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EXECUTIVE SUMMARY
This report is aimed at offering recommendations to Homes England on the utilization of diversity to achieving corporate objectives. The report talks about the issues of UK diversity and draws a comparison with Homes England in terms of treatments, representations, recruitments, and reporting. Then it used Belbin team roles to illustrate how diversity can be utilised in an organisation. Next it went ahead to point out some benefits of diversity in the workplace before offering some recommendations to Homes England which might be useful to any other establishments and include Contact theory, Training and Development, Participation, Leadership and Accountability, Communication, Transparency Recruitment and Use of Technology, Flatter Organisational Hierarchy, Ethnocentrism as well as Culture. Thereafter, a conclusion was drawn.
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1. INTRODUCTION
Diversity is increasingly becoming a hot topic in our everyday discourse. The increase in anti-racism organisations like Black Lives Matter, feminist organisations and similar organisations remind us that diversity is still a recurrent issue in our society today. According to Luthans (2005) in Jain and Pareek (2019), diversity is a way of understanding individual’s uniqueness and at the same time recognising their differences. The more globalised our society is becoming, the more discussion around diversity and inclusion become relevant. Therefore, in order to fully harness the potentials of globalisation, there is need to address the issue of diversity and inclusion. 
Different authors have different views on diversity and inclusion. In simple terms, diversity is recognising the potentials of people’s differences and uniqueness, and inclusion is a mechanism to utilise those potentials. This is why sometimes some authors refer the two as just diversity. According to EY Global Executive Diversity and Inclusion Statement, 2020, diversity is about differences while inclusiveness is about leveraging these differences. It is the varieties of experiences and perspectives arising from differences in demographic variables. Diversity is a Corporate Social Responsibility (CSR) issue. Just like other CSR issues like climate change, diversity was not a critical issue to some investors and organisations (Banham, 2019). The story is fast changing for some CSR issues. While for others, there is still a lot to be done. Diversity happens to fall in the later.
Previously, stakeholders did not recognise the importance of diversity even to their profitability and financial performance. “Our review shows that inequality and discrimination still widely exist and HRM has focused mainly on compliance with equal employment opportunity (EEO) and affirmative action (AA) legislation. Less attention has been paid to valuing, developing and making use of diversity” Shen, Chanda, D'netto, and Monga, 2009 p.235. Most organisations who were following CSR rules were merely doing them to tick the box and hence avoid litigation if there is any. Only recently have stakeholders begun to see the significance of those compliances both to their brand reputation and bottom line. To many organisations, the issue of diversity is still a box ticking exercise. 
In as much as the government and relevant organisations are making effort to ensure organisations comply, there is need to sensitise and educate stakeholders on the financial, reputational, social and environmental benefits of championing diversity in organisations. The more the people wake up to the realities about the potentials of diversity, the more likely organisations will address the deficiencies in their system regarding diversity. When diversity become one of the key determinants of where to invest for stakeholders like private equity, institutional investors, angels, hedge funds, etc, organisations will have to voluntarily wake up to the realities of diversity since every single organisation on the planet are concerned about value. Consequently, if diversity is seen to add value to organisation, then the leaders of such organisation will have no choice but to pursue the tenets of diversity.
Some years ago, companies only need to provide information regarding their impact on environment. However, in recent times, they also need to provide information regarding how the environment impact their business, and also the risks they carry (Banham, 2019). So if government can also mandate organisations to not only disclose the efforts it is making at encouraging diversity but also the impact diversity is making to the organisation. Such report by the organisation may encourage them to actually carry out an assessment on the role of diversity for the growth of the entity. Realising that diversity has a positive impact on the organisation would make the companies much more willing to champion diversity for their own interest. And investors will certainly like to put their wealth on organisations that encourage factors that bring about growth. 
Besides, organisations are required to disclose some diversity behaviour but this has to be scaled up. For instance, some organisations disclose workplace culture, board gender composition but tend not to disclose many other diversity issues like board racial or disability or age composition. Having said that, organisations and investors alike are increasingly recognising the need to encourage diversity and other CSR issues. According to a 2018 EY survey of 60 institutional investors representing $32 trillion in assets, 82 percent of them consider diversity a management priority and 52 percent expect organisations to disclose their workforce diversity actions.
Homes England is a non-departmental public body that funds new affordable housing in England. It was established on 1st January, 2018 to replace Homes and Communities Agency (HCA) which was established in 2008. Homes England is sponsored by the Ministry of Housing, Communities and Local Government. Their jurisdiction is only England, both local and urban. As an organisation that are created to support the needy, diversity will help her be able to locate her targets through her staff and partners. If Homes England only represent a particular group, there is a high tendency to forget every other groups when trying to provide Homes across the country. The only way to reach out to all the groups in the society especially the forgotten is through embracing diversity in all her endeavours.

2. UK DIVERSITY ISSUES
There are many HR issues that dictate the handling of diversity in an organisation or the society at large:
2.1. TREATMENT ISSUES
According to the Office for National Statistics (ONS), about five million people of working age in the UK are living with hearing loss or deafness. This represents over seven percent of the whole UK population. And according to a survey by NHS England, 74% of respondents felt their employment opportunities are limited because of their hearing loss. This represents almost ¾ of the group feeling threatened by their disability, and it is a clear case of lack of inclusion which need to be addressed by Human Resource Management (HRM). 
Another report by Cultural Change Organisation Utopia, 2020, found that over 49% of Black, Asian and Minority Ethnic (BAME) men and about 59% of BAME women said they have to mask part of their identity to be able to fit in at the office. These identities ranging from dress styles, to hair type, to language, to accents, to food, to drink, to outings, to mode of greeting, to hair style, to ethnic origin, to philosophies of life. This implies that BAME community are pressured to creating false identity at work because their workplace orchestrates an environment that expect employees to act white and adopt white ideologies. Besides, the same report continued that 44% of BAME employees stated that they are afraid to ask for emotional support at work when needed for fear of being judged/misunderstood. This implies that these group are more susceptible to mental, psychological and emotional health condition that may negate their performance and affect their contributions to their respective organisations. Moreover, this kind of situation lead to a lack of confidence by the employees. About 41% of these BAME workers feel that their employers do not offer an inclusive culture. The same percentage, 41 feel less likely to progress professionally as a result of their ethnicity. For whites, only 9% feel the same way. There is the issue of erosion of confidence, lack of hope and a kind of frustration for minority groups. And such impedes growth and productivity. 
Even though there are employee network groups which is an amazing initiative, however Homes England report do not include employee perception of diversity in the organisation. For instance, what does employee think of Homes England diversity training? What is their position on inclusion in the organisation? Are they comfortable discussing diversity and the likes? These are issues that are necessary in the report. It would have enabled robust comparison with national average or other organisations. However, Homes England have been able to put down a robust report on the demography of their staff which is quite encouraging.
2.2. REPRESENTATION ISSUES
From the ONS report, about 9% of the overall workforce in the UK declared disability in 2018, an Annual Equality, Diversity and Inclusion report from Homes England published on the 29th of July, 2020 stated that only 5.2% declared disability. There is no ONS disability report yet for 2020. However, a 9% in 2018 for the overall UK workforce but only 5.2% for Homes England in 2020 suggest some kind of gap that need to be filled. Investigation may be needed to understand why Homes England diversity representation fall short of the national representative stance. The HR department of the company have a responsibility to champion this and ensure result is attained. Putting real numbers to real issues in real time is the key to achieving result. So Homes England should have a diversity target and work to achieve thus while providing enabling environment for inclusion and a feeling of sense of belonging to thrive.
On the gender angle, the ONS reported a civil service overall of 54% female and 46% male employees as at 2016. Homes England, though with more men, is more balanced at 49.6% female and 50.4% male from the 2020 report. HR has a responsibility to acknowledge this achievement and ensure continuation and improvement on those landmark achievements.
Looking into the issue of ethnicity as it relates to diversity representations, about 13.4% of civil service declared BAME in 2016 according to ONS, less than that figure 11.4% declared non-white for Homes England as at 2020. Then again, there is need for an investigation to be carried out. More shocking is that blacks are not represented in the board of Homes England which need an urgent address.
On the religious front, ONS reported 55.2% Christians, 1.7% Hindu, 5.8% Muslim, 34% no religion and 0.7% Sikh. As for Homes England, there are 41.5% Christians, 1.7% Hindu, 2.1% Muslim, 26.7% no religion and 1% Sikh. What is a bit surprising for Homes England however is that 17.4% did not declare their religion and 7.4% prefer not to state their religion. Attention to such details is required to achieve the potentials of diversity. An investigation into the reasons for this kind of situation can unravel a whole lot and put Homes England in a better position to achieving her diversity goals. Why have over 17% fail to declare their religion and up to 7.4% prefer not to say? Could it be that they are afraid to declare their religion? Could there be a kind of culture that pressure some religious members not to be proud of their faith? These are questions that need answers. HR department should carefully look into this kind of situation as it might be related to organisational culture though could equally be just a mere coincidence.
According to ONS ethnicity pay gap in 2018, the percentage difference in median hourly pay between people of a white ethnicity and all those who belong to an ethnic minority group is largest in London at 21.7% and the same report also mentioned specifically that people of Chinese ethnic group have the highest pay which is 30.9% more than the median average. PwC UK have an ethnicity pay gap of 13.5% as at 2018 which is more than a national average but for Homes England, ethnicity pay gap is not reported from their latest report which coincidentally is their first report since they are a new establishment. PwC UK 13.5% are considered one of the best in the country. However, even that statistics is far from ideal as much more need to be done.
The gender pay gap in 2018 from ONS report was 17.8% though this fell by 0.5% to 17.3% in 2019. Leading companies like PwC UK in 2018 have mean gender pay gap of 12.2%, a 1.5% improvement from the previous year 2017 and a 2018 median gender pay gap of 11.3% down from 14.2% as at 2017. Whereas Homes England have a mean gender pay gap of 16.9% and a median gender pay gap of 15.3% as at 2020. Even though Homes England has a fairer gender pay than natural average, improvement is still needed as national average is not ideal.
Mithran (2020) found that BAME workers in social work are more likely to face fitness to practise investigation. He argued that this is because they are underrepresented on the investigation panel. For instance, a figure from Freedom of information by community care show that 80% of independent adjudicators on the panel are white while 18% are from BAME whereas BAME represents about 24% of the overall services. Even worse is that the black community have only 5% of the panel representation whereas they represent about 14% of the overall services. Homes England acknowledge in the 2020 report that they are lagging behind regarding board representation as there is hardly anybody of black ethnic minority in the board. They should critically look at this with the view to improving on it.


2.3. RECRUITMENT ISSUES
Baum, Sterzing and Alaca (2016) found that diversity recruitment positively influences minority job seekers’ attractiveness towards an employer. One of the foremost assignments of HR department is the recruitment of credible talents to help move an organisation forward. 
Hunt, Layton and Prince (2015) found from their survey that about 40% of companies blame skill shortages for the vacancies in entry level jobs. On the report, they argue that organisations can obtain competitive advantage through good talent management strategies. They stated from the same report that diversity in leadership can aid an organisation towards obtaining access to a pool of talents and hence gain a competitive advantage and make herself relevant globally. They equally found that the management behaviour most likely to affect positive engagement is a demonstration of a strong commitment to diversity. As a result of the fact that the categories targeted by diversity efforts are often underrepresented groups, they are often a good source of desirable talent (Baum, Sterzing and Alaca, 2016). For instance, it was found that LGBT recruits have higher than average skill and are more educated with more advanced degrees. In spite of all these findings, recruiting firms have not yet firmly embraced diversity recruitment as a source of competitive advantage as some see it rather as a complex process and a source of conflict. Homes England should utilise this to achieve a more diverse workforce and more importantly an inclusive or possibly a balanced board. 
2.4. REPORTING ISSUES
A report by PwC UK on Ethnicity Pay Reporting in 2019 found that 95% of the 80 surveyed companies have not analysed their ethnicity pay gap while 75% do not even have sufficient data to do the analysis should they deem it fit. There is therefore a reporting gap in the system. When there is no data, how then can the issue be addressed? Obviously only a very small percentage of companies in the country carry out a proper diversity report and set out strategies to achieving the necessary diversity goals. For the rest, diversity is only an afterthought. 
Homes England therefore is in the leading group for first, acquiring the data for the analysis and secondly, for going ahead to have a robust report on diversity in spite of being just a new establishment. This is very encouraging though more could be done to further improve on diversity representation and reporting. It is a great idea to report on the demography of the workforce which is a great diversity measure. However, demographic data does not tell the story about inclusion and a sense of belonging. Homes England can do more by reporting the views, opinions and feelings of staff as regards diversity and inclusion issues.




3. DIVERSITY MODEL USING TEAM ROLE
Before delving into trying to evaluate the issues of diversity, it is pertinent to look at the reasons behind diversity and inclusion. Is diversity being preached just for the sake of it or are there reasons for diversity advocacy? Even till today, when diversity is talked about, many organisations and individuals alike view it as a way of helping or at least reaching out to the minorities in the society. Yes. This is true but it is however not the end of the story. Looking at diversity in that myopic manner alone is deceitful and ineffective. As far as top management and investors of an organisation are concerned, their motivation comes from the growth in the value of the organisation and NOT from having a fair, balanced and equitable distribution of the company’s resources. Hence, there is need to look at diversity and inclusion holistically. Diversity is about equity but also about growth, efficiency, and effectiveness of the organisation. Many reports have been made on the benefits of diversity to the organisation practising it. For instance, Hunt, Layton and Prince (2015) found from their research of 366 companies that organisations in the top quartile for racial diversity are 35% more likely to improve their financial returns and those in top ladder for the gender diversity are 15% more likely to have better financial returns.
There are basically two potential ways in which an organisation can benefit from diversity. On the one hand, diversity and inclusiveness brings about equity, fairness, and justice to the organisation. And hence such organisation does not need to worry about the laws on diversity quota compliance and any form of discrimination related litigation.
On the other hand, an organisation is like a team and having diverse individuals on board can increase creativity, teamwork, leadership, the list is endless. As Belbin pointed out in his team roles according to Belbin, 2012; Fisher, Hunter and Macrosson (2002) diverse roles and by extension personalities and backgrounds can help shape organisation to greater heights. The nine roles can be applied to explain the concept in which diversity of roles (in his own description) but also of age, educational background, gender, race, personality, class, thought system, etc can bring greater values to an organisation.
Belbin described nine roles which he moulded into three roles in each of the three headings. The first heading is the THINKING ORIENTED ROLES.
These are roles that involved critical reasoning to come up with a solution.
3.1. PLANT
This reflects the role of creativity and innovation. According to Shen, et al (2009) one of the main objectives an organisation wishes to achieve through effective HR diversity management is creativity. Being a plant entails coming up with new ideas by thinking outside the box. They literally “plant” ideas into the team. They like to challenge the status quo and strive to find a better alternative for better efficiency and effectiveness. This may be amplified into be a bigger context as it has been proven for instance by many reports that millennia are better innovators and tend to use technology better (CIPD, 2020). Likewise different culture, gender, personality and background reflect different talents. 
As Belbin stated that “plants” are usually introverted and hence prefer to work alone. They struggle to coordinate a team or take commands, hence tend not to be loyal to the already set standards. This implies that to bring out the best in a “plant”, they should be allowed to focus on the activities they are best fitted and let other roles be manned by those who are suited for them. To achieve thus, diversity is key. 
For Homes England, the objectives are to deliver homes for the communities especially where they are mostly needed. Hence, to achieve the above, all hands should be on the deck. People with diverse talents can more likely deliver different roles. People with different background are likely to think differently. The more diverse is their thought, the more likely their creativity will demonstrate. Besides, having diverse workforce means having diverse reach as everyone is well aware of their own environ.
3.2. MONITOR EVALUATOR
This role has to do with analysis of ideas and options. They offer clarity and a sense of deeper understanding to ideas. They make sure the ideas of plants are understood by putting them into perspective. They try to suggest alternatives to those ideas and hence compare different ideas and suggest which may be better.
However, this kind of traits detest criticisms. They tend to show some immature attitude towards criticism. They require a clear and sensible emotional detachment to be able to function effectively. Having diversity in organisation encourages diverse traits being fused into the organisation since people of diverse background and experiences show diverse trait. A diverse organisation has greater chance of mixing people of diverse traits than a homogeneous one (Abidi, et al., 2017)
Homes England can take advantage of diversity to be able to equip herself with diverse traits that can move the organisation closer to the realisation of her objectives. Working with people of diverse views can usher in creative concepts from exchanging ideas among one another. While one may be great at generating novel ideas out of the blues like the plant, another may be better at executing the ideas, therefore it is important to play on each individual’s strengths and collaborate with others in the team (Fisher, et al, 2002)
3.3. SPECIALIST
A specialist has the knowledge to execute a specialist job. They are highly skilled and mostly bring into the organisation a skill that no one else possesses. They are therefore mostly indispensable as nobody else can perform their role and fill in the gap. They like to delve into the technicalities and details of the execution of their particular role but usually lack knowledge of the organisation outside of their role and hence do not see the whole picture and general view of the organisation.
An organisation that engage mainly specialist suffer from dwelling only on the technicalities of the operation without looking ahead to understand the overall picture of the organisation. However, an organisation without specialists may lack the capacity to solve some technical problems in the organisation. The same can be said about a homogeneous organisation compared to a diverse counterpart.
Diversity is the solution to ensuring that all the functions are brought together for a better result through a balance of traits. Homes England can benefit from having diverse individuals who specialise in different skills as well as those who can take a holistic view of the organisation and carve out the best way possible to move the organisation forward. Individuals from diverse backgrounds can offer a selection of different talents, skills, and experiences, that may be of benefit to the organisation and their work performances. Some crossovers of skills are essential when it comes to helping and collaborating with one another. A diverse backgrounds, skills and experiences among a group equally means team members can learn from one another (Jain and Pareek, 2019)
Above are the Thinking Oriented Roles, Belbin described the next three roles as ACTION ORIENTED ROLES:
3.4. THE SHAPER
This kind of role challenges the organisation to improve. They want to take lead in ensuring that the organisation is very competitive through a collective effort. So, they strive to get the best out of their team members. They are great motivators ensuring that everybody feel good and all hands are on deck to get the work moving. They provide the necessary drive to ensure that the team keep moving and do not lose momentum on the assignment. They are very challenging and dynamics and not easily distractible as they maintain focus and thrive under pressure.
They tend to see themselves as supervisors by leading, motivating, and keeping others going. By so doing, sometimes they hurt others by being too pushy and argumentative. In their attempt to get things done, they can be aggressive, provocative, and bad humoured thereby hurting the feelings of others.
A mixture of these kind of traits bring progress to organisation as they tend to scale up the creativity and spread the traits and talents and hence be able to tie all the knots that can potentially fix the organisation and move her forward. And will attract and retain staff as an organisation who embraces diversity will attract a pool of candidates to their vacancies since it portrays itself as a more progressive establishment and will appeal to individuals from every facet of life (Meslec and Curseu, 2015). Naturally, an increase in candidates would potentially increase the likelihood of engaging and hiring exceptional qualified talents. It can also help with employee retention as candidates prefer to work in an environment that is welcoming of all backgrounds and encourage equity  
3.5. IMPLEMENTOR
As soon as an idea is born, the service of an implementor takes effect. They turn ideas into plans and implement action into those plans. They fix a workable strategy and carry those strategies out as efficiently and effectively as possible. They are pragmatic and reliable in turning ideas into action and ensuring that work are organised to achieve goals.
This kind of traits are however inflexible as they usually stick to their plans without shifting grounds. They are slow to respond to new possibilities and positive changes implying that they would not be good to implement changes in the organisation that might usher in positive outcomes and new opportunities.
All organisations need the indispensable qualities of an implementor with the combination of other qualities to be able to achieve organisational goal. Having people of diverse groups encourages a feeling of belonging. Employees are more likely to feel comfortable and happy in a company where inclusiveness was a priority. Equality in the workplace is important for encouraging workers from all backgrounds to feel confident in their ability and achieve their best. The higher the team morale, other things being equal, the more productive employees are (Jain and Pareek, 2019)
3.6. COMPLETER FINISHER
These are traits that ensure projects are thoroughly concluded. They ensure every single project started come to an end. They are concerned about the tiny pieces of details of every project to ensure they are closed properly at the end of the day. They polish and do the final touch of the project to ensure they are adequately concluded, and no details are left undone. They are most effective at the end of the project since they polish, scrutinise, and proofread every single detail to ensure properly completed. They are painstaking, conscientious but anxious. They search out errors, polish, and perfects projects (Fisher, et al, 2002)
However, they worry unduly about deadline and details, yet they are reluctant to delegate since they lack trust in others. Because of their lack of trust, they find it difficult to delegate as they believe that if they are not involved, it probably was not done properly. This acts as a bottleneck since they do not let others review the process and they could take their perfectionist to the extreme thereby slowing down the process.
For an organisation to ensure objectives are met, they require a completer finisher who will not only ensure that projects are completed but that they are completed thoroughly and properly. They could be dedicated to dealing with the conclusion of a project. So, they act like editors proofreading the whole process to ensure they are done with attention to all the details and the highest possible standard of quality are obtained (Jain and Pareek, 2019). Diversity makes thus possible.
The third and the final roles are what Belbin refer to as PEOPLE ORIENTED ROLES:
3.7. COORDINATOR
They coordinate and oversee the team process, acting as the team leader. They are usually charismatic and command respect from team members. They are people oriented as they are happy to talk to others and deal with issues to ensure the team kept on. They try to resolve issues between members to enhance the smooth running of the team project. They facilitate consensus and ensure every member is taken on board. They focus on the team’s objectives, draw out team members and delegate work accordingly. They tend to act as the leader as they are mature, confident, and able to identify talents and clarify goals (Fisher, et al, 2002)
However, they usually tend to over delegate by offloading virtually all their own responsibilities to team members who might then be overburdened by more than proportionate responsibilities. They can be manipulative and hence push responsibilities away to others.
Organisations need their charisma, leadership, focus, confidence, and other great qualities that they bring to the table. Diversity ensures that there is a balanced roles in the organisation by providing coordinator role while as well filling other roles that can help the organisation forge ahead because if there is no coordinator, the organisation might lack leadership. However, if there are many coordinators, only little could be achieved since they would like to delegate their own role to team members.
3.8. TEAM WORKER
This trait’s preoccupation is the smooth running of the team. They ensure that the team is working well together and are ready to sacrifice their personal achievement to ensure the smooth running and success of the overall team. They help the team function properly by devoting time to identify where the team is lagging behind and try to fill up the gap as they are usually versatile. They are very diplomatic, cooperative, and perceptive. They are very good at conflict resolution as they listen to team members and try to help avert any potential conflict.
However, they tend to overdo their diplomacy and may end up not motivating the team members but devoted to pleasing them instead. They are receptive to confrontations as they want to be in peace with all members and popular with them. So, they are hesitant to make any unpopular decision even if they believe it could help the organisation. They place the interest of the team before the organisational goal.
To ensure a smooth running of a team, a team worker is needed in an organisation. Diversity can help bring in some traits together with others to ensure organisational goal are achieved (Buchan and Taylor, 2016)
3.9. RESOURCE INVESTIGATOR:
They prefer working with external stakeholders to achieve organisational goal. They are a good PR to the company from the outsiders. They are optimistic always assuring everybody that everything would be alright. They are usually outgoing, enthusiastic, sociable, and easy going. They like to explore opportunities and develop contacts. They can use their inquisitive nature to find ideas from the outside and bring them back to the organisation.
However, they can be over optimistic and can equally lose interest easily as soon as the initial enthusiasm is passed. They usually forget to follow up on a lead.
This perspective suggests that demographic diversity is accompanied by diversity on underlying attributes such as values, traits, beliefs, attitudes, and personality (Chrobot-Mason and Aramovich, 2013). A diverse team outperforms a homogenous group. Diversity entails different skills, experiences, thought-system, motivation level which entails a pool of resources to achieve organisational goal.


4. BENEFITS OF DIVERSITY IN THE WORKPLACE
4.1. INCREASED ADAPTABILITY AND ORGANISATIONAL REPUTATION
Organisation employing a diverse workforce can supply a greater variety of solutions to problems in service, sourcing, and allocation of resources. Employees from diverse background bring individual talents and experiences in suggesting ideas that are flexible in adapting to fluctuating markets and customer demands. Hence a source of competitive advantage and enhanced corporate image. Taking positive action on workplace equality can have significant benefits for an organisation’s reputation, culture and people. Creating environments that recognise the importance of inclusion and diversity can support wider talent, brand and operational strategies and help to achieve key business outcomes (PwC UK Ethnicity Pay Reporting, 2019)
4.2. RECRUITMENT AND EMPLOYEE RETENTION 
Diversity, equity, and inclusiveness in workplace help attract and retain a pool of qualified workforce. As Cox and Blake argue in Shen, et al, 2009 that the benefit of effective diversity management includes reducing employee turnover, absenteeism and attracting the best candidates as the labour market shrinks. Diverse team have the advantage of a better talent recruitment and retention.
4.3. BROADER SERVICE RANGE:
A diverse collection of skills and experiences allow a company to provide services to customers on a global basis. Shen, et al, 2009 argue that by making use of diverse workforce, companies tend to enhance their marketing capabilities and become more responsive to customer demographic change and hence greater employee satisfaction (Goldberg, Kessler and Govern, 2019)
4.4. VARIETY OF VIEWPOINTS:
A diverse workforce that feels comfortable communicating and sharing different points of view provide a wide variety of ideas and solutions. The organisation can tap from that pool to meet business strategy needs of customer more effectively by making better decisions from the pool of ideas.
4.5. MORE EFFECTIVE EXECUTION:
Organisations that promote diversity in the workplace motivate all their staff to perform to their absolute ability. Organisational and HR strategies can then be executed; resulting in higher productivity, profitability, and return on investments. When employees realise there is equal access to opportunities and fair play, intent to turnover decreases and productivity increases (Goldberg, et al. 2019)
4.6. INNOVATION AND CREATIVITY
Even though research has shown that in the short run, progress is affected by language and communication challenges, and conflict, however by ushering in a diverse range of perspectives to problem solving in the long run, diverse teams speed up creativity and bring about enhanced solution to a holistic project (Shen, et al, 2009). The impact of an effective diversity management is that employees of all demographic backgrounds feel a sense of belonging and they believe their views, suggestions and inputs are welcome. Then it results into realising the full potentials of the staff and enhanced greater creativity and innovation from those diverse experiences and backgrounds transforming into greater productivity, improved customer orientation and bottom-line (Chrobot-Mason and Aramovich, 2013)
Homes England need to embrace diversity for greater innovation, reputation, better decision making and ultimately achieving organisational goal as research has proven that diversity offer more than those.

























5. RECOMMENDATIONS
5.1. CONTACT THEORY
Sociologists and psychologists alike suggest that intergroup contacts reduce prejudice, stereotype, and discrimination among diverse groups when the conditions are appropriate as propounded by Gordon Allport, a social scientist. Therefore, every organisation that is interested in diversity has a duty to provide an enabling environment for intergroup contact to thrive in an appropriate manner since this has been described as an effective way of improving relations among groups. Brown, Brown, Jackson, Sellers and Manuel (2003) found that white athletes who played team sports reported less prejudice than those who played individual sports. They attribute this to the fact that the athletes in group sports are in constant contact with other races and hence was able to readdress their subconscious mind and become more accepting of other races. They are able to form a union with other races to achieve victory which makes them value and appreciate other’s perspectives. 
So, Homes England should encourage intergroup by pairing employees of different background during assignments. First, it will reduce prejudice among employees in the organisation and encourage employees to appreciate people of other backgrounds as equals and supporters in the pursuit of organisational goal. Second, with diverse experiences and perspectives, interaction between varieties of employees do foster greater innovation and creativity, hence enabling them to outperform homogenous teams (Shen, et al, 2009)
5.2. TRAINING AND DEVELOPMENT
Richard, Roh and Pieper (2013) stated that opportunity-based diversity and equality management practices like network groups, career internship, management trainee programs for minorities are positively related to a diverse management team. There should be rigorous diversity training and development both for the minority in the form of opportunity-based practice and also diversity training for the whole organisation. A top down training strategy where top managers are first trained and encouraged to train their teams may be useful. 
Homes England diversity training should be bespoke with specific goal which is linked to the companies objectives. There should be clarity regarding the objectives of the training and trainees should be made aware of the specific need of the training and the goal they intend to achieve. Every training and other exercise must be linked to the vision, mission and HR and overall objectives of the organisation.
Rynes and Rosen (1995) found that about seventy-five percent of those that undertook diversity training came out with positive attitude regarding diversity even though only nine percent was hopeful to achieve a positive result before the exercise. Up to 60% of the trainees were sceptical before the commencement of the training however only 7% remained sceptical at the end of the training. Homes England can take a lead by scaring up her employee networks which is already ongoing in the company and also initiating minority internship and management trainee programs which seem to be absent for now.


5.3. PARTICIPATION
Majority group like the old white men should be encouraged to participate and speak about diversity without feeling they will be judged. Many a time, majority groups are dissociated from diversity, and this in turn inhibit diversity progress because those majority group members will be ignorant of diversity programs in the organisation and hence make no contribution towards achieving those goals despite being at top level of the organisation. Whereas when they are informed and encouraged to air their views on diversity matters, they would be in a position to help with ideas on how to move diversity forward. Secondly, they would be enlightened on what constitute discrimination and hence avoid them. They could easily listen to the minority groups and be able to understand them and help if possible.
For instance, in Homes England, there are 2.1% Muslims, 2.3% Gay/Bisexual and 3.2% blacks. Therefore, if the majority groups, 41.5% Christians, 74.4% heterosexual and 84.4% Whites are not sensitised and hence not participate in diversity exercise, there bound to be prejudice and unconscious bias exhibited by those majority groups. Homes England’s report, nonetheless, stated that they make diversity as everybody’s affair which is encouraging. Hopefully, they will begin to manifest in due course and seen through the data provided.
5.4. LEADERSHIP AND ACCOUNTABILITY
Holding managers accountable through incentives and disincentives for meeting or failing to meet diversity goals and evaluating managers on diversity performance can help boost diversity in an organisation (Richard, et al, 2013). If the leadership show their true selves it gives permission to everyone else. Any initiative that are championed by leaders have a high degree of “flying.”
Diversity should be led by the top management and HR. it is very encouraging that all the committees regarding diversity as established by Homes England are being sponsored by a senior. That kind of depict the amount of attention and interest the organisation have on diversity. This is quite encouraging and fascinating and hence need to be sustained. However, minorities should be included in the board as well as on the sponsors of diversity. But because there is lack of racial diversity in Homes England board, only Whites have been included as sponsors of diversity initiatives and this does not speak well of the fairness of the exercise. As Abidi, Zaim, Youssef, Habibniya and Baran, 2017 well argued, minorities should be represented in panels and sponsors to achieve HR diversity goals. This should start by initiating a holistic data and reporting system to know what is needed. Reporting requirements are a fundamental step on the journey to improving workplace equality. Encouraging ethnic minorities in the workplace and championing transparency are key items on the Government’s agenda (PwC UK Ethnicity Pay Reporting, 2019)



5.5. COMMUNICATION
Communication is key. Only through communication can diverse group integrate and become aware of one another’s culture. Understanding the culture of other people encourages the spirit of tolerance among groups and more importantly set them in the mood to go beyond just tolerance but to accept and adopt others’ cultures. Communication channels should be encouraged in organisations and employees inspired to air their views and grievances. That would ensure them that they are part of the decision-making process of the organisation, hence a feeling of belonging. Diversity should be discussed across board and languages instigating abuses of any kind like sexist, xenophobic, racial etc should be frowned at and appropriately penalised.
Homes England should not just stop at encouraging communication among staff but should also reach out to her partners, taking a lead in initiating talks about diversity both formally and informally.
5.6. TRANSPARENCY RECRUITMENT and TECHNOLOGY
There should be transparency in recruitment. To avoid unconscious bias, technology can play a vital role. For instance, since research show that some names (especially that of the minority groups) are less likely to be selected in a recruitment process, Homes England can make use of computer program to assign numbers to individual CVs and conceal the names from the checkers so these CVs will be checked without holding any bias view of the applicants as a result of their names.
Culture of diversity should be highlighted on both business and HR strategy of the organisation. Shen, et al, 2009 stated that organisation with written documents for hiring and firing have higher percentage of women in management. They also argue that there should be periodic audit of diversity program to identify strength, weaknesses and areas that require improvement. There is need to constantly benchmark data with industry, sector or national average in order to access performance and ensure Homes England is on track regarding her recruitment and other diversity issues.
5.7. A FLATTER ORGANISATIONAL HIERARCHY
In organisation with a very long hierarchical system, low level staff will find it difficult to make their voices heard. This is because it needs to pass through many levels before getting to the top management who ultimately take the final decision. First, there will be a long gap between the juniors in the organisation and the top-level management. Those at the junior position will contribute little if at all to the decision-making processes of the organisation. It is not only Senior-Junior diversity challenges that is bolstered by this kind of structure but other diversity challenges. For instance, there is hardly any black sitting on the board of Homes England, indicating that most blacks fall in the lower levels of the organisation hierarchy and with a tall hierarchy, it implies that black race are very far from the top hierarchy and may never be heard when they have some grudges or suggestions. This is according to Homes England Annual Equality, Diversity and Inclusion Report in 2020. However, with a flatter organisational hierarchy, Juniors and minorities who are not privileged to be on the senior positions may easily make their voices heard since they are close to the top of the organisational ladder. Hence the need to encourage flatter organisation in Homes England.
5.8. DISCOURAGE ETHNOCENTRISM
As much as possible appraisals should be based on performance related merits and not on nepotism, favouritism, xenophobic or ethnocentric tendencies. Anyone found guilty of indulging in such activity should be disciplined and use as example to ensure others learn from it. There should be a culture of fairness and equity, and the golden rule should be observed always. The golden rule should be the watch word and always be applied and imprinted onto everybody’s subconscious mind. Homes England leadership should take the lead to encourage employees to treat others as they would like to be treated ie bringing a human face to the issue of diversity.
5.9. CULTURE
Culture of diversity should be created and not seen as a box ticking exercise. The requirements of minority groups should be understood and hence conducive environment created for them to feel included and a sense of belonging.
Real problems…real numbers…real consequences in real time is the ultimate solution to diversity…so put a number and date to achieving your diversity goals. However, diversity can be calculated using number whereas inclusion need to be cultivated into the system. And a sense of belonging is something that cannot be put down into numbers but a feeling of being part of the system. There should be a task force whose job it is to ensure that those real numbers add up. For instance, Homes England should have a number of minority they target to be on the board, workforce, partners etc. and the task force will be assigned to ensure those numbers are delivered at the stipulated time.
Work-life balance program support gender diversity on productivity in organisation (Ali, Metz and Kulik, 2015) as work-family balance program proves to workers that management is committed to gender diversity and this encourages employees which in turn leads to greater productivity. Abidi, et al, 2017 found that every group responds positively when an inclusive working environment is provided. They also argue that employees will be more committed if they perceive HR practices on diversity to be fair. Hence, fairness encourages participation and commitment and by implication productivity and profitability. Homes England HR should adopt work-life balance and similar initiatives and ensure there is fairness in its execution.
HR department is squarely responsible for the provision of data which is the first point of diversity management. Right from recruitment, the gender, age, ethnicity, disability, qualification, etc of the applicants are known. Homes England has been up and doing regarding this. Besides, as employees start and move up the organisational ladder; their salaries, current position and every other necessary data are kept helping plan a balanced diversity workforce and particularly have a well organised and comprehensive reporting system. Moreover, there is need to inculcate the opinions and feelings of the staff into the report. What does staff think about diversity management in the company? Are they happy with the status quo? How do they think it can be managed?

6. CONCLUSION
Diversity and Inclusion is a topic that mean different things to different people. In a globalised society, this issue cannot be swept under the carpet. To some, it is a distraction from the realities in organisation. To others, it is an essential fuel to move the organisations forward. Problem is some organisations treat diversity as a check box to stay within the legal letter of the law. Whereas diversity need to be embraced, recognised, and encouraged as an asset that enhance organisational growth rather than an affront. Top leadership and HR department have a lot to do. Their commitment should be seen through incorporating diversity to organisational vision, mission, and strategy so as to curb barriers and bureaucracy that inhibit diversity management (Shen, et al, 2009). Discrimination and inequality are still rife in many organisations in spite of growing commitment to diversity laws. This is especially because companies pay lesser attention to the benefits and potentials of a diverse workforce. Shen and co. argued that minorities and women are underrepresented at top levels of organisation even in appraisal, remuneration and training. Besides, there is pay gaps both in gender and ethnicity all around and that ethnic minorities still find it difficult to air their views without feeling misunderstood or judged. They argue that organisations are still far from embracing diversity and have not been able to engage programs that will unleash the potentials of diversity in workplaces.
This calls for a concerted effort at improving HR and organisational strategy as good HR strategies on diversity give rise to a positive outcome whereas inefficient strategies results into chaos, lack of motivation, employee turnover and low productivity. So, diversity should be prioritised both by top management and HR procedures, strategies, and practices in an organisation.
There is the issue of compliance with legal requirement which is necessary. However, they should be done using a pragmatic approach by putting real numbers to it, real time to achieve it and consequences for achieving or not achieving it. This helps with diversity but not with the feeling of sense of belonging and inclusiveness though. HR and organisational strategies should equally look at the potentials of diversity and hence devise means to appreciate, use, and utilise diversity to attain organisational goal (Abidi, et al, 2017)
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