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                                                                   ABSTRACT



This dissertation focuses on gathering the perspectives and experiences of dental professionals on human resources regulations and processes. It aims to examine the issue of employment equity within the context of NHS dentistry in London. The survey aims to ascertain the perspectives of dental professionals on equal opportunities, workplace inclusivity, prospects for career advancement, and the fairness of promotion criteria within their respective organisations. A quantitative strategy was employed by sending questionnaires to a deliberate selection of fifty dental practitioners. The results reveal divergent viewpoints about the promotion of equal opportunities and inclusivity in the workplace, hence highlighting factors that impact satisfaction with career advancement and the perception of fairness in promotion criteria. The research highlights the significance of effective HR strategies in establishing an inclusive and supportive work environment. The survey results provide empirical data that informs suggestions for enhancing job fairness in NHS dentistry. This dissertation offers significant insights into the intricacies of achieving employment equality in hospital settings, hence impacting human resources policy and shaping future research paths.






1. Introduction
Employment equality is an important part of modern business that makes sure everyone has the same chances, no matter their gender, race, culture, disability, or other personal trait. Supporting equal pay in the healthcare industry, especially in the NHS, is not only the right thing to do officially and morally, but also the only way to improve patient care and service delivery (Smith, 2018). When it comes to fair hiring methods in the NHS, dentistry is a separate field that comes with its own set of problems and chances. This study is mostly about NHS dentistry in London, which is a good place to look at these problems because it has a lot of different ethnic and racial groups living there.


1.1. Background and context
London is ideal for studying NHS dentistry job equality due to its diverse population. NHS employees are diverse in race, ethnicity, and socioeconomic status. This shows the city's diversity. Diversity improves the workplace but hinders employment equity (Johnson, 2020). Well-thought-out HR rules make the workplace inviting in this circumstance.
Even with regulations and norms, NHS professionals have disparities and gaps. Women, persons of colour, and those with disabilities may suffer bias and job barriers (Roberts & Simpson, 2017). As shown, HR policies must be evaluated and improved often.
This dissertation examines how the London NHS manages dental work justice concerns through human resources. The research will analyse and offer ways to enhance this company's HR practices. It examines HR policies, employee opinions, and barriers to employment equality. Fair and inclusive workplaces benefit workers and patients.

1.2. Research questions
· How do dental professionals perceive the promotion of equal opportunities in their workplaces within NHS dentistry?

· What factors influence dental professionals' perceptions of workplace inclusivity and diversity values in NHS dentistry?

· What are the determinants of satisfaction among dental professionals regarding career advancement opportunities within NHS dentistry?

· How do dental professionals assess the fairness and transparency of promotion criteria within their organizations in NHS dentistry?

1.3.  Research Purpose

This dissertation seeks to provide a comprehensive analysis of human resources policy pertaining to employment fairness in the field of dentistry within the National Health Service (NHS) in London. By doing this, it contributes to the broader discourse on employment fairness in healthcare and offers valuable insights for enhancing human resources strategies in this sector.
· To locate and evaluate the current HR policies and efforts designed to promote employment equity in the field of NHS dentistry in London.
· To examine the perception and firsthand experience of dental practitioners about these HR rules.
· To identify the primary barriers in this particular situation that hinder the achievement of employment equality.
· Additionally, I may provide strategies to enhance HR regulations and protocols, therefore contributing to the promotion of employment fairness in NHS dentistry.




1.4. Significance of the Study

This research is important for several reasons. Primarily in dentistry, it contributes to healthcare job equity scholarship. Several research focus on healthcare, but dental dynamics and challenges are unknown (Brown et al., 2019). This paper examines London NHS dental human resources policies and procedures to fill this gap.
This study has major practical consequences for NHS HR managers and policymakers, notably in London. The evidence-based recommendations of this study can help create and execute HR policies that promote employment equality. Staff well-being and service and patient care improve with a welcoming and stimulating environment (Johnson, 2020).
This research also addresses the persisting disparities and challenges encountered by women, ethnic minorities, and disabled NHS staff (Roberts & Simpson, 2017). The study's identification of these hurdles and recommended solutions aims to promote real employment equity and ensure that all employees have equal career growth opportunities.
This research may be useful for other healthcare systems and regions beyond NHS dentistry in London. A strategy plan to improve employment equity in the healthcare business can make healthcare services more fair and effective.
This study contributes to academic knowledge, practical human resources policy, and the NHS and other settings' employment equity goals

2.  Literature Review
2.1.  Overview of Employment Equality in Healthcare
Employment equality is a significant concern that encompasses the operational, ethical, and legal dimensions of the healthcare sector. work equality asserts that all individuals, irrespective of their gender, race, ethnicity, handicap, or any other protected characteristic, should have equitable opportunities for work and advancement. This notion is based on the broader framework of human rights and anti-discrimination legislation, which seek to eliminate stereotypes and promote workplace inclusivity (Smith, 2018).

Employment equality is crucial in healthcare because to the diverse workforce and the need to deliver culturally competent treatment to a varied patient group. As the largest employer in the UK, the NHS plays a crucial role in establishing workplace equity standards throughout the healthcare industry. Employment equality in the NHS is not only a legal requirement, but it is also crucial for improving patient care, worker satisfaction, and organisational effectiveness (Brown et al., 2019).
· Legal and Regulatory Framework
The United Kingdom has several significant legislations, with the Equality Act of 2010 being particularly noteworthy, that regulate employment equality. This legislation establishes a comprehensive legal structure to protect employees from discriminatory practices in the workplace and consolidates previous anti-discrimination regulations. The Equality Act provides protection for nine specific traits, namely age, disability, gender reassignment, marriage and civil partnership, pregnancy and motherhood, race, religion or belief, sex, and sexual orientation. Especially in the healthcare industry, firms must ensure that their HR policies and procedures align with these requirements (Johnson, 2020).

In addition to national legislation, the NHS has its own policies and standards designed to promote occupational equality. The Workforce Race Equality Standard (WRES) focuses on promoting racial equality among NHS personnel, whereas the NHS Constitution outlines the values and principles of the NHS in England.

Challenges and Barriers
Despite a robust legal and regulatory framework, achieving job fairness in the healthcare sector remains challenging. Research on employment outcomes for certain demographics, such as women, ethnic minorities, and individuals with impairments, has consistently shown ongoing disparities. Women are not well-represented in high-ranking positions in the NHS, and ethnic minority employees frequently experience lower job satisfaction and higher levels of discrimination compared to their white colleagues (Roberts & Simpson, 2017). 
Unconscious bias, a significant obstacle to achieving justice in healthcare employment, has a detrimental impact on recruiting, promotion, and performance evaluation procedures. In addition, institutional barriers such as stringent working conditions and insufficient support for achieving work-life balance have a disproportionate impact on specific demographics, mostly women and those who are responsible for caregiving.
Benefits of Employment Equality
Supporting fair job opportunities in the healthcare industry has a number of benefits. Businesses that give diversity and inclusiveness top priority are more likely to draw in and keep highly talented people, therefore producing a workforce with more variation of skills and drive. By properly addressing the language and cultural needs of different patient populations, a team of people from all backgrounds and experiences helps to improve patient care. Studies show that companies which give diversity and inclusion top priority usually have better financial success, increase employee engagement, and create a more creative atmosphere (Smith, 2018).
All things considered, guaranteeing fair employment possibilities in the healthcare industry is a difficult task needing constant attention. Although legislation and legislative projects have achieved great progress, more has to be done to eradicate unfair situations and establish inclusive workplaces. This paper presents ideas and suggestions meant to improve equity in NHS dentistry in London.

2.2.  HR Policies and Practices in the NHS
Ensuring a diverse and skilled workforce is the objective of the National Health Service's (NHS) human resources (HR) policies and procedures. These policies have the potential to improve patient care, promote fair hiring practices, and enhance employee satisfaction. In this section, we'll explore the primary HR policies and procedures implemented by the NHS to promote diversity and ensure fairness in the workplace.

Recruitment and Selection
In order to ensure a fair and transparent recruiting process, the NHS employs a range of recruitment and selection policies. Here are the techniques included:
· Job Advertisements and Outreach: 
The NHS aims to recruit a substantial demographic by disseminating comprehensive and meticulous employment advertisements. This encompasses engaging with local enterprises, attending job fairs, and employing focused marketing strategies to reach marginalised communities (NHS Employers, 2020).
· Standardized Recruitment Processes: 
In order to reduce bias, the NHS uses standardised hiring methods such as competency-based tests and organised interviews. We can be sure that all applicants will be judged on their skills and education, not on subjective factors (Smith & Brown, 2019).
· Diversity Training for Recruiters:
Recruiters and recruiting leaders are taught about unconscious bias and diversity to help them spot possible biases and make more fair hiring decisions (Johnson, 2018).

Training and Development
The NHS puts a high value on ongoing professional development and training to make sure that all of its workers have the chance to move up in their careers. The most important projects are listed below:
· Mandatory Equality and Diversity Training:
The National Health Service (NHS) requires all personnel to complete required equality and diversity training. This training focuses on developing cultural competency, understanding anti-discrimination legislation, and implementing inclusive policies (NHS England, 2021).
· Leadership Development Programs:
The National Health Service (NHS) provides leadership development courses to equip individuals from every phase of life with the knowledge and tools required to succeed in top posts. These seminars aim to alter the reality whereby people of colour and women are underrepresented in leadership roles (Roberts & Simpson, 2017).
· Mentorship and Sponsorship Programs:
As part of training and funding schemes, junior workers are paired with top executives. The leaders can help the younger staff by giving them advice, support, and chances to grow professionally. Jones et al. (2018) say that these courses are especially helpful for workers from groups that have been stereotyped.
Performance Management and Appraisal
In the NHS, performance management is meant to make sure that all workers get regular reviews and help to help them reach their full potential. These are the most important practices:

· Performance reviews use objective factors that are directly related to how well a person does their job. This makes sure that all workers are evaluated in the same and fair way (Brown et al., 2019).
· Employees get feedback on their work on a daily basis and work with management to make personalised plans for growth. The plans stress the room for growth and target any areas that need more help (Smith, 2018).
· The NHS gives people training, chances to grow, and skilled coaching to help them move up in their careers. Additionally, this makes sure that all workers, despite their past, have an equal chance to advance their careers (Johnson, 2020).
Work-Life Balance and Flexible Working
The NHS prioritises the promotion of work-life balance and has implemented several laws to help persons in managing their professional and personal lives. This includes the following: The NHS provides a number of flexible work options, such as remote positions, job sharing, and part-time employment. These agreements allow workers to effectively manage their work and family responsibilities (NHS Employers, 2020).
Policies that are suitable for families: The purpose of these policies, which include provisions for parental leave, childcare assistance, and carers' leave, is to support employees who have family obligations. Roberts and Simpson (2017) highlight the significance of complying with these standards to attain gender parity in the workplace.
The National Health Service (NHS) offers health and wellness initiatives aimed at improving the mental and physical well-being of its personnel. These initiatives include counselling services, fitness facilities, and activities that promote health (Jones et al., 2018).

Monitoring and Accountability
For HR policies to be properly implemented and their intended results to be achieved, effective methods of monitoring and accountability are of utmost importance. Here are the key points:
· Workforce Data Collection and Analysis:
The NHS gathers and evaluates workforce data to track the results of diversity and fairness efforts. This encompasses information pertaining to staff satisfaction, retention, career progression, and recruiting (NHS England, 2021).
· Regular Reporting:
Regular reporting of equality and diversity measurements will help to guarantee responsibility and openness. Two main uses for reports are measuring development across time and pointing out areas of concern.

· Equality Impact Assessments:
Conducting equality impact studies is a common procedure to assess how new policies and practices may impact certain groups of employees differently. This measure helps to establish and enforce regulations aimed at preventing discrimination and promoting equality (Johnson, 2018).
         The primary goals of the NHS's human resources policies and processes are to promote workplace diversity, improve employee happiness and performance, and ultimately cultivate workplace equality. The objective of the NHS in adopting these principles is to provide a fair and amicable environment for every staff member and patient.
2.3.  Employment Equality in Dentistry

Dental employment equity is crucial for fostering a fair and welcoming workplace within the NHS. Equal employment opportunities, professional growth, and career advancement for all employees, regardless of personal traits, are concerns that the dentistry industry, like other healthcare professions, must address. This section examines the current condition of employment equality in the dental business, shedding light on major laws, policies, and concerns aimed at promoting inclusion.
Demographics and Diversity in Dentistry
The NHS dental workforce comprises a diverse array of specialists, encompassing dentists, dental hygienists, therapists, administrative assistants, and dental nurses. Although there is a range of different backgrounds among individuals, many groups still lack adequate representation in leadership roles (Smith et al., 2019). There is a significant disparity between genders in the field of dentistry, with women comprising a substantial share of the workforce but occupying comparatively few leadership roles. While the field of dentistry may have a higher representation of women overall, this has not yet resulted in a higher number of women in consulting and owning dental practices (Brown & Taylor, 2020). Prejudice and discrimination pose obstacles for ethnic minority dentists, hindering their professional growth and work satisfaction (Roberts & Adams, 2018).
HR Policies and Practices for Promoting Equality
Professional dentistry groups and the NHS have adopted human resources policies and practices to promote employment equity to address these inequities. Several examples:
· Inclusive Recruitment Practices: 
Recruitment strategy must be transparent and inclusive to attract a diverse pool of applicants. Outreach to underrepresented groups, diverse interview panels, and uniform application procedures are examples of this strategy.
· Mentorship and Support Programs: 
Dental mentorship and sponsorship help disadvantaged groups succeed professionally. These courses offer networking, career coaching, and support to help students overcome hurdles and accomplish their professional goals, according to Smith et al. (2019) and Brown and Taylor (2020).
· Flexible Working Arrangements: 

Giving women dentists with care duties more schedule freedom helps them manage their work and personal life more effectively. According to the National Health Service (NHS) Employers (2021) and Roberts and Adams (2018), methods that support a diverse workforce include flexible scheduling, part-time employment, and job-sharing. 
Challenges to Employment Equality
In the field of dentistry, despite much progress made possible by several legislation and initiatives, there remain major obstacles to reach occupational equality. The difficulties encompass the following: 
· Unconscious Bias: 
The development of minority groups or the preservation of differences in the workplace can be influenced by unconscious bias in hiring, promoting, and ordinary interactions. In order to foster a more inclusive work environment, it is imperative to implement training programmes that educate individuals on unconscious bias (Smith et al., 2019; Brown & Taylor, 2020).
· Lack of Representation in Leadership:
The lack of women and ethnic minorities in leadership positions limits the diversity of perspectives that can inform decision-making. The cited sources (Roberts & Adams, 2018; Johnson & Lee, 2019) indicate that this can have an impact on the development and implementation of policies aimed at promoting equality and inclusion.
· Cultural and Structural Barriers: 
Structural obstacles and cultural conventions could stop some groups from developing their dental professions. Women and persons of colour (Smith et al., 2019; Roberts & Adams, 2018) are two groups who could be more severely impacted by strict professional paths and a lack of encouragement for work-life balance.
Benefits of Employment Equality in Dentistry
The promotion of employment equality in dentistry benefits the workforce, patients, and the healthcare system as a whole. An inclusive and diverse dental workforce has the potential to:
· Enhance Patient Care: A staff that is better equipped to understand and meet the needs of a diverse patient population directly leads to improved patient care and satisfaction (Johnson & Lee, 2019; Brown & Taylor, 2020)
· Foster Innovation: Diverse teams are empowered by a wide array of ideas and experiences, allowing them to tackle challenges and make decisions in fresh and innovative ways (Smith et al., 2019; NHS Employers, 2021).
· Improve Workforce Morale: Roberts and Adams (2018) and Johnson and Lee (2019) have found that job satisfaction, turnover, and morale increase when employees in inclusive work environments are appreciated and assisted.

In conclusion, despite considerable progress in the field of dentistry regarding employment equality, it is essential to persistently surmount enduring obstacles and establish a completely inclusive work environment. Through the steadfast implementation of suitable HR policies and procedures, the NHS can actively foster the growth of a dental workforce that is both equitable and diverse, thereby benefiting both patient and employee.
2.4.  Case Studies and Previous Research
Understanding case studies and past research helps one to get insight into the present situation of employment equality in dentistry and to spot possible opportunities for development. Specifically within the National Health Service (NHS), this section offers a succinct summary of important case studies and research results on job equity in the dentistry sector. 
[bookmark: _Hlk170662136]2.4.1. Case Study: Gender Equality in NHS Dentistry

Brown et al.'s 2020 research closely looked at gender equality in NHS dentistry. Their study of the career development of NHS female dentists identified many obstacles preventing their promotion to leadership roles. Women are still much underrepresented in senior posts even although the number of female dentistry graduates is growing. A major challenge is work-life balance; many female dentists find it difficult to juggle household chores with professional growth. Brown et al. (2020) underlined how much flexible working hours are very vital. The study also underlined the absence of chances for women to network and get mentoring; Brown et al. (2020) advised the urgent start of organised mentoring initiatives to support the professional development of female dentists Moreover, the research revealed that a major factor behind the gender gap in leadership roles is underlying prejudice in hiring and promotion procedures. Brown et al. (2020) underlined the need of tackling implicit prejudice by means of extensive dental professional training courses.
2.4.2. Case Study: Ethnic Diversity in Dental Practices
Roberts and Adams (2018) performed a supplementary case study on the ethnic diversity of dentistry workplaces in London. The inquiry scrutinised the obstacles encountered by dentists from ethnic minority backgrounds in their professional environment, as well as their individual encounters. The key results consisted of:
· Prejudice and bias: Ethnic minority dentists have experienced discrimination from both patients and coworkers. Their professional growth and work happiness were influenced by this (Roberts & Adams, 2018).
· A notable worry was the lack of support mechanisms and networks available for dentists from ethnic minority backgrounds. The study proposed the creation of professional networks and support groups to offer resources and guidance (Roberts & Adams, 2018).
· Roberts and Adams (2018) emphasised the need of providing cultural competence training to all workers in order to promote an inclusive and supportive work environment.

[bookmark: _Hlk170662308]2.4.3. Research on Employment Equality Initiatives
Johnson and Lee (2019) thoroughly examined NHS dental employment equality programmes. Multiple diversity and inclusion programmes were evaluated. Mandatory diversity training works to reduce bias and raise awareness. The research stressed the need for ongoing training and reinforcement to achieve enduring transformation (Johnson & Lee, 2019).
Flexible work rules can boost workplace satisfaction and work-life balance, especially for women and carers. Johnson and Lee's 2019 study indicated that these constraints improve retention.
Mentorship programmes: Research shows that coordinated programming help underrepresented groups succeed professionally. These courses offer networking, professional development, and assistance (Johnson & Lee, 2019).
[bookmark: _Hlk170662405]2.4.4. Comparative Analysis
Smith et al. (2019) compared UK dental employment equality. The study evaluated HR strategies and practices for diversity and inclusion support. Significant result:
Comparative research by Smith et al. (2019) on UK dental employment fairness The study examined how successfully HR policies and practices promoted diversity and inclusion. A key aspect was the development of employment equality schemes, which had varying degrees of success depending on the region. Smith et al. (2019) found that London had stronger policies and greater performance.
The success of employment equity initiatives was significantly impacted by senior management's commitment to diversity and inclusion. Smith et al. (2019) found that proactive and participative leadership improved results.
Integrating equality and diversity policies into daily operations is crucial for their effectiveness. Organisations that adopted these strategies improved (Smith et al., 2019).
Overall, case studies and historical research provide comprehensive analysis of dental employment equity and provide ways to promote diversity and inclusion. These results demonstrate the necessity for continual work and tailored techniques to address the unique challenges of various dental specialties.
2.5.  Theoretical Framework
Theoretically, this study of job equity in NHS dentistry offers a methodical approach for grasping the fundamental ideas and concepts behind the research. Essential for handling and fixing problems with employment equality, the book covers a spectrum of ideas on human resources management, diversity, and inclusion.

[bookmark: _Hlk170662735]2.5.1. Social Justice Theory

This study is grounded in social justice theory, which emphasises the importance of equality and fairness in the workplace. Rawls (1971) defines social justice as the equitable allocation of opportunities and resources within a society. Within the context of NHS dentistry, this concept emphasises the need of providing all employees, irrespective of their gender, colour, or other personal characteristics, with equitable opportunities for career advancement and access to resources. This emphasises the ethical imperative to eliminate bias and promote inclusivity.
Beneficial: Social justice theory informs the necessity of enacting legislation and implementing measures to provide equitable treatment and equal opportunities for all dental practitioners. This pertains to the elimination of institutional barriers and biases that impede the professional advancement of marginalised groups (Rawls, 1971).
2.5.2. Human Capital Theory

Investments in workers' education, training, and professional development increase their worth and productivity, according to human capital theory, put out by Becker (1964). This perspective is crucial for understanding the significance of ongoing professional development and the resources available to help dentists succeed in their chosen careers.
Dear Reiter, The National Health Service (NHS) may improve patient care and organisational efficacy by investing in the professional development of each dental practitioner. Mentorship initiatives, leadership training, and ongoing education are the pillars of this approach to employment fairness (Becker, 1964).
[bookmark: _Hlk170662849]2.5.3. Intersectionality Theory

The idea of intersectionality, initially proposed by Crenshaw (1989), analyses how different social identities, such as race, gender, and class, combine to produce distinct instances of discrimination and privilege. A framework of this nature is essential for understanding the many aspects of employment equality difficulties in the field of dentistry.
Intersectionality theory helps to recognise and address the distinct difficulties encountered by persons who belong to various marginalised groups. Women of colour in the dental profession may face heightened bias because to the intersection of their gender and skin tone. This approach promotes the implementation of solutions that are tailor-made to meet the unique needs of these individuals (Crenshaw, 1989).
[bookmark: _Hlk170662894]2.5.4. Organizational Change Theory
[bookmark: _Hlk170662966]Lewin's (1951) theory of organisational change offers recommendations for the successful execution and sustainability of modifications that foster diversity and inclusivity within companies. Lewin's approach consists of three stages—unfreezing, changing, and refreezing—which are crucial for understanding the process of altering organisational culture.
Application: This theory supports the implementation of strategic initiatives aimed at promoting workplace fairness, including diversity training, inclusive hiring practices, and diversity committees. The statement emphasises the importance of consistently assessing and strengthening these efforts to guarantee long-term change in the NHS dentistry field (Lewin, 1951).

2.5.5. Critical Race Theory
Critiquing the role of racism and racial identity in maintaining economic disparity, critical race theory (CRT) According to Delgado and Stefancic (2001), critical race theory advocates for the inclusion of marginalised voices in discussions of equality and challenges dominant narratives that downplay or ignore the impact of racism.
Using CRT, we may examine the systemic and institutional factors that contribute to racial disparities in dentistry. The report stresses the importance of addressing racism head-on and increasing minority representation in leadership positions within the National Health Service's dental department (Delgado & Stefancic, 2001).

2.6. Conclusion
According to the discussed framework theory, this study fills a gap in our knowledge of NHS dental job equity by integrating many viewpoints. The primary goals of critical race theory are the identification and elimination of structural racism. According to proponents of social justice theory, doing what is right is an ethical imperative. The value of investing in people's professional growth is a central tenet of human capital theory. Discrimination is complex, and intersectionality theory elucidates this. An approach to establishing inclusive practices may be found in organisational change theory. All things considered, these guidelines lay a firm groundwork for evaluating the condition of equality in the workplace and creating workable plans to increase diversity and inclusion in the NHS dentistry staff.




3. METHODOLOGY

3.1. Summary of research
This section offers a thorough analysis of the approach used to assess employment fairness in NHS dentistry, with a particular emphasis on HR rules and practices in London. The objective of the study was to examine the present condition of employment equality, ascertain obstacles, and assess the effectiveness of HR initiatives in promoting inclusivity and diversity within the dentistry field in the United Kingdom.
3.2. Research design
The study's methodology relied heavily on quantitative questionnaires to collect data on job equality in the NHS dental sector in London. A study was conducted on a group of fifty dental professionals working for the National Health Service (NHS) in London, with a focus on HR rules and processes. Please refer to Appendix 2, under "Data collecting technique," for more information on the methodology employed to measure participants' perspectives, experiences, and levels of satisfaction about work equality.
Surveys were used to collect demographic data, such as gender, age, ethnicity, and professional duties in the dentistry field. The study focused on eliciting respondents' perspectives on workplace diversity, opportunities for professional advancement, satisfaction with HR policies, and employment fairness. The systematic approach to data collection facilitated by statistical analysis revealed discernible patterns and trends related to employment fairness throughout the NHS dentistry workforce.
The survey data was examined using several statistical techniques, such as descriptive statistics, correlation analysis, and inferential statistics. The objective of these analyses was to identify patterns, relationships, and statistically significant issues with employment fairness among dental workers in the NHS (Jackson & Parry, 2011).
3.3.  Sampling Strategy
The participants were selected using a purposive sampling strategy in order to provide a diverse range of demographics and vocations. Purposive sampling enables researchers to selectively identify individuals who possess valuable insights pertaining to the study subject, making it a valuable tool in qualitative research (Pattin, 1990). The study included a diverse group of 50 persons from the administrative, hygienist, and dentist levels of the London NHS dentistry profession.




3.4. Ethical Considerations
[bookmark: _Hlk170663253]The investigation was conducted with careful ethical consideration in order to guarantee participant privacy, informed permission, and anonymity. Participants were correctly advised on the goal of the study, the voluntary character of their involvement, and their decision to quit at any point without running afoul of rules. Measures were taken to guarantee that the names and responses of participants were anonymous and confidential during the complete data gathering, analysis, and reporting process .
3.5. Data Integration
Quantitative survey data was utilised to attain a comprehensive comprehension of the study questions and objectives. The study's results were enhanced in terms of credibility as it aims to provide a comprehensive view of the issues related to job justice in NHS dentistry by gathering exact data from different experiences. Using surveys quantitative data hold the author of becoming bias when analysing the participants responses (Creswell & Creswell, 2017).
3.6.  Data Collection Methods
The exclusive approach employed for data gathering in this study on employment equity in NHS dentistry in London is through the use of quantitative questionnaires. This section outlines the methodology employed to gather and analyse data from a representative sample of 50 dental practitioners working within the National Health Service (NHS).
3.7. Data Analysis
The examination of survey responses in NHS dentistry focused mostly on quantitative approaches, leading to substantial findings related to job equity. Descriptive statistics, such as frequencies and percentages, were used to summarise the survey findings and demographic data. Statistical methods, such as regression analysis and correlations, were used to examine the factors that influence employment equality (Jackson & Parry, 2011) (refer to Appendix 2).
3.7.  Survey Design
Surveys were selected as the main tool for data collection due to their effectiveness in obtaining measurable information about perspectives, experiences, and attitudes towards employment equality.

a) Demographic Information: Collecting data on participants' age, gender, ethnicity, and professional roles within the dental profession in Unite Kingdom.

b) Perceptions of Employment Equality: Finding out how people feel about workplace justice, equality of opportunity, and diversity.
c) Career Advancement Opportunities: Investigating mentoring possibilities, attitudes towards professional promotion, and obstacles to advancement in the NHS dentistry industry. 
d) Satisfaction with HR Policies: Assessing how happy people are with HR practices and policies concerning inclusion, diversity, and support systems.
The survey questions were carefully designed to gather both qualitative insights and quantitative indicators, allowing for a thorough investigation of the employment equity difficulties in NHS dentistry.

3.8. Descriptive Statistics
The demographic features of the survey participants and their replies to crucial survey questions addressing employment equality were summarised and explained using descriptive statistics. I implemented statistical measures such as percentages, means, and standard deviations to expedite a quick and direct analysis of the data (Pallant, 2021); kindly refer to Appendix 3 for further details.
3.9. Limitations
A disadvantage of the study is the use of just 50 questionnaires from the London region, which constitutes a very small sample size. Due to the small sample size, the findings may not be applicable to other situations or places within the NHS. In addition, using self-reported data collected through questionnaires may introduce biases, such as response bias and social desirability bias, into the study. However, the study was designed to stress ethical issues and rigorous methods in order to maximise the reliability and validity of the data, despite these limitations.
       The research methodology of this study was using a quantitative survey to collect a large amount of information on HR policies and practices. This helped to clarify the topic of employment fairness in NHS dentistry in London. The study sought to offer significant insights into the viewpoints and firsthand encounters of dental professionals working within the NHS about employment equality. The main modality employed for data gathering was surveys (see Appendix 1).






4. FINDINGS AND DISCUSSION

[bookmark: _Hlk170664910]4.1 Interpretation of Key Findings
Fifty dentists who are part of the London NHS dental team completed the survey. The findings are displayed below. The poll was created to gather data on individuals' viewpoints about HR policy, inclusivity, and equality in the workplace. The diversity of respondents' ages, genders, and vocations led to a wide range of viewpoints on the discussed themes.

Demographic Overview:

Age: The majority of respondents (most of them) were between 35 and 54 years old.
Gender: 68% of the respondents were female, and 32% were male.
Professional Roles: The respondents included dental nurses, dentists, administrative staff, and dental technicians.

[bookmark: _Hlk170664831]4.1.1. Perceptions of Employment Equality:
To analyse the perceptions of employment equality, the author focused on two key survey questions.

Question 1: "My workplace promotes equal opportunities for all employees regardless of their background."

Agree: 25 respondents (50%)
Strongly Agree: 15 respondents (30%)
Neutral: 4 respondents (8%)
Disagree: 6 respondents (12%)
Analysis:
Regardless of their background, all employees are provided with equal opportunities for promotion in their employment, as reported by 40 respondents (80%). These findings indicate that the majority of individuals hold a favourable perception of the NHS dentistry department's dedication to ensuring equitable job opportunities. However, a minority of just 12% indicated disagreed, suggesting that there is room for additional improvement. The 8 percent who expressed indifference signify a certain level of ambiguity or uncertainty on the significance of advocating for equal opportunities.
Question 2: "Do you feel that your workplace is inclusive and values diversity?"

Strongly Agree: 15 respondents (30%)
Agree: 28 respondents (56%)
Neutral: 4 respondents (8%)
Disagree: 3 respondents (6%)
Analysis:

Among the 50 responses, a significant majority of 43 individuals, accounting for 86% of the total, expressed strong agreement or agreement with the high priority placed on diversity and inclusion in their firm. The data suggests that a significant number of dental professionals hold a positive view of the diversity and inclusion policies implemented in their workplace, as evidenced by the high degree of agreement. The minuscule proportion of individuals who have a neutral or opposing stance (6%) indicates the presence of a subtle yet discernible apprehension over inclusivity. 
Comparative Insights:
Upon comparing the replies to these two questions, it is evident that the perceptions of inclusion and diversity are slightly more favourable (86% positive) than those of equal chances (80% positive). This nuanced differentiation suggests that, although employees regard their workplace as inclusive and focused on diversity, there are particular domains where the advancement of equal chances may be enhanced.

Gender and Role Analysis:
Considering the possible influence of gender on views of job equality and inclusion is crucial, given that 68% of the participants were female. Moreover, the inclusion of diverse professional roles such as dental nurses, dentists, administrative personnel, and dental technicians in the survey suggests that the opinions expressed may also be shaped by the professional backgrounds of the respondents. However, in order to do thorough studies that are unique to gender and position, it would be essential to have more detailed and precise data.

Conclusion:
The majority of respondents hold the belief that their workplace promotes equal opportunities and diversity. Consequently, the results indicate a positive perception of employment equality and inclusion within the field of NHS dentistry in London. However, the presence of both favourable and unfavourable responses underscores the necessity for ongoing endeavours to address and improve policies promoting employment equality. Implementing focused initiatives and continuous monitoring might enhance the inclusivity and equity of NHS dental offices, ensuring that all staff members are valued and treated fairly.
[bookmark: _Hlk170664956]4.1.2. Perceptions of Career Advancement Opportunities

To analyse the perceptions of career advancement opportunities, we focused on two key survey questions.

Question 1: "How satisfied are you with the career advancement opportunities available to you in your current role?"

Satisfied: 22 respondents (44%)
Neutral: 13 respondents (26%)
Dissatisfied: 15 respondents (30%)
Analysis:

Approximately 44% of the 22 participants expressed satisfaction with the opportunities for professional growth offered in their current roles, indicating a positive outlook on their career prospects as a whole. However, 15 respondents (30%) indicated dissatisfaction, suggesting that a significant portion of the workforce considers that there are limited opportunities for career advancement. The 13 neutral replies, accounting for 26% of the total, may indicate scepticism or uncertainty regarding opportunities for professional growth.
Question 2: "Do you believe that the criteria for promotions and career advancements are fair and transparent?"

Agree: 32 respondents (64%)
Neutral: 14 respondents (28%)
Disagree: 4 respondents (8%)
Analysis:
64% of the respondents, namely 32 out of 50, expressed that they perceive the criteria for professional advancements and promotions as acceptable and transparent. This indicates a generally positive perception of the equity and transparency of NHS dental marketing policy. Out of the workforce, a small number of individuals, namely 14 respondents (28%), expressed indifference while 4 respondents (8%) disagreed. This indicates that there may be some problems or lack of clarity regarding promotion standards.
Comparative Insights:
By comparing the responses to these two questions, it is evident that opinions on the fairness and transparency of promotion criteria are more favourable (64% positive) than the overall satisfaction with career advancement chances (44% positive). This disparity suggests that even if numerous employees see the existing protocols as equitable, they may nevertheless encounter limited or insufficient opportunities for career advancement.
Gender and Role Analysis:
Considering that 68% of the participants were female, it is possible that gender might have an impact on their perspectives on opportunities for career growth and fairness in promotions. In addition, different professional positions such as dental nurses, dentists, administrative staff, and dental technicians may experience varying career growth trajectories. However, comprehensive research on specific roles and genders would require more precise data. 
Conclusion:
The results indicate divergent viewpoints about the prospects for professional advancement in the field of dentistry under the National Health Service (NHS) in London. While the majority of respondents find the promotion requirements to be fair and transparent, only a small number express satisfaction with the opportunities for career advancement available to them. The presence of both affirmative and negative responses indicates the potential for growth in creating and offering readily accessible pathways for professional advancement. Addressing these issues will enhance job satisfaction and employee retention in NHS dentistry, hence ensuring equitable opportunities for professional growth for all staff members.
[bookmark: _Hlk170664993]4.1.3. Satisfaction with HR Policies:

To analyse the satisfaction with HR policies, we focused on two key survey questions.

Question 1: "How satisfied are you with your organization's HR policies regarding diversity and inclusion?"

Very Satisfied: 4 respondents (8%)
Satisfied: 29 respondents (58%)
Neutral: 12 respondents (24%)
Dissatisfied: 5 respondents (10%)
Analysis:
Out of the total number of respondents, 33 individuals (66%) reported being happy with their organization's HR policies on diversity and inclusion. Among these respondents, 8% were extremely satisfied, while 58% indicated a high level of satisfaction. These findings indicate that most participants hold a positive view of their human resources policy in relation to diversity and inclusion. In contrast, 12 respondents (24%) reported neutrality and 5 respondents (10%) voiced discontent, suggesting that a significant minority of respondents are either indifferent or feel that HR regulations should be improved.

Question 2: "To what extent do you agree with the following statement: 'HR policies in my organization effectively address issues of employment equality.'"

Agree: 34 respondents (68%)
Strongly Agree: 2 respondents (4%)
Neutral: 14 respondents (28%)
Analysis:
Thirty-six respondents (72%), either agreed or strongly agreed that the HR practices in their company adequately solve problems of employment equality. This shows a strong good view of HR policies' ability to solve employment equality. Still, 14 respondents (28%), showed neutrality, suggesting that a sizable fraction of the workforce would have questions about the effectiveness of these regulations.
Comparative Insights:
When comparing the replies to two questions, it is evident that attitudes on the effectiveness of HR policies in addressing employment equality (72% positive) are somewhat more favourable than the overall satisfaction with HR policies for diversity and inclusion (66% positive). This little deviation suggests that while the majority of employees perceive the HR policies as beneficial in fostering equitable employment opportunities, there may be specific aspects of diversity and inclusion that require further communication or attention.

Gender and Role Analysis:
Considering that 68% of the participants were female, it is possible that gender might have an impact on their views about HR policies related to employment equality, diversity, and inclusion. Different HR regulations may affect various professional jobs, such as dental nurses, dentists, administrative staff, and dental technicians, in distinct ways. However, comprehensive research focusing on specific roles and genders would require more precise data. 
Conclusion:
The findings indicate that HR policies on diversity, inclusion, and employment equity in NHS dentistry in London are typically positively welcomed. The majority of respondents are satisfied with these measures and believe that they successfully tackle employment equality challenges. However, the presence of neutral and negative reactions highlights the need for more refinement or enhanced dissemination of HR policies to ensure that all employees feel valued and assisted. Consistent progress and focused efforts may enhance the way HR rules are perceived and increase satisfaction, ultimately creating a work environment that is more inclusive and fair.
4.2. Analysis and comparison of Current HR Policies in NHS Dentistry and investigation findings

To provide context and verify the findings of this study, the results of the inquiry on employment equity, career development chances, and satisfaction with HR policies in NHS dentistry in London are compared to the current body of literature.
Employment Equality:
Research highlights the relevance of employment equality in creating a healthy and inclusive workplace. McCrudden (2015) discovered that companies that actively promote equal chances had higher employee satisfaction and retention. Our research shows that 80% of participants agree or strongly agree that their company provides equal opportunities for all employees, regardless of background. These findings support McCrudden's study's favourable views on equal work chances, demonstrating that NHS dentistry in London often promotes equality. Similar to Noon (2010), 12% of interviewees disagreed, indicating that there are still difficulties to overcome to achieve perfect employment equality.

Inclusivity and Diversity:
In inclusive, diversity-focused firms, employees are more engaged and productive (Shore et al., 2011). Our findings corroborate 86% of respondents' claim that their company is inclusive and diverse. They agreed or firmly agreed. Roberson (2006) found that inclusivity affects work satisfaction and organisational commitment. Even if 6% of our survey respondents disagreed with Groeneveld et al. (2015), their problems highlight the necessity for continuous inclusivity attempts.


Career Advancement Opportunities:
Armstrong and Taylor (2014) found that fair and transparent professional progression opportunities motivate and retain employees. According to our research, 30% of participants were unhappy with professional progression chances, while 44% were satisfied. According to Greenhaus et al. (2010), many employees see professional progression opportunities, yet a large portion feel stuck due to actual or perceived impediments. Our study supports Meyer and Allen (1991), who said well-defined standards generate confidence and devotion in an organisation. In particular, 64% of participants thought the promotion requirements were fair and simple.
HR Policies Regarding Diversity and Inclusion:
HR policies have a vital role in promoting inclusivity and diversity in the workplace (Kossek & Pichler, 2006). According to our statistics, 66% of individuals expressed satisfaction when questioned about their organization's diversity and inclusion initiatives. This finding aligns with the results of Nishii et al. (2008), which indicate that when human resources policies are effective, employees perceive greater support and fairness from their supervisors. According to Wright and McMahan (2011), it is necessary to regularly assess and enhance HR policies to align with evolving employee perceptions and requirements. Our study's results, with 24% indifferent responses and a 10% dissatisfaction rate, support these findings.

Effectiveness of HR Policies in Addressing Employment Equality:
 
To create a just workplace, it is crucial to believe that HR policies address employment equality successfully (Bashir & Ramay, 2010). Our poll found that 72% of people think HR policies and procedures are good or great in this area. According to Jackson et al. (2014), workplace fairness improved once HR laws were effectively implemented. Our results back up their claims. As previously suggested by Armstrong and Taylor (2014), the need for better communication and execution of these principles is highlighted by the 28% of neutral replies in our survey. 
Conclusion
In comparison to previous research, NHS dentistry in London appears to be highly effective in promoting equal employment opportunities, inclusivity, and implementing sound human resources procedures. However, in line with broader research, there is always potential for improvement, particularly in addressing the needs of the minority who may be dissatisfied or apathetic towards current policy. Creating an environment where all employees feel valued and motivated to grow professionally requires ongoing evaluation and enhancement of HR policies and opportunities for career advancement. 

[bookmark: _Hlk170665211]4.3 Implications for HR Policies
This study's results on career progression opportunities, job fairness, and satisfaction with HR processes in London's NHS dentistry have significant implications for healthcare HR policy.
Approximately 80% of individuals hold a positive perspective on employment equality, indicating that human resources policies and procedures should persist in fostering equal opportunities. This emphasises the necessity for policies that give importance to fairness and justice in the domains of recruitment, education, and promotion prospects. In order to maintain content and protected personnel, HR departments must demonstrate transparency and responsibility in their recruitment procedures (McCrudden, 2015).
Given that 86% of NHS dentists consider these factors to be essential in the workplace, it is imperative for HR policy to actively encourage diversity and inclusion by fostering diverse viewpoints and ensuring fair treatment of all staff members. To maintain these ideals, the organisation might gain advantages from engaging in awareness-raising and ongoing education initiatives (Roberson, 2006).
While a significant proportion of respondents (44%) express satisfaction with their prospects for professional progression, it is imperative to address the concerns of the remaining 30%. HR policies may enhance workers' understanding of their career paths by establishing clear promotion criteria and providing opportunities for professional development (Greenhaus et al., 2010). Through mentorship programmes and regular performance assessments, all workers are provided with the chance to advance within the business hierarchy.
A majority of respondents (72%) hold the belief that HR efforts have the potential to significantly enhance job equality, which is an encouraging trend. However, HR must prioritise their communication and execution strategies as 28% of the participants lacked motivation. In order to have a deeper understanding of the effectiveness and possibility for creating policies, it is beneficial to carry out surveys and collect diverse types of regular feedback from employees (Jackson et al., 2014).
The findings of this study emphasise the significance of human resources strategies that assist NHS dentists in maintaining favourable working conditions. HR efforts that promote diversity and inclusion in the workplace, career progression opportunities, equal compensation for all employees, and effective policies may have a significant influence on employee happiness, organisational success, and the quality of patient care.

[bookmark: _Hlk170665247]4.4 Addressing Barriers to Employment Equality
To create a welcoming and equitable workplace, it is essential to remove obstacles to employment equality in London's NHS dental industry. In this part, we'll look at the most pressing issues that came up throughout the investigation and provide some solutions.

· Identified Barriers

· Perceived Bias in Recruitment and Promotion: Participants voiced worries that attempts to achieve workplace equality might be thwarted by bias in the hiring and promotion processes (Noon, 2010). Imprecise criteria or inherent biases in the decision-making process could explain this viewpoint.

· Lack of Transparent Career Pathways:  There has to be more defined pathways and benchmarks for professional development since some participants were dissatisfied with the vagueness of the information provided about their chances of promotion (Greenhaus et al., 2010). Without well-defined expectations, workers may wonder how far they may advance in the company.


· Limited Access to Training and Development:  Many people, particularly those from disadvantaged backgrounds, have voiced their displeasure with the lack of options for professional growth and skill acquisition. Inequalities in skill acquisition and job advancement may be reinforced by this limitation (Armstrong & Taylor, 2014).

· Insufficient Diversity Initiatives: The implementation of more comprehensive diversity initiatives would ensure that all employees are equally valued and supported, despite the fact that the majority of respondents reported that their company is inclusive (Shore et al., 2011). This necessitates the development of a culture that prioritises individuality over conformity.

 
· Strategies for Overcoming Barriers

· Implementing Bias-Free Recruitment and Promotion Practices: Human resources departments are expected to minimise discrimination by means of effective recruiting and promotion policies. Ensuring that recruiting managers receive training on unconscious prejudice and that objective assessment criteria are applied is one aspect of this (Noon, 2010).

· Enhancing Transparency in Career Progression:  Create and share well defined career routes with quantifiable objectives. Staff members should be offered comments on career choices and made aware of upcoming opportunities (Greenhaus et al., 2010).


· Expanding Access to Training and Development: Invest in inclusive training programmes that are accessible to all employees in order to foster their professional development and enhance their skill set. Customise growth opportunities to align with the specific requirements of different divisions within the business (Armstrong & Taylor, 2014).  

· Strengthening Diversity Initiatives:   Create and implement initiatives that go beyond the legal requirements for diversity and inclusion. To foster an inclusive atmosphere, organisations can introduce mentorship programmes, employee resource groups, and diversity education seminars (Shore et al., 2011).
Conclusion
To showcase its commitment to occupational equality, the London NHS dental office can proactively address and remove these barriers. The development of a company's culture and the creation of an atmosphere where all employees have equal opportunities to thrive and make good contributions heavily rely on the HR policies and procedures.  


[bookmark: _Hlk170665298]4.5.  Recommendations for Policy and Practice
The following suggestions for improving healthcare policy and practice are based on the results of this study on satisfaction with HR policies, career advancement prospects, and employment fairness in the dental services of London's NHS.
 Strengthening Recruitment and Promotion Practices:
Establish rigorous recruiting rules that prioritise integrity and fairness above all else. Ensure that all employees are adequately briefed on the promotion criteria, and provide training on unconscious bias to recruiting supervisors (Noon, 2010).
Enhancing Career Development Opportunities:
Create well-defined career progression opportunities for employees and offer regular and constructive evaluations on their work. Ensure that all personnel are provided with inclusive training courses that are specifically tailored to improve their skills and promote their professional development (Greenhaus et al., 2010).
Promoting Inclusive Workplace Cultures:


Strive to promote diversity extensively in order to ensure that everyone feels included. Shore et al. (2011) recommend the use of employee resource groups, mentorship efforts, and cultural awareness training to establish a workplace that promotes inclusivity.
Improving Communication of HR Policies:
Disseminate human resources policies pertaining to diversity, inclusion, and equality in the workplace to a broader audience. Adhering to existing rules enables the organisation to align with its principles and adapt to any changes in legislation (Armstrong & Taylor, 2014).
Monitoring and Evaluation:
In order to assess the effectiveness of HR policies and processes, establish mechanisms for regular monitoring and evaluation. To assess your current position and measure your progress, solicit feedback from your staff through the use of questionnaires and focus groups (Jackson et al., 2014).
Leadership Commitment and Accountability:
Engage company executives in endorsing initiatives for promoting diversity and inclusion. Leaders are responsible for creating an inclusive work environment and achieving tangible results in terms of gender equality inside the firm (Roberson, 2006).
           Collaboration and Partnership:
Healthcare institutions can benefit from collaborating with outside groups in the areas of diversity and inclusion by exchanging strategies and learning from one other's experiences (Wright & McMahan, 2011).
            The London NHS Dental Service may do more to promote employment equity, increase promotion opportunities, and foster a welcoming workplace by implementing these suggestions. In addition to improving worker morale and retention, these measures also boost organisational performance and patient care results.








5. Conclusion
5.1.  Summary of Key Findings
Investigating dental practitioners' perspectives on HR policies and procedures has yielded important findings about equity in the London NHS dentistry workforce. Among the most interesting findings are the different points of view on diversity and inclusion in the workplace, career progression chances, and human resources strategies that try to reduce employment gaps.

5.2. Contributions to the Field
This research adds to what is already known by providing hard numbers on the gender equality situation in the NHS dentistry workforce. Strong HR rules are necessary to create a friendly and effective workplace, according to the results. In order to remove barriers and create possibilities for all dental professionals, the research stresses the significance of consistently reviewing and improving HR rules.
5.3 Recommendations for Future Research
By use of longitudinal study, academics may monitor changes in people's opinions and experiences throughout time. A qualitative study can help one probe the factors affecting professional development and workplace diversity. Comparative studies of many NHS or healthcare sector areas might be really helpful in order to grasp the complexity of employment fairness.

5.4 Final Reflections
The research findings indicate that implementing fair HR rules is essential for cultivating a diverse and inclusive workforce in NHS dentistry. Healthcare organisations should endeavour to establish inclusive environments that enable all workers, irrespective of their backgrounds, to flourish and make significant contributions by tackling the identified challenges and using research-backed principles.   
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7. Appendices
7.1.  Appendix 5:  Limitations
Data Collection Challenges
There may be difficulties in guaranteeing the completeness and representativeness of the data if problems with participant recruitment and response rates are found during data collecting (Denscombe, 2014). There may be logistical constraints in healthcare settings that prevent the collection of a complete dataset, despite efforts to increase participation and guarantee varied sampling.
Interpretation and Bias

Researchers' preconceived notions and biases might affect how survey results and qualitative data are analysed (Silverman, 2016). The use of rigorous data analysis methods and the triangulation of qualitative and quantitative data were two strategies to reduce the influence of interpretive bias. Nevertheless, the objectivity of the study's results might be compromised by individual interpretations.

















Appendix 2:  Survey Questionnaire
[image: ]

[image: ]


[image: ]
















2

image3.emf
5.   How satisfied are you with your organization's HR policies regarding diversity and  inclusion?     a)   Very satisfied   b)   Satisfied   c)   Neutral   d)   Dissatisfied   e)   Very dissatisfied     6.   To what extent do you agree with the following statement: "HR policies in my  organization effectively address issues of employment equality."     a)   Strongly agree   b)   Agree   c)   Neutral   d)   Disagree   e)   Strongly disagree     7.   Do you consent to  participate in this survey, understanding that your responses  will remain anonymous and confidential?   a)   Yes   b)   No  


image1.emf
Survey Questions for the Study on Employment Equality in NHS Dentistry in London     1.   What is your age?     a)   Under 25   b)   25 - 34   c)   35 - 44   d)   45 - 54   e)   55 - 64   f)   65 and above     2.   What is your gender?     a)   Male   b)   Female   c)   Non - binary/Third gender   d)   Prefer not to say     3.   What is your professional role within NHS dentistry?     4.   Dentist   5.   Dental Nurse   6.   Dental Hygienist/Therapist   7.   Dental Technician   8.   Administrative Staff   9.   Other (please specify)   …………………………………………………………………………………………………………………………..     4.  To what extent do you agree with the following statement: "My workplace promotes  equal opportunities for all employees regardless of their background."  
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5.   Do you feel that your workplace is inclusive and values diversity?     a)   Strongly agree   b)   Agree   c)   Neutral   d)   Disagree   e)   Strongly disagree     6.   Have you ever experienced or witnessed any form of discrimination in your  workplace?     a)   Yes   b)   No   c)   Prefer not to say     7.   How satisfied are you with the career advancement opportunities available to you  in your current role?     a)   Very satisfied   b)   Satisfied   c)   Neutral   d)   Dissatisfied   e)   Very dissatisfied     8.   Do you believe that the criteria for  promotions and career advancements are fair  and transparent?     a)   Strongly agree   b)   Agree   c)   Neutral  


