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[bookmark: _Toc6307296]Abstract
Diversity in a work place has been an issue that plagued many organisations since the standardisation of work place practices in modern times. The term Diversity has been over used and somewhat politicised, so much so that many organisations have different interpretations and application of the term. This has led to several work place related issues such as low staff morals and motivational issues, little or no clear progression path for employees in many organisations due to diversity related issues, these issues have sometimes been discriminatory and led to several work place litigations. The government had brought out several legislations and created regulatory bodies to help regulate this area, but diversity related issues continue to plague employers as the population mix continues to evolve. Organisations are actively seeking to understand how well they are doing in this area and how to continue improving their work place polices in relation to diversity and inclusion.





















[bookmark: _Toc6307297]Introduction:
The report is based on feedback from a survey of employees of a company wishing to measure the effectiveness of its policies on diversity and inclusion. The report looks at feedback from a survey of fifty employees of a leading marketing company drawn from different levels and diverse backgrounds. The survey consist of three closed questions, guided by the Likert summated ratings which is a number of statements relevant to the research study built up for preliminary research and piloting, collected using quantitative research methodology. (Pettitt, 2007) This report shows the finding from the survey using statistical data analysis representation, using graphs and chart to illustrate its findings. I will analyse the graphs, drawing conclusions from the results.


[bookmark: _Toc6307298]Review of Existing Literature:

Diversity can be described as variety or assortment of things or people grouped together or from varied background. Diversity in a workplace refers to the differences in the makeup of people working in an organisation. Examples of some diverse differences found in an organisation are gender, sexual orientation, age, religion, values, ethnicity, education, style, culture. Diversity is the unique differences and similarities that employees, customers, suppliers and communities bring to the global business environment, whiles inclusion is defined as seeking out, valuing and using the knowledge and expertise of diverse employee for business benefits. (Robertson, 2006)
Quinetta Robertson(2006), in her journal, disentangling diversity and inclusion in a workplace, states that the labour prediction for work force in the 21st century may see an increase in number of women, minorities, people from diverse ethnic backgrounds, intergenerational workers and different lifestyles. (Langdon, 2002). Organisation are more awake to the fact to the extent and speed to which the change in this demography, if effectively and efficiently managed, will affect organisational functioning and competitiveness. (Harvey, 1999)
Many organisations strengths can be said to be drawn from the diverse nature of their work force, but this strength in diversity is not always represented in the top management levels of many organisations.  According to the author of Forbes Magazine, diversity platform doesn’t always empower people, influence them positively, make them feel valued, or even strive to find commonality in our differences, rather inclusion does. The terms equity, equality diversity has become common place, highlighting the point that regardless of an individuals age, sex class, race or ability, they have something to contribute  and want to know that both them and their contribution is valued in a work place, (Myrick, 2018)
Many organisations adopted practices such as targeted recruitments, educational programmes, career development workshops as part of strategies for managing diversity in work place, however broader initiatives which encourages employees participation and open communication strategies within defined communities are now common place, as this has been shown to break down the barriers that limit employees from using their full range of skills.
Gaul and Patty in their Article, “D&I IS FAR MORE THAN CHECKING AA BOX” states that organisations benefit from better decision making within teams, employees well-being, engaged workers, when D&I is truly practiced. However, the crucial connection that attracts diverse talents, encourage their participation and innovation, leading to business growth, won’t happen if people don’t feel included and valued, (Gaul, 2018). Gaul and Patty suggests that employers need to introduce workplace principles that breaks down personal biases, and in doing so must seek to change the conversation to beyond D&I in the work place to Inclusion and belonging. The point where employees feel authentic, important and valued. Gaul suggests that progress in D&I will only happen when positive actions and implementation are taken by organisations. Action such as inviting non-leaders or non-managers to the table when making important decisions, to ensure diversity of thought and experience is achieved. Constantly evaluating efforts, getting feedbacks and positively acting on them.
The regulatory body responsible for monitoring diversity related issues in the UK, British Standard for Diversity and Inclusion (BSI) recently launched a new standard for employers, providing best practise guidelines for organisations to adopt, centred around valuing their employers through diversity and inclusion. 
This standard is commonly known as BS76005.  It covers development and people management. More emphasis is placed on inclusion, where organisations are encouraged to develop policies, procedures and practices promoting diversity and positive inclusion, regardless whether they are customers, clients, people within the organisation, community or employees. This standard applies to every organisation regardless of their size or type of business.  The standards states that “valuing people is not confined to the calculation of quantifiable monetary value, rather the term “value” is used as the inherent and unique merit and worth of people, connoting the actual potential contribution people at all levels make as a result  of their capabilities, knowledge, skills and experience.  (British Standard Agency, 2019). This new standard provides a holistic approach on diversity and inclusion and gives organisations an opportunity to demonstrate real commitment in promoting positive inclusion and is intended to facilitate fairness and dignity of all at work.”








[bookmark: _Toc6307299]Aim and Objectives:
This report aims to gain an insight on how well organisations are pursuing the Diversity and inclusion (D&I) agendas set out by government legislations and regulatory bodies recommendations and if organisations are actively pursuing the D&I agenda.
A survey of employees of a leading marketing firm was conducted using both quantitative and qualitative research method. A further sample feedback was collected from a carefully selected number of employees (fifteen) from different levels of the organisation.  Specific questions were asked with the intention of understanding if the organisations Diversity and inclusion policy is affecting the organisations workforce and if the employee’s performance is affected by this.


[bookmark: _Toc6307300]Methodology:
The survey adopted a mixed research method, using both quantitative and qualitative methods. 
Quantitative research is a process where research based on data which can be described as numeric or analytic data using primary or raw data to represent numerical values. Quantitative analysis is primarily used for performance evaluations or predictions of events such as changes to organisations productivity. 
Qualitative research methods use subjective judgements based on non-quantifiable information. information is usually collated using interview methods and open-ended questions. (Andrew Maud, 2017)

[bookmark: _Toc6307301]Sample and Samples size
Fifty employees of a leading marketing and advertising firm were surveyed. A communication person from Human Resources was appointed as point of contact for the Research. The participants of the survey were selected from all departments in the organisation, 60% of the Selected Participants were from ethnic minority groups, 60% were women, and 10% was from management levels. Twenty made of (12) women, 5 from black background, aged 25-45, 7 from other mixed background of similar age range were surveyed using qualitative research methods. 

[bookmark: _Toc6307302]Data Collections Process
An email survey was sent to the communication contact from HR, who was informed that the purpose of the research was to help the company understand what the employee felt about their diversity and Inclusion initiatives. The Contact was asked to pass on the survey to the appropriate individual. The respondents were asked to forward the completed survey via email to a secure email address specifically set up for the survey
Three main questions were asked in the survey. A) whether they felt their organisations was doing enough to push the Diversity and Inclusion agenda in their work place. B) whether they felt included when major decision was made in their work place C) whether they felt valued working for the organisation. Twenty out of the selected fifty were interviewed following the initial survey, a single question on how valued they felt working for the organisation and if their motivation to work was affected due to this. The finding from the interviews is combined with the results of question three of the main survey.
[bookmark: _Toc6307303]Ethic in Data Collection:
The organisation based in southern England employing 150 people, chose for its name to be omitted as they wish to remain anonymous. Permission was sort from the organisation before the research was conducted, Participants in the survey retained their rights to anonymity and confidentiality following the research. In return for allowing the research the company was offered the full summary of the survey outcome



















[bookmark: _Toc6307304]Result Analysis:

[bookmark: _Toc6307305]Fig 1. Table 1
Employee Diversity and Inclusion Questionnaire
	Survey Questions
	Answer 1
 Yes
	Answer 2 
NO
	Answer 3
 Not sure

	Do you believe your employer is doing enough to push the Diversity and Inclusion agenda in your work place?
	15
	14
	21

	Do you believe your opinion is considered when important work-related decisions that may affect you are taken in your work place?
	15
	25
	10

	Do you feel valued working for your current employer?

	16
	21
	13
















[bookmark: _Toc6307306]Figure 2: Q1, Graph 1
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	Answer 1
 Yes, I Agree
	Answer 2 
No, I don’t Agree
	Answer 3
 Not sure

	15
	14
	21



[bookmark: _Toc6307308]Q1 Graph 1a

Q1). Graph Analysis: 30% of the surveyed participants agree that their employer is doing enough to push the diversity and Inclusion Agenda in the work place. 28% disagree that enough is being done by their employer to push the agenda, while 42% remain undecided or unsure.
The question is designed to gain an initial insight of what level of communication exists between the employer and employees in relation to pushing the Diversity and Inclusion agenda in the work place. The results suggest that although there appears to be existing processes in place geared towards addressing the best practice recommendations on diversity and inclusion, there should be more communication on this topic as 43% of the surveyed people are unsure whether enough is being done by the employer to promote this agenda.
[bookmark: _Toc6307309]Figure 3: Q2, Graph2
The graph below shows the results of question two of the survey.

[bookmark: _Toc6307310]Q2, Results:  
	Yes, I Agree
	No, I don’t Agree
	Not Sure

	15
	25
	10
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Q2) Graph Analysis; 30% of the participants believe that their views and opinions are considered when important work-related decisions are taken in the work place, 20% are unsure, while 50% do not believe that their opinion is taken into consideration when important work-related decisions are made.
This question is designed to gain an insight on how included the employees feel when matters relating to work decision are being discussed, how this is approached and if they feel they can influence the outcome of decision based on their opinions. The results suggest that although some employees feel that their opinions count, a wider section of the workforce do not feel included in the decision making processes in matters that may directly affect them at work.
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[bookmark: _Toc6307313]Q3, Table 1c
	Yes, I Agree
	No, I don’t Agree
	Not Sure

	16
	21
	13
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Q3: Graph Analysis: 32% percent of the surveyed participants agree with the survey question and feel valued by their employer, 26% are unsure and undecided and 42% disagree and do not feel valued by their employer.
The question was designed to gain an insight into how the employees feel working for the employer. If they feel valued at work and how this affects their motivation at work. The results suggest that a good number of employees feel valued working for the company, on the other hand a sizeable number (42%) of the surveyed employees do not feel valued at work. The question is aimed and getting the views of the employees on how motivated they feel working for the organisation and If the workplace policies affect their motivation.


[bookmark: _Toc6307315]Summary: 
From the analysis of the results and finding, the trend shows that the employees of the organisation feel undervalued and unsatisfied in the workplace. The findings show that there is not enough communication between the management and the employees as the percentage response is high across the three questions more on the no’s and unsure compared to the yes. The result and findings suggested that the organisation is not doing enough to push the diversity and inclusion agenda. 
This result and finding is the views of the employees of this organisation but may not represent the views of employees working in this sector. For better understanding future research should cover few companies within the marketing sector to see if there is trend due the nature of their work. This research was not able to extend the study due to time constraints.




[bookmark: _Toc6307316]Conclusion:
Employee’s are the backbone of any establishment and account for 100% of the organisations operational output. It is vital that every organisation implement a culture within its practise that allows for its employees to freely express their views, allowing for the organisations to fully benefit from their experience and knowledge. 
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Do you feel valued working for your current employer?	
Yes  I Agree	No I don’t Agree	Not Sure	16	21	13	
Yes  I Agree	No I don’t Agree	Not Sure	Opinion


No. of Surveyed 50



Survey Question 3 Result in %


Yes  I Agree	No I don’t Agree	Not Sure	16	21	13	
Yes  I Agree	No I don’t Agree	Not Sure	

Do you believe your employer is doing enough to push the Diversity and Inclusion agenda in your work place?

Do you believe your employer is doing enough to push the Diversity and Inclusion agenda in your work place?	
Yes  I Agree	No I don’t Agree	Not Sure	15	14	21	Opinion


No. of Surveyed 50



Survey Question 1 Results in %


Yes  I Agree	No I don’t Agree	Not Sure	15	14	21	


Do you believe your opinion is considered when important work-related decisions that may affect you are taken in your work place?	
Yes  I Agree	No I don’t Agree	Not Sure	15	25	10	Opinion


No. of surveyed 50



Survey Question 2 Result in %


Yes  I Agree	No I don’t Agree	Not Sure	15	25	10	
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