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[bookmark: _Toc165457794]CHAPTER 1: INTRODUCTION 
[bookmark: _Toc165457795]1.1 Background & Problem Statement 
Nowadays, almost every multinational company (MNC) is practicing the equality, diversity, and inclusion practices (EDI) (Minassian, 2023). This has been done by the MNCs and organizations as this inclusion is bringing them beneficial and positive outcomes. The successful addition of equality, diversity, and inclusion practices in the working culture can not only benefit the company or the organization, but also it can fulfill the potential of the employees working with each other in the MNCs. This inclusion of EDI helps the MNCs to achieve their societal outcomes on a global level, which can be in the form of rebuilding the economy of the company at the global level. 
[image: BALANCE Financial Fitness Program | Diversity Equity Inclusion]
Figure 1. Diversity, Equity, and Inclusion
Source: (Balance Pro, 2024)
MNCs find it important to include EDI in their working culture but often find it difficult to implement it properly. No doubt, multinational companies need guidance to include EDI practices in their organizational culture (Ciuk, et al., 2023). This inclusion can be fostered through global diversity management (GDM). The addition of equality, diversity, and inclusion practices in the working culture of the organizations or MNCS needs a proper framework with the agenda and can be done easily with the help of global diversity management. It has been recognized by many studies and researchers that this inclusion brings a lot of gains to the companies that include these things in their working culture. In companies, it is the key responsibility of human resource management (HRM) to implement the agenda of equality, diversity, and inclusion practices with the help of dedicated policies and practices as it is a very vital and decisive aspect of the diversity management efforts (Theodoridis, 2017).
[bookmark: _Toc165457796]1.2 Research Aim 
This research aims to assess the role and importance of equality, diversity, and inclusion practices in the MNCs. 
[bookmark: _Toc165457797]1.3 Research Objectives 
Objective 1- To identify the importance of equality, diversity, and inclusion practices for MNCs’ culture and management.
Objective 2- To assess the effectiveness of equality, diversity, and inclusion practices among employees.
Objective 3- To determine the challenges MNCs face while ensuring equality, diversity, and inclusion practices implementation in the organizations.
Objective 4- To identify the best strategies and structure for implementing equality, diversity, and inclusion practices in organizations.
[bookmark: _Toc165457798]1.4 Research Questions 
Question 1- Why are the equality, diversity, and inclusion practices so important for the effective handling and management of MNCs?
Question 2- How do the equality, diversity, and inclusion practices enhance employees’ performance and effectiveness?
Question 3- What are the challenges MNCs face while using equality, diversity, and inclusion practices?
Question 4- What are the strategies and structure changes implemented by introducing equality, diversity, and inclusion practices for MNCs?
[bookmark: _Toc165457799]1.5 Significance / Relevance of Study
This study on the equality diversity, and inclusion practices in MNCs will contribute to the literature and knowledge of the field of the study. All the objectives and questions of the research, answer all the aspects of the topic relevantly and increase the knowledge in this field. This research will highlight the importance of equality diversity, and inclusion practices to multinational companies and will let them know the clarified implementation and management of the EDI. This project and research will make a significant contribution to the companies and will provide them with ways of implementation. With this, the human resource management of the companies and organizations will get to know about global diversity management and its importance in the working culture of any multinational company. The relevance of the methodology, philosophy, approach, design, data analysis, and data collection methods used for this research will collect and identify the correct and appropriate data which will ensure the correct understanding of the EDI agenda and program to the multinational companies as well as the employees working in the organizations and MNCs (Sutton & Austin, 2015).
[bookmark: _Toc165457800]1.6 Brief Research Methodology
The ‘qualitative research methodology’ will be used to carry out the research and study further. The non-numerical data will be used to gather knowledge of the research study as for this topic of research, the non-numerical data and qualitative research methodology will be the most suitable and appropriate. The data will be collected and gathered from the ‘secondary method’, which means that the data and information will be gathered from the already conducted studies on the research topic from the relevant sources. The secondary method of data collection will include the collection of data with the help of observations and focus groups (Moser & Korstjens, 2018). The ‘interpretivism’ philosophy will be used as with this, the research can be conducted with actual subjective reality and it will also help to get the knowledge about the social interactions that are socially constructed. The ‘inductive approach’ for same is used which will qualify to answer the real-world questions of the study. The ‘grounded theory’ data analysis method will be used to analyze the data effectively and develop the theories, facts, and results of the real-world data by examining it thoroughly.
[bookmark: _Toc165457801]1.7 Structure of the rest of the project 
Above have been discussed the aim, background, objectives, questions, and significance of the research study. This will be followed by the literature mind map or literature review including different research areas for the topic. Next is the research methodology that will be approached and will cover the philosophies, approach, design, data collection, and analysis methods of the research, along with the ethical considerations. Then the next chapter will mark the analysis and discussion of the findings and results of the study. The last chapter will include the conclusion and summary of the main findings, the recommendations, and the limitations of the research.
[bookmark: _Toc165457802]
CHAPTER 2: LITERATURE REVIEW
[bookmark: _Toc165457803]2.1 Introduction 
This chapter will include the literature mind map or literature review of the research areas and topics. The literature of the various authors and professional experts has been critically reviewed and all the objectives of the research have been studied in depth. This chapter will provide valuable insights and knowledge of the topic of study, that is, a systematic review of Equality, Diversity, and Inclusion practices in the MNCs: The role of national culture. The objectives and questions of the study are aligned in this chapter with the aim of the research itself to have a better and more in-depth understanding of it.
[bookmark: _Toc165457804]2.2 MNC EDI Practices 
The multinational companies that are investing in the program or agenda of EDI are benefited from a broader outlook. Innovation and productivity of the multinational companies including EDI in their working culture have been boosted and improved to a greater extent and also, they have attained a greater adaptability in the global capital market and made the market for the company more successful. The addition of equality, diversity, and inclusion practices by the multinational companies attracts new talents from every part of the world, hence, broadening the talent pool and also keeping the existing employees motivated and happy for their work (Dixon-Fyle, et al., 2020).
The MNCs giving equal chances to everyone, creating diverse groups in the workplace, and practicing inclusion in their management and culture found that solving complex problems becomes easy for them in this kind of workplace. With the inclusion of EDI in the working culture and management, the employees feel included and considered, and these things make them feel less stressed and they are less likely to go against their employers or have negative feedback for their employers. More percent of people or employees are likely to value equal workplaces and this is gradually growing as the younger demographics are entering the culture of multinational companies (Yi, et al., 2015). Because of them, this change has been accepted and driven by MNCs all around the world. Not only the employees in the young demographics but the millennial employees find these EDI as important to be included in the working culture. These things help the society of the multinational companies to function more fairly and effectively. 
[bookmark: _Toc165457805]2.2.1 EDI
The term EDI consists of three agendas of programs that are now being included in multinational companies. This comprises Equality, Diversity, and Inclusion. Equality in multinational companies refers to offering equal opportunities and rights to every employee of the multinational organization. Diversity in the MNCs means embracing and welcoming people or employees from different backgrounds, identities, values, cultures, abilities, and beliefs (Idam, 2020). Inclusion refers to the extension of the above-listed programs, that are, equality and diversity.
[bookmark: _Toc165457806]2.2.2 Diversity 
Various multinational companies house a rich tapestry of employees who come from different cultural, ethnic, and linguistic upbringings. Multinational companies support diversity that goes beyond the differences in age, caste, sexual orientation, and religion (Vohra, et al., 2015). The MNCs practice four types of diversities in their culture, including, internal diversity, external diversity, organizational diversity, and worldview.
[bookmark: _Toc165457807]2.2.3 Inclusion 
Multinational companies (MNCs) now practice inclusion and because of this, people or employees in the organization feel valued and welcomed in every aspect or field of work. With the inclusion practices in multinational organizations, the employees feel a sense of respect and are represented in the work practices (Barak, et al., 2016). They feel heard by their workplace, which can make them contribute collectively to the organization.
[bookmark: _Toc165457808]2.3 National Culture 
The national culture in multinational companies is defined by the uniqueness of the culture that they practice (Ergashev & Farxodjonova, 2020). This unique culture that is practiced in multinational companies creates a subtle identity for them, even though this unique culture comprises varying subcultures. The national culture of multinational companies or organizations impacts the functions, operations, and procedures of the business. 
[bookmark: _Toc165457809]2.3.1 Dimensions of National Culture 
As suggested by the Hofstede Model, there are six dimensions of the national culture that are practiced in multinational companies (MNCs). These are uncertainty avoidance, individualism or collectivism, power distance (which is the strength of the social hierarchy), indulgence or restraint, long or short-term orientation, and masculinity or femininity (this depends on task orientation versus person orientation) (Andrijauskiene & Dumciuviene, 2017).
[bookmark: _Toc165457810]2.3.2 Hofstede Cultural Theory
Hofstede in their cultural dimension theory provides the framework for understanding cross-cultural psychology. Using this theory, the structure of a factor analysis states that the values and cultures of the society have a great impact and effect on the behavior-related values of the employees or members working in multinational organizations (Andrijauskiene & Dumciuviene, 2017). 
[bookmark: _Toc165457811]2.4 The Role of National Culture in MNC EDI Practices 
The national culture in multinational companies has a great impact and effect on the EDI practices functioned in multinational companies. It highly influences the leadership styles of the company, the managerial decision-making, and the practices of human resource management. 
[bookmark: _Toc165457812]2.5 Research Areas 
Objective 1- To identify the importance of equality, diversity, and inclusion practices for MNCs’ culture and management.
According to the authors (Kollen, et al., 2018), equality, diversity, and inclusion practices (EDI) are not merely important for the culture and management of multinational companies. Still, these are considered strategic advantages and a source of benefit for them. This environment and diversified talent pool make the business of multinational companies attractive and ambitious and this helps to keep talented minds and candidates on board. On a global level, the inclusion of equality, diversity, and inclusion practices brings the company into the eyes of the whole world. This is because the company becomes known for not being afraid to give opportunities and chances to all people as everyone in this world deserves a chance to showcase their skills.
According to the author (Hudson Coventry, 2022), this inclusion is legal and prevents legal regulations and serious issues arising in the company or organization like discrimination and harassment. These equality, diversity, and inclusion practices give benefits to the companies if these are the same for both males and females. The culture and management of the companies become positive with this inclusion of EDI when these promote fairness and impartiality (Kossek, et al., 2017). 
[image: Promoting Workplace Diversity and Inclusion: Inspiring Success Stories and  Actionable Strategies for Equality]
Figure 2. Promoting workplace diversity and inclusion
Source: (LinkedIn, 2024).
For any enterprise to succeed, the HR policies of that enterprise or firm must be specified and it should state the standard policies like ‘they provide equal opportunity to everyone and that they believe in the inclusion practices and diversity’. Not only EDI inclusion is considered important by or for the employers or the culture and management of multinational companies (MNCs) but as stated by the employees, it is also considered important by the employees, and on this basis, 78 % of the employees decide whether to accept the job offer or not (Utam, 2020). The ones who have implemented it have given positive reviews regarding this as there is an increase in innovation, profitability, and productivity as the EDI inclusion gives a sense of belonging to the employees and it also raises the level of understanding among the team. 
According to authors (Umeh, et al., 2023), the culture and management of multinational companies, nowadays, are shaped in a way, that centralizes the success of the organization with the inclusion of the EDI program or agenda. This culture and management of the MNCs affect the financial viability as this inclusion has raised the prices of their shares. Giving the women same chances and opportunities in management, or other words, equality is also another reason for the increase in the financial viability of the companies. It welcomes skills and talents as many job seekers now want a diverse workforce to work with, and because of this, the job-seeking platforms have given criteria for rating the companies, that is, Diversity & Inclusion Rating (D&I rating). Seeing this, job seekers are looking for jobs in those companies. Like, the company Salesforce has the highest rating for D&I rating, which is 4.6, and Google and Accenture have a slightly lower rating than this. Even the millennial workforce likes to work with a diverse workforce and they also require their companies and multinational organizations to develop a strong EDI in the workplace. Millennials feel good when they get a supportive environment that gives them respect and also their opinions and identities (JD, 2022). 
The inclusion of EDI is so important for multinational companies, that the ones who are not including them are missing out on the chances to recruit the talent as they are not reaching different demographics in the community around the world. But including the EDI in the practice, culture, and management of multinational companies is not so easy, it is needed to create an environment for this, where every person belonging to a different race, caste, religion, and color feels welcome and can showcase their talent and best ideas in front of everyone on a big scale. This can be a plus point for multinational companies, as practicing equality, welcoming and accepting the diverse workforce, and inclusion practices can help them to better understand and serve the global markets (Vohra, et al., 2015).
Objective 2 - To assess the effectiveness of equality, diversity, and inclusion practices among employees.
According to the authors (Buengeler, et al., 2018), employees find the equality, diversity, and inclusion practices effective and beneficial at their workplace as they establish a sense of belonging among the employees and make them feel allied and linked to the company or workplace. Employees also found that it is easy for them to implement innovations and decisions when they work with a diverse workforce. The workforce or the employees feel welcome as any one of them can share their ideas in such a friendly environment. These values improve the work experience of the employees and the customers of the multinational organizations respond to that diversity as this change also affects the consumers. With the inclusion of EDI in the culture and management of multinational companies, the engagement of the employees is boosted in such a management environment. With this, the MNCs and the employees themselves are indicating the positive work environment in the workplace which attracts and drives the attention of other job seekers also from all around the world (Zaharee, et al., 2018). 
[image: Closeup of diverse people joining their hands]
Figure 3. Diversity and Inclusion among the employees
Source: (CIO, 2024).
The authors (Jerónimo, et al., 2022) in their writing say that the effectiveness of EDI is so much that the employees after this inclusion feel more productive and they give good business results to the company, which in turn raises their value and the values of their resume. Not only does the inclusion of the EDI make the environment positive, but it also creates a work environment more relaxed for the employees, and this relaxed culture and management at the workplace leads to greater creativity and collaboration from the sides of the employees. Regardless of the positions of the coworkers in the companies, open communication among the diverse workforce including employees from different castes, races, religions, ethnicities, skills, ages, genders, and physical abilities, are all the key components that make the workplace open and positive. These things make the employees engaged and result in better job performance. 
The motivation of the employees with this prevents any legal and serious issues not only for the multinational companies and organizations but also among the employees. Serious issues among the employees like discrimination, bullying, and harassment are highly prevented when the employees are motivated by equality and inclusion among the diverse workforce of the company (Rayner & Lewis, 2020). According to the author (Idam, 2020), this inclusion of EDI into the MNC cultures makes the employees feel valued and accepted and this thing makes them loyal to the companies, with this, they are more content, and happy, and stay longer with the organization or the company. The employees in these kinds of workplaces feel less uncomfortable about themselves and the environment of the organization, and in turn, they are motivated to work harder for the company. The EDI inclusion program in multinational companies (MNCs) increases the confidence of the employees and encourages them to achieve their full potential in their workplace and develop their personal skill set. Their morale towards their work, team, and workplace is increased. Equal feedback and inclusion of the employees make them feel important in their workplace and make them more engaged. When the employees are respected for their diversity, are included in the decision-making, and are valued for who they are, then they are more likely to be satisfied with who they work with and what they work for (Valenti, 2019). 
According to the authors (Abidi, et al., 2017), the successful inclusion of the EDI program into the culture and management of multinational companies (MNCs) can be done through the proper HRM procedures in the company. This will make a sense of equality if taken into practice by HRM as the employees at the lower positions will not think that the employees at higher positions are getting or receiving more favorable treatment at the workplace or the multinational organization, they are working in. In this, the aging employees or the millennials also feel good when they are included in important tasks and this enhances their performance. The EDI inclusion benefits the young employees or young staff and the millennials for job satisfaction (SA, 2020).
Objective 3- To determine the challenges MNCs face while ensuring equality, diversity, and inclusion practices implementation in the organizations.
As the writers (Nekvapil & Sherman, 2018) say, managing a diverse workforce is not so easy for companies, and not at all for multinational companies (MNCs). Employing people to manage the operations of multinational companies with different cultures, educational backgrounds, and diversity requires good leadership skills and effective strategies for the resolution of conflicts and effective communication strategies too. The most critical issue faced by the MNCs in including the EDI in their culture and management is the issue of communication. This is the most common issue of all and this becomes important to be addressed by the MNCs, yet becomes problematic. The differences in the perspectives when practicing the EDI in meetings and workplace cultures and management can give rise to conflicts and they can be escalated at any time (Griffin, et al., 2020). Multinational companies being international businesses, always have to face communication barriers in one or the other way. The different accents and colloquialisms can lead to the creation of misunderstandings between colleagues or staff members of the same organization. Communication can also be affected by the languages as there are many implications and changes in the same language like English which can only be understood by the local people of that place and there are chances that other employees may not understand it. These language barriers can create communication barriers and can create conflicts among them till the time they start understanding their diverse cultures and languages and everything in the working culture and management becomes normal. 
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Figure 4. Challenges of diversity in the workplace.
Source: (Backpac, 2024).
Cultural misunderstandings also play a significant role as a challenge faced by the MNCs in inculcating EDI in their culture and management (Guirdham & Guirdham, 2017). Making the staff or the team members feel confident about the cultures of other employees is so tough for HR Managers in multinational organizations, and this often ends up in disruptions. Everyone has a unique culture and according to this, the company practices the business, but then fulfilling the expectations of the employees according to their cultures is not easy. The cultural nuances can create differences for the multinational companies as the customers from two different countries may have different cultures and different types of acceptance. While multinational companies practice equality, diversity, and inclusion (EDI), there might be differences in the management styles and practices of their branches in different countries (Ravazzani, 2016). 
de Oliveira, et al., 2020 state, when different perspectives, ideas, and opinions are welcomed, progress becomes comparatively slower towards the company goals of MNCs. People in between give their opinion which may turn out to be important and thinking and exploring it becomes crucial, which takes a lot of time to reach the goals and complete the tasks. More diversity and inclusion bring different ideas and decisions and hence, this leads to the increased debate on considering the ideas and thoughts of everyone. Solving this becomes difficult for managers as well as leaders. This can be decided by decision-makers as to how to move forward with diversity and inclusion in the workforce. Inclusion happens in multinational companies (MNCs) but the problem arrives when this inclusion becomes inequitable. The workplace feels inclusive to some employees but not necessarily to others as everyone has different scenarios and problems and it is not that every time these things can be addressed for every employee or staff member working in the multinational company as they have a lot of them and how they will concern for each of them.
When there is inclusion of EDI in the culture and management of multinational companies, often there is faced the problem of discrimination. Diversification of the team also brings harassment, bullying, biases, and discrimination based on the cultures, languages, and diversity they belong to (Cletus, et al., 2018). The employees and the staff members are not able to bear this discrimination sometimes and this is not tolerated in the working culture and management of the multinational companies (MNCs). Discrimination can also occur at the times of recruitment and employee onboarding as there are chances that the candidates who are in direct relation with the already existing candidates can be selected first and given the chance.
According to the authors (Mosse, 2018), with the different diversity and cultures, people are treated with equality and they are included in everything in the multinational companies, irrespective of their caste, religion, and other major and minor differences. But these different cultures and religions when welcomed by the companies also welcome prejudice and stereotypes. These stereotypes then target the specific community and group of individuals which is not acceptable when working in the diverse environment and culture of multinational companies. These give rise to the grudges that employees develop for each other based on the different races, castes, cultures, and religions. Because of these reasons, the teams in multinational companies become isolated and fragmented.
Objective 4- To identify the best strategies and structure for implementing equality, diversity, and inclusion practices in organizations.
In today’s time, implementing and inculcating equality, diversity, and inclusion practices in multinational companies or organizations is necessary and a priority, but it needs a lot of effort by the managers and leaders to implement it. There are various ways in which these best strategies and structures can be implemented. Equality can be effectively practiced if the recruitment in multinational companies (MNCs) or organizations is done unbiased (Moore, 2016). This is a straightforward way to include equality and minimize biases in the recruitment process. With this, people with more competence and skills can be hired rather than choosing the candidates brought by the employees or their referrals, if they do not possess any skills. No-CV recruitment can be effectively practiced in the companies so that only the needful information and knowledge of their skills are obtained by the employer and that no biases based on demographics can be done. The MNCs should implement equal opportunity policies for their new candidates as well as the older ones. In this policy, the rights of each employee should be protected well and this can be ensured that the employers of the multinational organizations are fulfilling and obeying all the laws. This equality will help to prevent potential disputes between employees and employers.
For putting equality into practice, several factors should not be considered by the employers while hiring the candidates like the age factor. Skillset of a person does not depend or rely on their age. In employment, the age factor should not be considered as a restrictive factor. The other way that the MNCs can practice equality is that they should pay equal to the employees who are working for the same job role. The promotions should be given based on their abilities and working factors and not based on their sexuality, gender, or disability (Brown & Moloney, 2019). Equal chances must also be provided to people with disabilities. This equality is applicable for both, the employees and the employers. This should be known by the multinational companies that they have to equally treat married and unmarried people and non-pregnant and pregnant women. To ensure equality, they cannot discriminate based on the religion and sexual orientation of a person. 
Future Leaders should commit to including diversity in their working culture and management, which can be shown through policies, actions, and allocating the proper resources. They can further give or provide training to their employees or their team members regarding cultural sensitivity so that their misunderstandings regarding the other employees can be removed and the gaps can be bridged effectively. The leaders and HR managers can also put their focus on practicing inclusive hiring practices in which there is a diverse talent pool and this should be ensured that the bias should be avoided in the recruitment. The policies of HR should put concentration and effort into local adaptations while also keeping in mind the global standards of the multinational company (MNC) or the organization (MIAO, 2023).  
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Figure 5. Process for developing inclusion
Source: (Reading Voluntary Action, 2024)
The leaders of the multinational company or multinational organization can also focus on supporting different languages to support diversity in their working culture and management. To make everyone understand different languages in the diverse team, they can provide their team with training in the different languages which can also build the personal and professional skills of the employees and then they can easily overcome the barriers of language with that training. The underrepresented employees can be made advanced in their careers and experiences by encouraging them to the mentorship and sponsorship programs (Ayyala, et al., 2019). They can inspire the employees to think of ways to include a diverse range of talents and perspectives in their teams to attain productivity and achieve the goals of their multinational organization. The cultural events and diversity training can help in the inclusion of diversity and can effectively add to the core values of the company. the diversity in multinational companies (MNCs) can be effectively practiced by creating an environment that is suited to every employee working there. 
According to the author (Reshma, 2020), for successful inclusion practices to be practiced, the management of the multinational companies should establish an environment where the non-inclusive behavior if felt by any of the employees for any of the reasons must be reported. Inclusion can also be practiced in the MNCs by appointing employees and candidates from minority backgrounds in society who are disadvantaged as leaders so that they feel included in the management of the multinational organizations they are working in. Women should be included at the same levels the men are in the company. If merit-based inclusion is practiced in the companies, then it can be powered by highlighting their stories and their experiences which brought those employees to that point so that others can be inspired to get included with a similar progress level. There are many tools with which the workplace culture and management can be made inclusive. Such software can be used by employers which can enable them for bias-free recruitment. An inclusive employee engagement tool can be used to conduct an effective and accurate survey on employee engagement. There the employees can give effective responses whether the inclusivity level of the multinational company they are working in is good or bad. 
[bookmark: _Toc165457813]2.6 Theoretical Practices
Many researchers have been working on finding and building theories regarding equality, diversity, and inclusion practices in multinational companies. The theories say that the EDI integration in the multinational workplace gives the desired outcomes of the working relationships as well as the performance of the people or the employees has been increasing with this. The institutional theories give the explanation and understanding of the social environment of the multinational companies that have been built due to the integration of equality, diversity, and inclusion practices.
As a part of the institutional theory, multinational organizations tend to impersonate their competitors as a way to reduce uncertainty. Multinational companies as a consequence of diversity are unclear about it. The social comparisons are made by the managers of the multinational companies to reduce the ambiguity, doubt, and uncertainty and because of this, the EDI integration practices are made very effective. Multinational companies are using institutional theories to explain the adoption and spread of the structures of the organization including the new forms of organization, standard policies, and practices besides the integration and inculcating of equality, diversity, and inclusion. 
In the companies where the inclusion of EDI is practiced, the employees there are happy and motivated. It attracts the staff or the employees towards the success of the company as well as their successful lives. Every individual brings valuable and different perspectives to the company and together make the environment of the workplace positive for themselves as well as others in the culture and management of the multinational companies (MNCs). Making the diverse work environment inclusive of equality, diversity, and inclusion practices for the employees, they feel more comfortable sharing their perspectives and opinions with their colleagues and this leads to the widespread exchange of ideas among coworkers or employees (Neuliep, 2016). 
[bookmark: _Toc165457814]2.7 Gaps in Literature 
Although the literature review specifies and talks about the importance of equality, diversity, and inclusion practices for multinational companies, their effectiveness, the challenges faced while incorporating them, and the best practices for implementing them, it still has not covered the major aspect of the dimension of diversity that is linguistic diversity, which was a major aspect to be covered (Blommaert & Rampton, 2015). It is because this is neglected in the MNCs, but it is the major source of communication among the employees. Through the verbal aspect of communication, diversity can be embraced, and how this aspect is followed in multinational companies has remained uncovered in the literature review (Guirdham & Guirdham, 2017).
[bookmark: _Toc165457815]2.8 Summary
The literature review summarizes the fact that that multinational companies (MNCs) are now important and necessarily include equality, diversity, and inclusion practices in their culture and management, and also, they are resulting in an effective way for both, the MNCs and their employees. Though these MNCs have to face various challenges while implementing them, they are also bringing opportunities for increased productivity and customer service to them.


[bookmark: _Toc165457816]CHAPTER 3. RESEARCH METHODOLOGY 
[bookmark: _Toc165457817]3.1 Introduction
This chapter indicates and relates to the methodology used in researching the topic of assessing the role and importance of equality, diversity, and inclusion practices in MNCs. This section of the research will give the justifications in detail for selecting the specific philosophies and designs of research and why the specific and exact approach has been used to conduct and carry out the research on this subject has been explained in detail in this section. The justification for how these research methodologies answer the objectives and questions of the research has been done. The data collection methods, that is the secondary method of collecting the data, and the analysis methods of the data have been explained and justified in detail in this chapter. The ethical considerations taken into account in conducting the research have also been mentioned. 
[bookmark: _Toc165457818]3.2 Study Design 
The research design chosen for this research and the subject of assessing the role and importance of equality, diversity, and inclusion practices in MNCs is Qualitative Research Design. This qualitative design of the research has been chosen because this method gives a precise and thick description of subjective topics. The qualitative design helps in understanding the rationale of the study or the subject and helps to draw the attention of the researcher to the processes of the study and the patterns and structural features (Merriam & Tisdell, 2015). The complex nature of the social realities and rich life experiences is yielded by the nuanced understanding gathered with the help of this qualitative research design. The real-life social experiences, context, and phenomena are easy to understand with qualitative design as the questions and objectives of this research cannot be answered in numbers, and answering them efficiently will need the human experience of the industry or multinational companies, which can only be gathered by the qualitative design. A broad range of critical business challenges and new growth strategies is provided with a rich context of knowledge of the field of study with qualitative research design.  
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Figure 6. Qualitative Research Design
Source: (Ideascale, 2024)
This qualitative research design for this subject of research on EDI inclusion in multinational companies (MNCs) helped to view the subject in depth and answered the open-ended questions and objectives of the research. This design was ideal for researching this subject as qualitative research design is best suitable for understanding the concerns of the customers, behaviors, and their requirements concerning the equality, diversity, and inclusion practices in the multinational companies (MNCs) and organizations they are working in. The qualitative design allowed to examine the historical, social, and cultural factors of multinational organizations that influence the personal experience of the candidates or people working there. This research design assisted in exploring and providing in-depth knowledge of real-world problems. With this design, it became easy to collect the experiences and behaviors of the people involved as these cannot be collected and captured quantitatively, and hence, qualitative research is best suitable for this research study. 
For all the people or multinational organizations (MNCs) as a whole involved in the social research of this subject, it was found easy to interpret and describe their human behavior regarding this subject with the qualitative research design. The respondents or informants of the research subject could easily interpret the material culture and the occupied space of the subject of the research. With this, the data was easy to gather in the form of observations and from other studies. All the records and studies on this subject of study were easy to obtain with this research design of qualitative research methodology (Mohajan, 2018). 
[bookmark: _Toc165457819]3.3 Research Approach 
The research approach chosen for conducting this research accurately and efficiently is the “Inductive Approach”. The use of an inductive approach for the research on the subject of the role and importance of EDI inclusion in multinational companies (MNCs) has been done. The inductive approach has been used to make the summary or the brief of the wide range of raw data present for the context of the subject (Liu, 2016). This approach helped in the research to a greater extent that it established clear and good links between the objectives of the research and the findings of the subject that were derived from the data and information gathered for the subject. 
This inductive approach provided a convenient and suitable way of analyzing and investigating the data obtained for the research. This convenient way of analyzing the data was best suitable for exploring and studying the questions of the real world. This made to critically think about the answers to these real-life questions, and the results came out to be properly analyzed so that they can be studied and worked upon lifelong. This approach to qualitative research design is a straightforward way of conducting research objectively and systematically. After the successful conduction of the research systematically and objectively, this inductive research approach helped to provide the findings with legitimacy. Inductive approaches while conducting the study and the research on this particular subject of EDI inclusion practices in the MNCs, helped to keep the study on track and made the study manageable, smooth, and effective. This means that the inductive approach while researching makes it easy to move from the gathered raw data and information to the theory and models of the subject. The good thing about using this approach is that this derives the meanings from the raw information or data and then identifies the themes from that data with no preconceptions at all. In short, the analysis of the gathered raw data is done without expecting any particular outcomes. 
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Figure 7. Inductive Approach
Source: (Business Research Methodology, 2024)
This research approach is interesting when used, and it also leads to discoveries in particular fields of study. The research study was modified with this research approach as a way to identify the topic and the techniques and objectives of the research were also modified. This approach gave the proper freedom to study the new phenomena and concepts that were not identified and thought of previously, as it gives a broad view of the data gathered and also gives the chance to learn about the complicated events of the study. It was easy to discover the probabilities with this approach. It also helped improve the understanding of the research topic by digging deeper into the research and finding its models and patterns. The inductive approach facilitated to reveal the insights into the complex phenomena.
[bookmark: _Toc165457820]3.4 Research Philosophy
At the core of this research and its subject, the philosophy for effectively conducting the research was to be used so that the nature of the knowledge of the research subject could be understood and explained more easily. Using the philosophy enhanced the capacity of problem-solving and also helped and facilitated to analyze the arguments, problems, concepts, and definitions. The questions of the subject and the answers to those questions were easily extracted. Not only this, but the philosophy helped to organize the issues and ideas in a proper form. 
Furthermore, for this research, the philosophy used for carrying out the research in a better form is the “Interpretivism” research philosophy. As the name implies, this philosophy facilitates to interpretation of the elements of the reality of the subject. This helps in integrating the human interest into the subject study. Likewise, this philosophy better highlights and emphasizes the qualitative analysis and method of research (McChesney & Aldridge, 2019). The nature of reality of this philosophy is multiple and is socially constructed. This has been used as the philosophy for this research, as this helped to better understand the theory of the subject and focuses its interest on what is specific, unique, and deviant in the subject of study. It generates knowledge of the meanings of the subject. Moreover, this relates to the context, time, and culture of the subject and gives the value-bound results of the research and study on the particular subjects. This not only makes the research better, but also makes the researcher better by enhancing the relationship of the researcher, making it participative, interactive, and cooperative. Interpretivism answers what people think about the subject of research and how they deal with the problems when confronted with the specific subject. The study with the Interpretivism philosophy tends to be honest, trustworthy, and highly valid.
This philosophy in real is based on assumptions. It tells the researcher that the reality they are looking for has multiple answers because of multiple observations, is subjective, and is socially constructed. Interpretivism philosophy made it easy to understand the different experiences of different individuals based on their social perspectives. With the Interpretivism philosophy, the sociological data was analyzed properly in a way that the experiences of different individuals regarding the subject, their feelings, and their worldview on the particular subject. Interpretivism is associated with idealism and for research, it is grouped with a diverse range of different approaches (Hiller, 2016). With this Interpretivism philosophy, it became important to respect and appreciate the differences in the experiences of the people regarding the same subject of research. Interpretivism helped to reflect on the different aspects of the study and it let to focus on the meanings. With the implementation of the Interpretivism research philosophy, it was easy to know, recognize, and study at a greater level of depth, the cross-cultural differences in multinational organizations, the issues of ethics, and what the leaders of the organizations do to analyze and work on these factors. This philosophy is more focused on social action theory which includes the understanding of human actions and what are the motives of those individuals that they are performing such actions. To make the valuable conclusions of the study, this Interpretivism philosophy facilitated gaining the empathetic knowledge of the backgrounds and motives of the people and individuals behind the subject of the study or research. This does not let the research and study rely on the objective reality as according to Interpretivism, there is no objective reality that exists. What is real are the perspectives of the individuals, their norms, and beliefs. With the Interpretivism philosophy, the objectives of this research study are explained with high validity and focus on the personal meanings and motivations of the people working in the MNCs.
[bookmark: _Toc165457821]3.5 Sources of Data 
Data collection holds a very important place in conducting research. The accurate way of gathering the data makes the research valuable. Data collection is all about collecting and gathering data from various means available to answer the questions of the research and to understand the existing probabilities in the real world. This depends and varies from researcher to researcher on what type of data they collect and with which methods they collect data to conduct the research in their fields of study. 
The data collection can be done in any form, primary or secondary, and it can be collected in many formats like text, images, numbers, and other formats. The data cannot be used just after its collection. It needs to be processed and organized in the proper form to make it useful. This is done by first understanding and analyzing the data and then using it in an organized manner to carry out the research. Using the data is not so easy, as the data collection involves the whole method or process of processing the data into useful means and terms (Sutton & Austin, 2015). The data collection that has been done for this research involves a proper and systematic structure. Firstly, the goals of this research were developed and defined. Then it was chosen which method would be best suitable to collect the data. Then the procedure was thought of for collecting the data by which the accurate and useful data may be gathered easily and efficiently. Next, after deciding on the method of data collection, the data was then collected. The collected raw data then was cleaned and organized, after which it was summarized to carry out the research efficiently. The last step became critical as in this step, the accuracy of the data is improved and it is then made easier to evaluate.
In this research, the “Secondary Method” of data collection has been used to carry out the research in an effective way. This secondary data was easier to source, and that is the reason the secondary method of data collection has been used to conduct and carry out this research. This data collection was found well-structured and reliable which made the research up to the point and this became a plus point for the overall research. The raw data that has been collected is gathered from the publications and writings of other authors. The insights for this research are drawn from the already available data like magazines, books, journals, public libraries and documents, and many more ways of collecting secondary data. All the data from the above-listed ways of collecting data has been collected from the most popular ways of collecting secondary data, that is, the internet. The data that was collected was readily available on the internet and there was no amount needed to download or use the already existing data. A large and high-quality database was built and used to answer the critical question of the research. The quality and accuracy of the insights gathered from the raw data were enhanced by expanding the datasets with the secondary data. 
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Figure 8. Secondary Research
Source: (Qualtrics, 2024)
The secondary data collection provided a unique and detailed picture of the research subject (Rassel, et al., 2020). The unique and important details were obtained from the government's administrative data, which otherwise would have been very difficult to gather or almost impossible. The public sources for gathering the data gave valuable insights into the subject of the research which can never be obtained in-house. The secondary data collection helped and facilitated the larger intervals of data, by which comparison was easy to make and the research became so accurate and efficient. 
The secondary data that was gathered was of high quality. This is because that data was already validated and minimal checking was required while using that data. The data from the sites of the multinational organizations and the government data that was gathered is already quality-assured by the organizations and government with a lot of time and resources available. Further, this benefited the quality of the data as the resources were made readily available (Ruggiano & Perry, 2019). The existing datasets were enhanced, enriched, and expanded with the secondary data. Getting the initial insights to start the research on this subject of the role of inclusion of EDI practices in multinational companies (MNCs) was easy with the secondary data. 
The secondary data that was collected was re-evaluated which made to uncover the things that might have been overlooked before, and because of this, the new features and facts of the subject or topic were discovered and problems were accurately fixed. The time that was needed to conduct and carry out the whole research was significantly lower as compared to the time needed in the primary methods of collecting the data. Overall, there was no need to wait to conclude the study because the comparative and longitudinal studies were easier to conduct with the secondary method of data collection.
[bookmark: _Toc165457822]3.6 Data Analysis 
The data analysis method used for analyzing the data of this research and study on the subject of assessing the role of EDI in multinational companies (MNCs) is the “Grounded Theory” data analysis method. This data analysis method was used in this research because it creates a theory grounded in the results obtained from the data drawn. The theories existing in the real world regarding the subject of the research were properly examined by the grounded theory method of data analysis. This best complies with the approach used in this research, which is the inductive approach. This is because, rather than working on the existing theories, the events happening in the multinational companies were identified, examined, and analyzed with this grounded theory method of data analysis.
The grounded theory of data analysis when used needs a proper process and framework to be followed. 
The first thing that is done is data planning. In this step, the suitability of the qualitative data is checked when it is collected. This is done to avoid the fixed and inflexible ideas that might impact the research. The data planning step also involves identifying the correct data. In the first step only, the open-ended questions are created to be answered for the study on a particular subject. The open-ended questions are contextual, exploratory, and personalized to the study. 
The second step in this grounded theory data analysis process involves data collection and analysis. The analysis of the data is done at the same time when the data is collected (Carmichael & Cunningham, 2017). This process is also known as theoretical sampling or constant comparative analysis. At the time of analyzing the data, the theoretical sensitivity is applied to the data and the facts that are uncovered in the data, so that their meanings can be fully understood while conducting the research. 
The third step in this involves the turning of the analyzed data into the final theory of research. All the themes that were identified, analyzed, and generated are then integrated into one idea or a new theory. Now the conclusion of the research is drawn at the end. This conclusion or the new theory that has been discovered is concluded simply which indicates what was covered in the research and what was not.
There are many reasons why the grounded theory of data analysis was used in this research. First of all, there is no need for a hypothesis as all the information will be brought up by the grounded theory. Using this analysis method gave a lot of flexibility like every area of the subject can be covered efficiently and can be taken in any direction needed, depending upon the data (Birks & Mills, 2015). The off-limit exploration can be easily done with the grounded theory data analysis method. This method has multiple stages for analyzing the data efficiently which in turn improves the conclusion of the research. This makes this theory more useful, defined, and relevant. All the conclusion drawn is drawn from the information and the fact having strong data behind it. With this type of conclusion, the validity of the research is considered more.



[bookmark: _Toc165457823]3.7 Search Strategy
	Search Strategy 

	Keywords 
	Equality, Diversity, Inclusion Practices, Multinational Companies, MNCs, EDI, Management, Working Culture. 

	Outcomes 
	Educated Employees about EDI, discrimination, bias, and legal responsibilities.
Diversification, Equality, and Inclusion Practices in the workplace culture.
Effective and accurate business results, Innovation in multinational companies, and decision-making.

	Context 
	UK, United Kingdom



[bookmark: _Toc165457824]3.8 Selection of Studies
The selection of the articles was done based on the criteria of keywords and context. The studies that were not relevant were eliminated. Further, all the studies were screened and studied. In this, the title and abstract were screened and then the full text was analyzed to gather the useful context of the study. In last, overall, 82 articles were finally chosen for this research study and dissertation.
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Identification of studies via databases and registers


Records removed before screening:
Duplicate records removed (n = 20)
Records marked as ineligible by automation tools (n = 18)
Records removed for other reasons (n = 12)
Records identified from*:
Databases (n =220)
Registers (n = 180)


Identification



Records screened
(n = 350)
Records excluded**
(n = 50)



Reports sought for retrieval
(n = 300)
Reports not retrieved
(n = 50)
Screening




Reports assessed for eligibility
(n = 200)
Reports excluded:
Reason 1 (n = 20)
Reason 2 (n = 50)
Reason 3 (n = 40)
etc.



Included
Studies included in the review
(n = 90)
Reports of included studies
(n = 82)
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3.10 Ethics Approval 
All the ethical factors of conducting the research have been followed efficiently and accurately. The integrity, privacy, and confidentiality of the data used are maintained throughout the research timeline and will be maintained afterward too. All the ethical regulations, conduct, and norms have been followed while carrying out the research. All the research has been conducted using the best practices. The findings of the research will not create any areas of conflict in the future among any person, employee, customer, organization, stakeholder, or investor. Any information that may have created biases and any data that may mislead the people have been avoided to be used in the research. Imposing personal beliefs and creating biases with the information has not been done and avoided strictly. The information is gathered from various authorized sources and all the data and information belongs to authorized writers and authors. No personal information of the authors and writers has been disclosed. They all have been credited and respected honestly for their research and studies by properly citing the data and information wherever necessary. During the conduction of the research, no one was subjected to harm, and this research will also not harm anyone in the future including any type of invasion of privacy, misuse of data, or psychological distress. Every person or organization involved in this research is respected to the fullest.
The informed consent has been followed properly as all the data and information were gathered from the internet and authorized sources from where the data can be taken for use (Jol & Stommel, 2016). All the data and information after gathering was and is kept securely and safely. The research methodology used, the philosophies, approach, data collection method, and data analysis method that have been used throughout the research are appropriate and valid and do not alter or manipulate the data by any means. Throughout the research, transparency has been maintained for the research methodology and methods. 
The findings and results of the research are used respectfully and responsibly, in such a way that it does not harm anyone. All the findings of the research are evidence-based as they are cited well and the results are communicated clearly. The research will only contribute to positive change and improve the conditions of multinational companies and organizations (MNCs). The thoughtful and reflective approach of the ones involved in this research has been valued and the findings and results of the research are impactful and meaningful if subjected to the topic of the research. This research has maximized the benefits and minimized the harms to the fullest as this research will add to the study of the subject of this research. The ethical principles have been properly followed in increasing the potential benefits to the subject of the study by contributing to the new knowledge of the field and enhancing and making a better understanding of the facts of the research subject. This qualitative research adheres to ethical principles and the methodologies used to enhance the quality of the research.
[bookmark: _Toc165457827]3.11 Summary 
This chapter concludes with all the methods used for conducting and carrying out the research involving the research design, philosophy, approach, data collection, data analysis methods, and ethical considerations. The qualitative research design is best suitable for the subject of the research and the interpretivism philosophies and inductive approach best comply with the research design and research methodology. Though there are many issues with this research design, this is the most suitable for this context and research area. Apart from this, the secondary method of data collection and the grounded theory data analysis method also comply with the overall research methodology. Moreover, the research has been conducted by obeying all the ethical considerations.


[bookmark: _Toc165457828]CHAPTER 4: FINDINGS/ RESULTS, ANALYSIS, AND DISCUSSION 
[bookmark: _Toc165457829]4.1 Summary / Presentation of Findings / Results
The main findings of the research subject are as follows.
In today’s world, it has become severely important for multinational companies (MNCs) all around the globe to include equality, diversity, and inclusion practices in their culture and management. This is because it is highly benefitting them with the new talents and there are more chances of the company being productive. When a diverse range of employees are treated equally and are included in the operations and functions of the MNCs, it keeps the employees motivated, and happy, and they also feel included by the multinational companies they are working in. With these practices of EDI inclusion in the MNCs, the employees or freshers are more willing to move to multinational companies for jobs because they get the opportunity to showcase their skills and talents. This is bringing positive outcomes for both, the multinational organizations and the employees seeking jobs or employment there. This profits the company as the diverse range of workforce can serve a diverse range of clients from all over the world and their needs are better addressed. These things and the inclusion of EDI into the working culture and management of multinational companies are taking the organizations to a whole new level and giving them competitive advantages over others (Lasserre, 2017). 
[image: Implementing the equality, diversity, and inclusion (EDI) agenda in multinational companies (MNCs).]
Figure 9. Implementing EDI in MNCs
Source: (ResearchGate, 2024)
This EDI inclusion is becoming more effective on the companies and employees day by day. Many studies and reports say that companies practicing and promoting EDI have a 2.6 times higher success rate at retaining their employees or workforce (EI, 2024). Some reports and studies also say that these diverse and inclusive teams are 35 % more productive for the company as well as for themselves as implementing innovation and decisions becomes easier when they are given a chance (EI, 2024). This effectiveness is not only based on the inclusion of demographics, but this EDI inclusion also includes and welcomes diverse ways of broad communication, problem-solving, thinking, decision-making, and cultural sensitivity.  When these things are welcomed by multinational companies, it fosters the empowerment of the working staff or employees promotes empathy, reciprocated respect for everyone, and a sense of belonging to the employees, as well as the companies, and this, makes a proper complete environment for the multinational companies (MNCs) as well as the employees. This harnesses and joins the strengths and perspectives of the employees and the company. The companies in return are getting higher revenues and more innovation. These are in turn also driving equal access, fair treatment, and more chances of job acceptance by skilled and deserving candidates. This enhances their performance and makes them feel valued in the multinational organization. The MNCs include equality, diversity, and inclusion practices in their working culture often work more effectively and outperform the other companies. 
But in implementing and including equality, diversity, and inclusion practices in the working culture and management, these MNCs have to face a lot of challenges. Managing the culture with this is not an easy task for any company nowadays, as it needs effective strategies for conflict resolution among the management and the employees of the company. Understanding the different languages, accents, and working ways of employees from all around the globe is not the cup of tea for everyone. The employees among themselves have to face the barriers in communication while understanding each other. Understanding and accepting the culture of different candidates from all over the globe becomes difficult as these create misunderstandings among people in multinational companies (Storti, 2022). It is becoming difficult for companies to operate their branches in different places by including diversity and inclusion practices. Giving equality to every person is so tough. Not only this but welcoming every idea and perspective of different people and making them fit into the management of the company is so difficult for the management of the company. The more these companies welcome the EDI into their culture and management, the more they have to tolerate the scenarios and problems of discrimination and tolerance. The EDI inclusion in multinational companies brings a lot of challenges that are important to be addressed by the management of the company before it becomes problematic for the company to deal with. The challenges come because handling the misinterpretation between the multicultural teams makes it very difficult to deal with professionalism.
To comply with and meet the challenges they face while fostering diversity, equality, and inclusion practices, multinational companies recognize and reward the different perspectives and ideas of their employees. In today’s time, multinational companies are leveraging the tools to measure the effectiveness of EDI inclusion in their culture and management. To leverage the challenges that the MNCs face in the EDI inclusion, the companies are gathering the feedback of the employees on whether they like this inclusion or not, what the problems they face while working in a diverse working culture, and what can be done to lessen the challenges and problems from their point of view.  The MNCs for leveraging the challenges are not only including EDI in their work cultures, but also they are incorporating and practicing EDI into their hiring practices and beyond (Ciuk, et al., 2023). The multinational companies as their best practices and strategies are fixing the inclusion problems before they recruit someone from a different background or culture. They are giving training and conducting sessions and programs for the employees on how to include employees from diverse backgrounds and how to treat them equally. Many multinational companies (MNCs) are making the different cells and accounting the leaders for the successful inclusion and implementation of the EDI goals (Alon, et al., 2020). EDI is being included in the MNCs by acknowledging the holidays of all cultures. Multinational companies are not only doing this, but they are also encouraging pay equity among all the employees and offering everyone equal growth opportunities.
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Analyzing the results of the research done on the assessment of the role and importance of equality, diversity, and inclusion practices in MNCs, it has been found that multinational companies are nowadays trying a lot to implement EDI programs or agenda into their working culture and management. Still, simultaneously they are also facing a lot of challenges and problems maintaining it. This is because it is not easy to maintain and keep a diverse team in one place and equally include them in everything. Multinational companies are now creating a division for maintaining the EDI properly in their work culture. The diversity in the culture of multinational companies is emerging with the relational approach of managing the EDI in the MNCs. Multinational companies in managing all these agendas and programs of diversity and equality inclusion practices face a lot of competition among themselves. Across international boundaries, the MNCs are trying to prove their successful integration of diversity and equality, and also the inclusion practices into their business procedures and processes (Edwards, et al., 2016). 
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Figure 10. Equality, Diversity, and Inclusion in international business
Source: (Springer Link, 2024)
[bookmark: _Toc165457831]4.2.1 Result Study 
Some of the multinational companies are not on a bigger scale, but they are including diversity and equality on a smaller scale also just to start the programs well and continue with that on a bigger scale in the future time. These small steps are also taken by the companies or MNCs as having the vision of diversity, equality, and inclusion practices have become a necessity in today’s time and to leverage the benefits of the diverse workforce. For this, the MNCs have to respond to the competition and the changing demographics of the candidates or the staff members. These all efforts from multinational companies (MNCs) support their abilities to develop the new services and products they deal in, and also the chance to enter new markets globally on the international level (Kotabe & Kothari, 2016). 
The companies are working on certain principles and shaping the core values of the company to embrace candidates with diverse backgrounds, different traits, and different ways of thinking. The MNCs as their best practices are committing to providing equal opportunities to every employee or candidate in the organization. With this, multinational companies are continuously growing in the international markets and becoming more diverse in their services and products as well as their business procedures and operations. These all things are done by multinational companies to achieve their goals. Whenever there are problems encountered in practicing the EDI in the culture and management of the MNCs, they are because of the lack of relevance of the policies in the different or multiple branches of the multinational companies (Burrit, et al., 2020). These multinational companies then follow a relational approach to managing equality, inclusion practices, and diversity in their work culture, management, and business procedures to address the issues and challenges associated with EDI management (Vincent, et al., 2024). Implementing the EDI agenda or program is focused on gender representation as the measure of inclusion practices and diversity. The MNCs are also using and including various dimensions like caste and ethnicity.  
From the analysis point of view of the results of this research, the addition of diversity, equality, and inclusion practices in multinational companies has become the focal point in the company's vision and code of conduct (Jonsen, et al., 2021). This provides the employees and management of the organization with the direction to integrate diversity, equality, and inclusion practices with a sense of purpose. As new emerging trends, the MNCs are including formal policies in their management to articulate their importance. Multinational companies are using the items to measure the vision of the company and the values of equality, diversity, and inclusion practices. These can be a commitment of the company to EDI, succeeding together with the values of respecting every member of the staff, the commitment of the company to value and give equal chances to employees from every background and including them in the business practices, and certain principles and policies to be followed against discrimination, harassment, or bullying based on caste, ethnicity, religion, or any other thing. These things in the MNCs are first practiced on the senior level or senior management and then come to the lower levels till the employees. These things enable the employees of the MNCs to realize their potential and their potential realization and working for themselves and the organization is driving both of them to sustainable growth and a conducive environment in the culture of the company. 
Many companies have to apply this agenda or program to the working culture and management of their businesses as they have to deal with international migrants from diverse cultural backgrounds. Not only this but in the inclusion practices or inclusion approach, the MNCs have to deal with the essential factors of multiculturalism. Multinational companies are now considering the EDI as a part of their policy and diverse cultural groups and cultures as the footprint of any nation and not the specific for the organizations (Hislop, et al., 2018). For this, the MNCs are taking several initiatives for the inclusion of EDI programs in several sections or departments of the organization like recruitment and promotion.
The overall results of the inclusion of equality, diversity, and inclusion practices into the working culture and management of the business practices of MNCs align with the goals of this EDI agenda or program. For this better alignment, HR management practices and strategies like employee promotion of the fair and objective assessment, support from the company for proper work-life balance, onboarding, and promotion of both genders and equal opportunities for the candidates or employees from every background are used or taken into consideration to support inclusion management and diversity.
[bookmark: _Toc165457832]4.2.2 Key Themes Answering the Research Questions 
Employee Engagement – Employee engagement happens when companies practice equality, diversity, and inclusion practices. The EDI practices along with employee engagement are very important for handling the management of the MNCs as with these, the employees feel valued by the organization they are working for and also they feel committed and motivated. This effective handling of the MNCs can lead them to better understand and serve the global markets.
Diverse Workplace – The EDI practices including the diverse workplace bring different ideas and perspectives to the company and this may result in better decision-making and enhanced performance. Maintaining EDI practices well can lessen conflicts and overcome the barriers of the workplace.
Discrimination – This is the biggest challenge faced by multinational companies while using equality, diversity, and inclusion practices. The discrimination can be done from any context and in any way and that may highly violate the EDI practices and management of the MNCs practicing it.
HRM best practices and Risk Management Practices – The HRM best practices and Risk Management are the best practices and structure changes that are implemented by multinational companies for introducing equality, diversity, and inclusion practices. As with HRM practices and risk management practices, the discrimination is eliminated at the hiring process only and it dwells the EDI practices.
[bookmark: _Toc165457833]4.3 Discussion of Results  
A diverse and inclusive workplace and workforce with equal opportunities makes good sense of business procedures and practices as the companies now believe in hiring the best people and making the strategies and best practices to retain them. The employees are made to feel welcome and succeed in getting new opportunities in their professional lives and increasing their skill set. This increased skill set and more opportunities make the employees work and perform well. Thereby, producing high-quality work. These things from the multinational company’s point of view are the important outcomes of EDI inclusion in the workplace or work culture. Because of the frequently changing economic conditions and opportunities of multinational businesses, organizations are doing a lot to achieve and maintain a healthy balance of people or employees from different and diverse backgrounds to gather and work in a business environment and culture. The companies including the EDI in their work practices and culture enjoy a lot of benefits like they build such a team that can thrive in crises, improving the relationship of the MNCs with the customers, drawing the attraction towards new talent and their retention, enhancement of the collaboration between the team and making them strong, and improving the productivity in the workplace. The MNCs enjoy these long- and short-term benefits by including the EDI programs. 
A diverse, equally treated, and included workforce when gathered removes economic uncertainty and simultaneously helps multinational companies to solve complex business problems and this in turn brings many new business opportunities for international companies and businesses (Rimita, 2019). As the customers of these MNCs are from diverse backgrounds, they need attendees also from different and diverse backgrounds to understand them and their needs. Equally treated employees from diverse backgrounds when included in the business operations and procedures get better positioned to serve customers with diverse needs and thus drive the business to a new level of success. An inclusive workplace builds a more productive and less stressful environment and this engages the employees to better respond to the varying needs of the customers rather than the non-inclusive workplace. Multinational companies and organizations embrace the principles for the implementation of equality, diversity, and inclusion practices in their working culture and business practices. This makes the culture and identity of the companies healthy as all the employees are given equal growth opportunities and are included in the business practices. 
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Figure 11. Nurturing Inclusion with equality and diversity in the workplace
Source: (Vantage Circle, 2024)
The inclusion of equality, diversity, and inclusion practices with people of different backgrounds, regardless of their casts and languages is very effective for the productivity of the multinational companies. This way the MNCs are creating a healthy variety of the people that are needed in regards to talent and skills. But still, some of the multinational companies are not able to maintain or get this healthy environment as they do not have a healthy balance of people from different backgrounds (Ghisellini, et al., 2016). This needs to be looked at by the MNCs as EDI inclusion has a huge impact on the businesses in many ways, may it be short-term or long-term. The working environments filled with different backgrounds, different experiences, and knowledge is creating an environment of greater creativity and innovation in the workplace, that is beneficial for both the employees and the businesses of the multinational companies.
The results and conclusion of the research are aligned and linked back to the deeper insights of the research objectives provided by the literature review. The results of this research effectively highlight the importance of EDI in multinational companies (MNCs). Not only this but the results and conclusion of this study and paper also assess the effectiveness of EDI inclusion in MNCs. The challenges that were identified in the literature review are aligned with the facts that the multinational organizations mention about the challenges that they face while implementing diversity, inclusion practices, and equality in their working culture and business practices. The strategies and structure for the successful implementation of EDI in the MNCs as studied in the literature review are far better as analyzed in the results. The organizations lack in implementing the best practices to implement the EDI in their culture and business practices (Fraser, et al., 2021). It has been seen that except for the fourth objective of this research, the results of those objectives are linked back to the literature. 
As per the fourth objective of this research paper, the literature review after a thorough study says that multinational organizations follow the best strategies, practices, or structures to successfully implement equality, inclusion practices, and diversity. But the results were oppositely found that many multinational companies despite using the best strategies and practices, are failing to successfully implement the EDI in the working culture and management, and the business practices too. Handling diversity, inclusion practices, and equality in the working culture is still typical for many multinational companies. Multinational companies fail to implement EDI programs into their culture and management because the MNCs lack their commitment to the program. From start to finish, the implementation of diversity, inclusion practices, and equality should be committed, and a plan for their successful implementation should be created. However, the MNCs fail to establish their specific indicators of EDI success in their team and culture (Rahman, 2018). Though there is a change in the unconscious bias, this does not lead to any change in the discrimination. This progress in EDI inclusion in most of the sectors of multinational companies remains tepid. It has been seen that these multinational companies are not efficiently and accurately able to implement EDI in their culture. Because of this, they need guidance to foster the same.


[bookmark: _Toc165457834]CHAPTER 5: CONCLUSION AND RECOMMENDATIONS 
[bookmark: _Toc165457835]5.1 Summary of Main Findings 
Multinational companies all around the world find it important to incorporate and inculcate equality, diversity, and inclusion practices for their positive work culture and management. This inclusion is considered as important for the culture of the MNCs as this benefits them with productivity and new talents from all over the world. To successfully inculcate the EDI, multinational companies need to know more about it like the best practices and strategies to implement it. It is the need for MNCs to know how to mitigate the potential problems that can arise with EDI inclusions. This will give the MNCs a competitive advantage and a new level of success, bringing positive outcomes for the companies and employees. With this, the rate of productivity is increased as well as the success rate is also taken to new levels. The equality, diversity, and inclusion practices are not only applicable to the employees but these should also be inculcated in the context of communication, decision-making, and many broader areas of work in multinational companies (Guirdham & Guirdham, 2017). This empowers the employees and the staff working in the MNCs. 
It was found that many multinational companies find it difficult to properly implement and inculcate EDI into their culture and management. There were many unfavorable perceptions about the EDI inclusions in the working culture of the MNCs. A lack of cooperation was seen in the inclusion of equality, diversity, and inclusion practices. Attaining the goals and objectives with this is difficult for such big organizations. The findings of the study with the literature mind map are somewhat congruent and somewhere incongruous also. Congruency with that is defined easily, like, though EDI inclusion is important and effective for multinational companies. Likewise, incongruency is defined in such a way that EDI inclusion has many challenges, and implementing the best practices for its inclusion in multinational companies is not so easy to follow. For example, the diverse groups (a result of equality, diversity, and inclusion practices) in multinational companies, generally do not result positively or with positive outcomes, as this EDI inclusion increases the rate of conflicts between the employees or staff. Diversity can lead to different work groups competing with each other in the name of equality for the same work (Sharma, 2016). This can result in lesser productivity and work being done less effectively. The main findings of this research clear the doubt that some things are similar to the literature but some things are dissimilar when everything is seen in real. But in all, there are varying perceptions of different multinational companies all around the world regarding the addition of equality, diversity, and inclusion practices in the culture and management of the MNCs. For some multinational companies, the addition of EDI is taken as an opportunity for improvements, but in some of the MNCs, it is taken as a challenge to be faced and included compulsorily in their working culture. But these all can be included effectively and accurately by the human resource management and their strategies.
[bookmark: _Toc165457836]5.2 Conclusion Based on Research Questions 
The first research question talks about the importance of equality, diversity, and inclusion practices for the effective management and handling of multinational companies. The results and conclusion state that these are not only important and are moral imperative for any multinational company, but they can be taken as a strategic advantage for the companies working on a global level. The management of multinational companies is made better with the inclusion of EDI as with this, new trade services are created and this enables internal efficiencies (Setyowati, et al., 2021). With EDI being so important nowadays, it has been seen that this improves the productivity and efficiency of business documents as well. After looking at many studies, it has been concluded, that the importance of EDI is that it helps and enables multinational businesses to process the orders of customers accurately and quickly. The addition of diversity, equality, and inclusion practices in multinational companies enhances the performance and effectiveness of the employees and staff working there. It is as such that a sense of belonging is created among the employees when the multinational companies practice equality and inclusion practices in their working culture and management. The diversity practices or the new talents from diverse backgrounds when welcomed by the multinational companies, make them connected and productive for themselves as well as the company. With the EDI, teamwork is made more successful. This teamwork in turn keeps the employees or staff happy and motivated. Therefore, these things create a positive employee experience and the work environment of the multinational companies becomes psychologically safe for the employees and staff working there.
As a result of the addition of equality, diversity, and inclusion practices by multinational companies, the employees and the staff face barriers of language in communicating with each other. As the employees come from diverse backgrounds, they have to face many areas of conflict because every person has different beliefs and views in the same context (Canda, et al., 2019). People or employees are offended when their beliefs and values are not considered for some or the other things. As a result of not being able to communicate their beliefs and deal with the areas of conflict, the management and other employees face problems in business meetings. These problems and challenges in the business meetings lower the productivity and efficiency of the business processes. With this, the innovation of the multinational companies and their businesses gets to the lower levels on the graph of productivity and success. As a part of the best strategies and structure changes for the implementation of equality diversity, and inclusion practices, multinational companies are increasing the pressure and motivation for their addition. These are supported by the remuneration and promotion policies for the addition of EDI practices. With the best practices for the addition of diversity, inclusion practices, and equality, the benefits of these multinational companies are well-documented for them. 
[bookmark: _Toc165457837]5.3 Recommendation (Practical & Theoretical)
Theoretical 
Multinational companies are working on a bigger scale on a global level. So, it is a need for them to provide training to their entire workforce that will focus on treating their colleagues equally and including them in every task and business practice of their level. Multinational companies can foster and encourage communication channels for employees so that they can effectively and accurately share their thoughts and learn throughout the business operations and organizations. Multinational companies after adding and successfully implementing the EDI into their business practices and procedures, can develop assessment tools so that they can measure the accuracy and efficiency of these added practices in their business procedures.
From the perspectives of many employees, the meaning of EDI addition is different according to their thinking. To remove this confusion, multinational companies should create a shared understanding of what is meant by that company if they are talking about equality, diversity, and inclusion, as these can vary according to the business and companies of different industries. Everything in this context should be well managed and provided with centralized monitoring and support. For this, the senior business leaders should be engaged and held accountable.
All the employees in the workforce of the multinational company should be treated fairly as this is a crucial prerequisite for them to feel valuable and accepted by the company (Massoudi & Hamdi, 2017). Unfair salaries and benefit packages for the same posts, or people from different backgrounds should not be practiced as this will create an unhealthy culture for the workplace. Everyone or the employees working for the same designations should be offered equal growth opportunities and career advancement opportunities as this will attract new talents and retain the already existing innovative talents within the company. This should be carefully thought of by the employers. In making their workplaces diverse and inclusive, multinational organizations must not forget to support innovation and creativity. With these, it will be beneficial and easy for the multinational company to build and maintain diversity in the workplace. The workforce should be educated regarding this inclusion so that they can know the benefits, best practices, and strategies to support those initiatives of the addition of EDI. With the upper-level management, every employee on the different lower floors should know of it and they must know what EDI is meant by their company.
With diversity and equality, flexibility should also be supported in the business culture of the MNCs. This flexibility can serve as one of the best ways or policies to attract candidates from diverse backgrounds. The work schedule can be made flexible and work/life balance should be encouraged with it. This can also help retain diverse employees. With this addition of the EDI in the multinational workplace, the recruitment process can also be restructured (Kamasak, et al., 2023). With this, the traits, motivations, and skills of the candidates can be measured, and their valid and reliable personality assessments can be done to make the workplace filled with diverse talents and offer them equal opportunities.
Practical
Fostering a culture in the company where every voice is respected, heard, and welcomed can easily help multinational organizations value, appreciate, and retain employees with their authentic selves and personal uniqueness. A sense of connection for the employees with themselves and also with their upper-level management or senior management can foster this culture (Stewart, et al., 2017). Favorites should not be played, and instead, basic courtesy should be practiced, which in a broad range will pay special attention to the ways that can embrace such policies that prohibit discriminatory policies and practices. Such an environment should be created for the employees so that they feel safe and included to voice their opinions without having the distress of victimization. With this practice, diverse viewpoints can be embraced. This can be done by multinational companies by investing in platforms that will incorporate and involve workforce communications. 
In practice, multinational companies should positively and mandatorily practice gender pay equity which has become a big point of concentration worldwide. This gender pay gap should be fulfilled and bridged by the MNCs. Apart from this, in the context of equality, multinational companies should offer a proper and appropriate number of paternity leaves in comparison to maternity leaves. In a different base for the same context, the bias in the promotion opportunities and processes should be eliminated for the best results of the addition of equality, inclusion practices, and diversity. The hiring process in multinational companies working on a bigger level should be made free from unfair bias and unconscious racism, sexism, and, also ageism (de Paula Couto & Rothermund, 2019). To implement this, the job descriptions can be rewritten and made gender-neutral. Demographic characteristics should not be seen when reviewing the resume. 
The MNCs for the successful integration and addition of the EDI principles, can build a multigenerational workforce. This can be done to get the best results from this addition to the working culture and business procedures. Building a multigenerational workforce with millennials and young people will make it easy for multinational companies to accommodate multiple generations in one place to foster equal, diverse, and inclusive staff. This will in turn also foster diverse thinking and will get more culturally diverse ways to carry the business practices and procedures. For welcoming diversity and equality, inclusivity must be accounted for. The EDI can be integrated and added into the business practices of multinational companies if they acknowledge and honor multiple cultural practices equally and include everything, they should concern it (Liddy, et al., 2023). 
[bookmark: _Toc165457838]5.4 Limitations of Research
The research has been conducted thoroughly but it is still needed to cover the broader sense of equality, diversity, and inclusion practices. It has needed to be covered which industry or group of multinational companies are supporting the EDI integration and addition and which of the MNCs or companies from which background are not supporting the integration and addition of the EDI practices. The more that is covered are the positive aspects of the equality diversity, and inclusion practices, but on a lesser note, their negative aspects are covered. The challenges faced by the leaders and managers of multinational companies have been covered in detail for the multinational companies. But there are very few or no ways to overcome those challenges effectively has been covered in the research paper. The literature or the literature mind map that has been reviewed and acknowledged needs more facts to be included in it. More and more advantages of the addition and integration of equality, diversity, and inclusion practices have been covered in the research paper or dissertation but disadvantages in implementing them are merely covered. It has not been addressed or covered in the study under the facts that training this EDI integration and addition may not have as much positive impact on the employees and working culture, management, and business practices of the multinational companies.
For the explanation purpose of the integration and addition of diversity, inclusion practices, and equality, there is a lack of models for explaining them. This limitation of the understanding and explanation of the subject of the research study makes the concepts less understood which should be addressed in the future. There is a need for the research study to inculcate, highlight, and shed light on managing EDI inclusion. The ways were to be highlighted in the report to reduce the bias in the multinational companies regarding the job positions or hiring tests. The bias done in the appraisals and performance ratings should have also been viewed from the side of EDI integration practices as these are the major things that matter to the candidates or employees in the MNCs.
[bookmark: _Toc165457839]5.5 Recommendations for Future Work
In the future, the research study or the dissertation can be elaborated using a framework that can be related to the dimensions of diversity, like, gender, age, disability, ethnicity, ableness, LGBT+ inclusion, and neurodiversity. Future work can be associated with innovation, talent recruitment, and performance and productivity, by still being allied and linked with the diversity, equality, and inclusion practices in multinational companies. The research in the future can be focused on social psychology. The broader view of the EDI integration can be covered which will address the issue of refugees and migration, like how they feel about the EDI and whether it is being covered for them or not. It has to be seen from the view of multinational companies also what they feel about the refugees and migrants in their company and how they specify the EDI integration for them. The future work can not be limited to EDI as just primarily limited to human resource management for integration. Every puzzle that is associated with the EDI integration and addition should be addressed in future work. This will in turn benefit both, the employers and the employees. The employers will get to know how to deal with the problems that are associated with EDI. The employees on the other hand will get to know about their rights about the diversity, inclusion practices, and equality in the multinational companies.
Another point that has to be covered in future research or work is how multinational companies build the economy of belonging at the global level for globalization with the EDI integration into their practices. The effects of EDI integration and inclusion in multinational companies on the different levels of employees are to be highlighted in the future so that multinational companies can know how and why EDI matters to employees at different floors or levels of global and international organizations. Another thing that can be taken into consideration in the future is how multi-level EDI creates pressure on multinational organizations and how they do or they should reduce the tensions related to this. Future work or future study can focus on developing a link between LGBT inclusion and the economic development of multinational organizations so that in the future, the multinational companies that are not integrating EDI into their work practices should start doing so. The ways in the future are to be highlighted how these inclusion practices, equality, diversity, and economic development bring about positive outcomes for the multinational organizations as well as the employees. 
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