STUDENT NAME: SAINATH SEVAKULA

STUDENT ID: 2245103@student.uwtsd.ac.uk

MODULE CODE: LCMB7020

TITLE: Dissertation

DATED: 31 March 2024

LEVEL: 7

CREDITS: 60

JACS CODE: X210



mailto:2245103@student.uwtsd.ac.uk

ANALYSING THE IMPACTS OF DIVERSITY AND INCLUSION
ON COMPANY PERFORMANCE AND EMPLOYEE
SATISFACTION




Table of Contents

L8 B33 0T L1 18 o) o WO P PR PRTOPR PP 4
1.1 Research Background ............ocviiiiiiiiiiiiiii e 4
1.2 AT and OBJECHIVES ....vveuviiiiiiieiiiec ittt nne s 4
1.3 ReSCArCh QUESTIONS ...eeiiiiiiiiieiiiiiie e sttt e e e sttt e e e st e e e et e e e e et e e e e s e e e e e nna e e e e e snseeeeesnnsneeeaanneneas 4
1.4 Problem StAt@IMENT .......ooiiiiiiiiii ettt e ettt esbe e b e e re e nne e 5
1.5 Significance and Scope of the Study ........cccoeviiiiiiiiii 5

2. LIErature REVIEW ......eiiiuiiiiieiii ettt ettt et e et e e e b e e beeenne e 6
2.1 Relationship between Diversity and Inclusion (D&I) and financial performance ............... 6
2.2 Impact of D&I on employee engagement and satisfaction levels...........cccooeviiiiiiiiiiinnn, 6
2.3 Role of leadership in promoting D&I within 0rganizations ...........cccoceevivvniienieiiieniennene 6
2.4 Best practices and challenges associated with implementing D&I ............ccccovviiiiiiiinnn, 7
2.5 Theoretical IMPIICALIONS .....oiviiiieiiiiiiieie e 7

2.5.1 Social Identity TREOTY .......cuveiiiiiieiie it 7
2.5.2 InStItUtIONA] TREOTY ..evviiiiiiiiee e 8
O3 D) 1001 (S 1 o SO UPR PP 8

3. MEtNOAOLOZY ...t 8
3.1 Research PhiloSOPRY ........ooiiiiiiic e s 8
3.2 ReSEarch APPIOACH .....oouviiiiiiiiei e 9
3.3 RESCAICH DIESIZN.c..uviiiiiiiiiiiii ettt b et e et e e b naeas 9
3.4 Data Collection Method ...........coiiiiiiiiiiiei e 9
R IR B 1 1N 1 -1 | £ TP SUP PP 9
3.6 Ethical Consideration ...........c.ciiiiiiiiiiieiiieie et 10
3.7 TIMEIINE ..o s 10

RETEIENCE LISt ..ttt etttk e bt e bt et e e s be e e nb e e sbeeembeesbeeenneea 11




1. Introduction

1.1 Research Background

Diversity & Inclusion (D&I) has become a focal point of interest and strategic importance within
the corporate landscape of the United Kingdom. Due to the country's diverse workforce and
multicultural society, companies in the UK have to incorporate D&I principles into their
organizational structures. Studies show that D&I initiatives have an influence on metrics.
According to research, companies that prioritize innovation, creativity, and adaptability during
D&I activities tend to display higher levels of innovation, creativity, and adaptability which gives

them an edge in the UK's dynamic business environment (Byrne, 2022).

1.2 Aim and Objectives
Aim
The prime aim of this research is to analyze the impacts of Diversity and Inclusion on company
performance and employee satisfaction in the UK.
Objectives:
e To assess the importance of diversity and inclusion for positive company performance and
employee satisfaction
e To identify the impacts of diversity and inclusion on company performance and employee
satisfaction
e To recognize possible challenges related to diversity and inclusion on company
performance and employee satisfaction
e To recommend possible solutions for adopting diversity and inclusion on company

performance and employee satisfaction

1.3 Research Questions
e How does diversity and inclusion impact on performance of a company and rate of
employee satisfaction?
e What are the factors of diversity and inclusion that helps to increase performance of a
company?
e What are the possible challenges that a company can face in terms of employee satisfaction

id diversity and inclusion strategies are not undertaken properly?




e How can diversity and inclusion strategies of a company be improved to enhance employee

satisfaction?

1.4 Problem Statement

Lack of Comprehensive Understanding:

The UK corporate landscape doesn't fully understand the impact of D&I initiatives on company
performance and employee satisfaction. Despite the growing emphasis on D&I, organizations lack
clear insights into how these efforts are translated into action which hampers the creation of

targeted strategies tailored to the UK business environment (Clifton and Harter, 2021).
Inadequate Tailoring of Strategies:

Despite the implementation of D&I strategies, UK organizations often find that they are not
meeting their individual needs, hindering their ability to benefit from them. Generic approaches

can't work with each organization's culture.
Limited Understanding of UK Context:

According to Chapman and White (2019), the literature on diversity and inclusion in the UK
corporate environment lacks the necessary depth and specificity to fully understand their impact
which can be problematic for organizations trying to improve their effectiveness and

competitiveness. Global research insights can't fit in the UK's cultural, legal and business context.

1.5 Significance and Scope of the Study

There is a knowledge gap about the effects of diversity and inclusion on company performance
and employee satisfaction. It wants to give organizations concrete evidence regarding the efficacy
of D&I initiatives in enhancing various aspects of organizational functioning through rigorous
empirical analysis. The research endeavor promises to give organizations valuable insights for
refining their strategies by showing both best practices and challenges associated with D&I
implementation. By addressing the gaps in understanding surrounding D&I impacts, this study
contributes to the advancement of scholarly knowledge in the field, and the results are expected to
aid uk based organizations in strengthening their D&I initiatives, thereby enhancing their
effectiveness and competitiveness in the constantly. Through rigorous empirical analysis, the

insights gained help organizations and inform policymakers, researchers, and practitioners in their




search for inclusive environments. The scope of the study goes beyond the boundaries of the

organization (Fletcher and Beauregard, 2022).

2. Literature Review

2.1 Relationship between Diversity and Inclusion (D&I) and financial performance

The literature on the correlation between D&I and financial performance presents a complicated
correlation between factors and financial performance. According to studies, D&I principles can
help businesses in the UK. Diverse teams are better equipped to deal with the challenges of today's
economy according to research. Inclusivity leads to the creation of environments that promote
creativity and innovation, which in turn gives them an edge in the marketplace (Gomez and Bernet,
2019). There is a correlation between leadership and financial performance. There are obstacles to
achieving the benefits of D&I due to bias, discrimination, and lack of inclusivity. D&I initiatives

have a relationship with financial performance in the UK.

2.2 Impact of D&I on employee engagement and satisfaction levels

The link between D&I and satisfaction within the United Kingdom sheds light on important
aspects of organizational dynamics. Promoting a diverse and inclusive workplace is linked to
higher levels of employee engagement and satisfaction according to studies. Diversity and
inclusion organizations (D&I) that prioritize diversity and inclusion (D&I) tend to encourage a
sense of belonging among their staff, resulting in a sense of belonging within the organization
(Hesketh and Cooper, 2023). D&I programs boost employee job satisfaction and commitment by
fostering a sense of fairness and equity. In the UK, D&I efforts may struggle to increase employee
engagement due to unconscious bias, lack of representation, and inadequate support systems. The

importance of D&I is emphasized in literature.

2.3 Role of leadership in promoting D&I within organizations

As per Vallina and Alegre (2021), the analysis of literature about leadership's role in promoting
and fostering D&I within organizations in the United Kingdom shows essential insights into
organizational dynamics. There is research that shows how important leadership is to D&l
initiatives. Some of the qualities that make effective leadership are D&I principles, visible
advocacy for diversity, and the establishment of policies and practices that promote inclusivity.
According to studies, setting clear D&I goals, providing resources and support for D&l initiatives,

and holding individuals accountable for promoting inclusive behaviors are some of the leadership




behaviors that are heavily influenced by organizational diversity efforts. Inclusive leadership
improves corporate success by increasing employee engagement, satisfaction, and retention,
according to studies. Change resistance, unconscious prejudice, and lack of diversity may hinder
D&I activities. According to the literature, leaders must encourage D&I efforts in the UK to shape

organisational culture and promote diversity and inclusion.

2.4 Best practices and challenges associated with implementing D&

United Kingdom diversity and inclusion best practises are revealed in the report. Effective UK
D&l projects often need top-down leadership support, robust training and education programmes,
and clear accountability measures, according to studies. One of the finest ways to foster respect
and belonging is to create it. Even though there might be benefits, UK companies that support
diversity and inclusion usually track and share diversity indicators to show they are open and
accountable. Some of these are not wanting to change, not having enough resources and help,
workers and leaders having unconscious bias, and having trouble measuring D&I progress.
Companies in the UK that want to make their workplaces more welcoming and get better results
may find it hard to follow the laws and rules about diversity and inclusion. Companies can make
a culture where all employees feel valued, respected, and able to do their best by addressing these

issues in ways that have been shown to work (Ohunakinet al., 2019).

2.5 Theoretical Implications

2.5.1 Social Identity Theory

According to social identity theory, one can understand diversity and inclusion in the UK. As the
hypothesis says, group membership affects how a person sees themselves. Creating an inclusive
workplace that recognises and celebrates multiple identities may have big effects in the UK,
according to social identity theory. The feeling of belonging among UK workers may be improved
by diversity and inclusion programmes that encourage people to join groups. Workers at diverse
companies may feel safe expressing themselves and sharing their unique skills and ideas, which is
good for their mental health. Intergroup ties shape social identity. Positive intergroup relationships
foster teamwork. Social identity theory helps analyse how D&I efforts affect UK organisational

culture, employee attitudes, and performance (Scheepers and Ellemers, 2019).




2.5.2 Institutional Theory

According to David, Tolbert and Boghossian(2019), there are many ideas about how different types
of leadership affect diversity and inclusion that come from institutional theory. Pressures have an
effect on how leaders do their jobs. The institution theory of diversity and inclusion (D&I) says
that leaders can use diversity issues and opportunities to make good changes. This theory affects
how leaders handle diversity issues and opportunities in their organisations. Institutional theory
says that leadership styles that stress diversity and inclusion can have a big effect on diversity and
inclusion in the UK, especially when these issues are very important to the company. It is very
similar to the goals of diversity and inclusion because it encourages inclusion, innovation, and
employee engagement. On the other hand, transactional leadership, which is based on rewards and

punishments, might get in the way of diversity and inclusion efforts.

2.6 Literature Gap

Many books and articles have been written about diversity and inclusion (D&I), but there is still a
lot one does not know about how D&I initiatives affect company performance and employee
happiness in the UK. The effects of D&I on the results of organisations are not studied in depth.
In order to fill this gap, the goal of this study is to provide real-world evidence and useful
information that is specific to the UK business environment. The research investigates if diversity

and inclusion measures make UK workers happy.

3. Methodology
3.1 Research Philosophy

Interpretivism research philosophy will be used in this particular research. Researchers will ask
people in the UK about their own feelings about diversity and acceptance. One can see the various
meanings and points of view that people have about diversity and inclusion efforts by using an
interpretive approach. Using this research method, one can try to understand how difficult diversity
and inclusion are to implement in UK businesses by looking at individuals' real-life experiences
and emotions (Alharahsheh and Pius, 2020). Several social, cultural, and environmental factors
interact in UK organisations to shape people's thoughts and experiences regarding diversity and
inclusion (D&I) (D&I). To fully understand how diversity and inclusion affect work practises, the

study's goal is to show how varied and rich lived experiences are.




3.2 Research Approach

Inductive research apparoch will be considered for this research. Real data from UK organisations
will be used in the study to try to come up with theories and new ideas. Using data to find themes,
patterns, and connections helps to create theoretical frameworks that work for UK organisations
(Pandey and Pandey, 2021). Diversity and inclusion (D&I) issues are very different and
complicated. This method lets researchers learn about the wide range of experiences and practises
that organisations in the UK have with D&I initiatives. The D&I problem in UK businesses was
taken into account when the research method was chosen. In a planned way, this method looks

closely at real-world data, which lets different points of view and experiences be looked into.

3.3 Research Design

Exploratory research design will be considered in this research. According to Swedberg, (2020), it
will be looked at how diversity and inclusion in the UK affects business success and employee
happiness. Any part of D&I can be looked at with this design. Researchers want to find new ideas
and hypotheses that can be used in later studies to find out how diversity and inclusion programmes

in the UK affect business results and employee happiness.

3.4 Data Collection Method

As per Lobe, Morgan and Hoffman (2020), the data will come from secondary sources like
literature, reports, and case studies that look at diversity and inclusion efforts and the performance
of UK organisations. People can fully understand a lot of different points of view, ideas, and
experiences from UK research, industry reports, and case studies by using this strategy. The study
looks at different sources to look into D&I dynamics and how they affect the results of
organisations and the experiences of workers in UK companies. The study could use a lot of data

from the UK to make its analysis better.

3.5 Data Analysis

To reach its research goals in the UK, the literature review will use thematic analysis to look for
similar themes, patterns, and connections in the data it gathers. That is why thematic analysis is a
useful tool for figuring out what the data is about. Researchers are trying to find important themes
and insights about how diversity and inclusion (D&I) affects the work performance and happiness
of employees in UK companies by organising the data with codes and groups. Understanding and

using different types of data in different ways is possible.




3.6 Ethical Consideration

In the UK, strict rules will be followed about privacy, informed consent, and data protection to
make sure that studies are honest and reliable. Literature, papers, and case studies on diversity and
inclusion in the UK will be used as secondary sources for this project. People's identities will be
kept safe. The study keeps the credibility and validity of the study while protecting the privacy and

anonymity of people who provided secondary qualitative data.

3.7 Timeline
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Figure 1: Gantt chart
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