female employees encourages others as it exemplifies initiatives to promote gender equity of the women who have succeeded as a result of it, whether they are in leadership position or on the job site. 
Moreover, making efforts to promote gender balance for it to be widely known and letting other firms, customers, and workforce to be aware about the business's commitment to equality, whether it be on corporate website or in company advertisements as it creates competitive advantages as a result of public acknowledgment (Cavero-Rubio, Collazo-Mazón and Amorós-Martínez, 2019) and also establishing the company as a motivation for other companies.
These are some of the most important factors companies must address when supporting gender equality in the workforce. Incorporating feedbacks and opinions from existing staffs are vital, as they may contribute important insights into what is occurring in the business and identify areas for development.
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3. Diversity of Women and Minorities in the Workplace
Occupational ethno-racial segmentation exacerbates an already existing ethno-racial inequalities (Xu et al., 2019). The Black Lives Matter movement's impetus and the effect of the coronavirus epidemic have ensured that conflicts of racial inequality have clearly, repeatedly come to the front of the public, social and political discussions. Simultaneously, demand have risen on businesses to address workforce disparity, and there has been growing attention in the implementation of ethnicity income gap monitoring. About 100,000 people signed a formal appeal to the UK government in 2020 and Parliament responded that they would debate this petition on 20 September 2021, calling for obligatory ethnicity pay gap disclosures as the implementation of obligatory ethnicity pay gap reporting will be able to increase awareness of any disparities amongst employees of various ethnicities (UK Government and Parliament, 2020). Due to these rising demands, as well as prominent reportage of racism and discrimination in the UK over the previous years, ethnicity pay reporting will mostly certainly be required in the years ahead (PwC, 2021).
Companies have been attempting to increase workplace diversity for years, but with minimal effectiveness. The most typical approaches, notably a one-time awareness workshops, have failed to produce results (Young, Haffejee and Corsun, 2017). Throughout different fields, the percentage of women and people of colour in leadership positions remains appallingly low. Women, particularly women of colour, have significant rates of turnover, which has been widely debunked (Schoen and Rost, 2020).
3.1 Recommendations 
Equal Tasks for Everyone
Managers must distribute work equally to women and minorities in order for them to develop (Hideg and Wilson, 2019). Certain tasks could help advance career such as a proposal for an important client which is the 'glamour' work or an opportunity to represent the company at a conference. Other tasks are vital yet unnoticed, such as office 'housework' or routine and administrative tasks. According to studies, women and people of colour are more subjected to 'housework' type of tasks than to be put to 'glamour' tasks (Williams and Multhaup, 2018). 
For a variety of interrelated factors, there is a gap in such workloads. One of which is a prescriptive stereotype that defines how a group of people should act, such as women of colour being demure, mild to instructions and meant to be dutiful members of the team who place the organization's mission above from their own (Hancock, Clarke and Arnold, 2020). Prescriptive stereotypes also exist based on ethnicity, such as Asians being respectful and subservient workers. If the company's diversity initiatives are to be recognized, management must address this inequality (Saxena, Geiselman and Zhang, 2019). 
Begin tracking records with how tasks are allocated in the company to accomplish this (Stewart et al., 2021). Supervisors should determine what their department's office 'housework' is and who is responsible for it, allowing them to distribute these routine tasks more equally. Recognize all qualified personnel for 'glamour' job tasks, not only those that fit the description or who request to do it. Management teams could be held liable for performance and progression by chief management and HR leaders (Rosette et al., 2018). The end outcome would be a structure which is more equitable to all professionals, not just women and minorities.
Viable Leadership
Using efficient leadership methods such as ethical leadership theory is another effective technique to improve and ensure employees are responsibly treated (Wood, Eid and Agag, 2021). Leadership should genuinely embrace a diverse range of perspectives, and leadership governance and culture should promote transparency and make women and minority groups of employees feel welcomed and valuable (Bazerman, 2020). Organisations should in addition have a goal and aim that is clearly articulated and acknowledged, as well as a framework that is essentially democratic (Kapur, 2018). (Nguyen, Nguyen and Thanh Hoai, 2021) further argued that workforce beliefs and practices would be oriented with that of the company, if such a workplace culture exists and that sociocultural functions as a regulation for influencing behaviour through this approach.
Respect Cultures and Boundaries
As stated by Basetin (2019), one should be mindful of people's cultural traits and perceptions. What one is accustomed to may conflict with the culture of another employee. Even the smallest interactions may have cultural significance. To avoid misconceptions, recognize the privacy limits of individuals and how different cultures interpret greetings, for example, making physical contact and eye contact with a Muslim woman is considered disrespectful.
Design a Holiday Calendar which is Culturally Variable
Muslim employees could work during Christmas etc, in healthcare sector, while employees who are celebrating Christmas could work during Eid. Moreover, sharing cuisine and festivities from across the globe could be helpful for team building and a remarkable opportunity for employees at all levels of the company to interact (Scarborough, Lambouths and Holbrook, 2019). If large, planned festivities are not possible, by taking the liberty to respect an important religious festival on a personal level by sending well-wishes through emails could be a little effort that means a great deal to a co-worker. It is vital that a colleague's religious routine is taken into consideration, not just on major holidays, but also during normal workdays (Bursell and Jansson, 2018), for instance, avoid scheduling a company lunch when a fasting is in progress or having meetings when prayers are being held.
Women and minority groups in the UK make a highly educated and qualified youthful sector of the populace, with great range of talent to offer companies, however, they are currently significantly less likely to be offered a job, particularly during the epidemic due to many of the diversity and discrimination issues faced in organisations (Blustein et al., 2020). The workplace is an essential site for individuals of all origins and ideologies to interact and exchange ideas together for a wholesome workplace environment, and that could be established when HR management and organisations cease to temporize and take radical change to address the obstacles that women and minorities confront at the workplace.
Conclusion
In conclusion, embracing diversity is the way forward for businesses. Firms that can effectively manage workforce diversity would have a clear competitive advantage over others in terms of originality, innovation, and employer identity in a global workforce industry. Global workplace inequalities, such as gender power play and gender wage gap, must be imminently and critically addressed. Furthermore, women and minority groups should be accepted than just tolerated, which could be attained through implementing policies and procedures to combat discriminatory practices.
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