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1.0 [bookmark: _Toc190901095]Introduction 
Bush (2023) states, everyone should feel equally included and supported in all aspects of the workplace, regardless of their identity or role within the company. This is what is meant by a diverse and inclusive workplace. The phrase "all areas" is crucial.
According to Mattina (2025), The work, policies, and practices of an organisation to guarantee that individuals or groups from diverse backgrounds are socially and culturally welcomed and incorporated into the workplace is known as diversity and inclusion. A company that prioritizes diversity and inclusion will have a workforce that is as diverse as the society it serves. Diversity includes distinctions in sexual orientation, religion, class, gender identity, race, culture, and political views.  It entails assembling a team of people with a range of backgrounds and viewpoints in the workplace. Making sure that all members of the varied workforce feel included, appreciated, respected, treated equally, and integrated into the company culture is known as inclusion. It entails empowering staff members and appreciating their special abilities to promote an inclusive workplace. 
This research will examine Sodexo's diversity and inclusivity policies in detail, with an emphasis on how the business fosters an inclusive and diverse workplace. Sodexo is a food company which will be used as a case study for this report.
[bookmark: _Int_EBFvOPbI]By looking at particular programs, policies, and results, it will determine how effective these initiatives are and how they affect numerous aspects of organizational performance, including team satisfaction, output, and success in general. REF Furthermore, based on best practices and lessons gained from Sodexo's experiences, the report will offer suggestions for additional enhancements. As a guide for other businesses looking to improve their diversity and inclusivity practices, these suggestions will be customized to support Sodexo's ongoing efforts.



2.0 [bookmark: _Toc190901096]Main Findings
2.1 [bookmark: _Toc190901097]Case Study Selection
Back round
Sodexo was created by Pierre Bellon in 1966 under the name Sodexho providing food services to institutions, businesses, schools and hospitals. In the same year they secured their first significant contract with the French Research Insitute for Atomic Energy also known as the CEA. 59 years on and they are continuing to provide food services for the CEA in Pierrelatte. In 1967 they entered into the multi service market gaining access to the remote site management business. By 1971 they successfully entered the education market and began serving school meals. In the 1970’s they started to take over international markets, they introduced service vouchers in Belgium and secured their first contracts in Italy and Spain, while expanding to the Middle East and Africa. By establishing operations in North and South America, Japan, and South Africa, as well as strengthening their foothold in Continental Europe, they gained notoriety as a rapidly expanding group in the 1980s. Sodexo supplied food services for the 1988 Calgary Olympics for the athletes, staff and media. It was the start of an important partnership between Sodexo and the Olympics who went on to supply meals in the Barcelona, London, Tokyo and the Paris Olympics and Paralympics. Sodexo went public on the Paris Stock Exchange in 1983. The business kept expanding through mergers and acquisitions and after purchasing Gardner Merchant and Partena in 1995, it became the biggest food firm in the world. Following its merger with Marriott International, Sodexo also rose to the top of the corporate services market in the US. by 
 
2.2 [bookmark: _Toc190901098]Analysis of Diversity and Inclusivity Practices 
Sodexo’s goal is to reflect the communities they serve and be an inclusive force. Sodexo’s approach is based on the idea that everyone can support inclusion in their daily lives in ways that benefit coworkers, clients, customers, and communities (Sodexo, 2024).
With Platinum accreditation in the EDI Maturity Curve, Sodexo have been acknowledged as the top-scoring company in the travel, leisure, and hospitality sectors.
To celebrate Black culture and cuisine during Black History Month Sodexo UK & Ireland has successfully completed their first FOBO (Food of Black Origin) competition (Sodexo, 2024). Sodexo have been awarded the Platinum accreditation for their efforts within the hospitality, travel and leisure industry by the inclusion in EDI Maturity Curve (Sodexo, 2024). The assessment was carried out by the centre for Diversity Policy Research and Practice at Oxford Brookes Business School, although this research could not be found (Oxford Brookes University, 2025).
Sodexo is well known for integrating diversity into their business operations and corporate culture. Sodexo views inclusivity and diversity as essential components of company culture. They focus attention on creating an environment where employees can bring their whole selves to work with equal opportunities. They do this by concentrating on four Belonging and Inclusion (B&I), promoting gender equality, elevating inclusion, disability inclusion, advocating for all sexual orientations and gender identities and generational contributions to the workplace (Sodexo, 2025). By incorporating these areas into their decision-making process guarantees inclusivity for all (Sodexo, 2022).
Sodexo adopted the beneficiary of reciprocal mentoring (reverse mentoring) it’s when a senior leader will provide insight, guidance and perspective to a talented individual at a critical stage of her career. Hopefully, if the mentoring relationship goes well, it may result also in the mentee gaining an influential new sponsor, something that is hugely important for career progression, particularly at senior levels. During a 12-month initiative, members of the company's then-European executive committee (Excom) were partnered with a gifted woman from a different department who was seen as a potential leader in their talent pipeline. The only woman on the Excom at the time was matched with a female "mentoring partner" who came from a different country culture and had a very different business background than she had. The senior participants learned a lot to support their individual and group talent management efforts through a well-planned and supported program, and they provided feedback regarding the experience's advantages for the organization as well as for them as senior leaders. (Brook & Graham, 2013).
Sodexo conducted a five-year unique study of 70 organizations in various functions representing 50,000 managers globally. Stating that compared to other teams, more gender balanced teams saw a considerable rise in operating margins. Already at the forefront of diversity and inclusion, Sodexo is pioneering gender parity. Women now make up half of their board. Currently, women hold 32% of senior leadership roles worldwide, a 6% rise since 2013. At 46%, middle management and site management roles are evenly distributed. Currently, gender-balanced management employs 59% of the workforce (Sodexo. 2018). Sodexo’s goal is to have a global gender balance by 2025 Sodexo want 40% of their leaders to be woman, believing that gender balanced teams work better together. In 2009 they set up a global advisory board consisting of 41 members from 20 nationalities, to direct and spearhead the company's gender equality plan, to add powerful people to the board who can successfully promote its activities in their area, impact local leadership, and initiate cascade actions and to increase the visibility of high-potential women throughout the international organization, as this has previously been demonstrated to be crucial in their advancement. for their gender equality strategy SoTogether. Sodexo has twenty-three SoTogether groups across forty-six countries and is a huge influence for Sodexo’s inclusive culture. In the 57 nations where Sodexo conduct company operations, they abide by the UN Woman’s Empowerment Principles promoting gender equality in the workplace and community (Sodexo, 2025).
According to (Ramesh. 2014) Sodexo are facing damaging allegations of racism in its defence sector, which began when a worker was assaulted by her director who referred to it as “punch a black week”. One black employee at the military department's Colchester headquarters stated that she was informed that some of the personnel department's rooms and corridors were for "whites only" and were therefore off-limits. She claims that executives brushed this off as "banter". Many more employees have come forward with claims of racism and sexism, since these incident Claims have been made against the company's extremely profitable defence segment that its personnel department, which is responsible for monitoring employee behaviour, has "ethnically cleansed" non-white employees on a systematic basis. The claims, which accuse senior managers, including Rachel James, the personnel director for the defense business, of racism and sexism, have been communicated to Sodexo's UK chief executive, Debbie White, and Michel Landel, the global chief executive located in Paris. In 2005, Sodexo was compelled to pay $80 million (£47.2 million) to resolve a lawsuit filed by hundreds of black American workers who claimed that the business regularly denied them promotions and separated them.
London underground catering staff went on strike in protest of their colleague and union representative Petrit Mihaj’s mistreatment and termination, Mihaj served as a lead representative in building union, on the LUL Sodexo catering contract and played a key role in obtaining union and the registration process, providing effective representation and protecting members from discrimination, harassment, bullying and victimization in employment tribunals and disciplinary procedures. Despite a unanimous ruling by an employment tribunal that Petrit's termination was entirely unjust and that his trade union activities were the reason for his termination, the corporation is not required to return him to his prior position due to the UK's well-known anti-union statutes (RMT London Calling. 2014). 
In 2020 A notice of disagreement demanding an end to racial discrimination had been filed to Sodexo by University of Greenwich security officers. The primarily Black officers voiced a number of concerns Intimidation and Victimization: There had been instances of intimidation and victimization, including threats of termination and limitations on free speech. They requested hazard pay, which had been given to White British porters but not to Black security officers. Disciplinary Action: Kingsley Osadolor, a security guard, is being disciplined for enforcing mask-wearing regulations, which has made other officers feel intimidated. Equal treatment and a stop to discriminatory behaviour's at the institution are demands made by the officers (IWGB. 2020).


[bookmark: _Int_43C6vrDG]Other companies such as Johnson & Johnson have also aimed to have 50% of their management run by woman by 2025, they are also targeting to get 35% of their management positions in America to have racial diversity. Johnson and Johnson are one of just two businesses to have spent the last 28 years on the Working Mother 100 Best list (Deady, 2020). At Mastercard Women make $1 for every $1 earned by men as of 2021, while individuals of colour make the same amount. In order to represent various populations and their supporters, they have formed nine Business Resource Groups (BRGs) with 130 chapters across 47 countries, and 81% of final candidate interviews are conducted with women. Additionally, Mastercard provides useful perks to its employees, such as support in surrogacy and coverage for sex reassignment surgery. Additionally, they fund a variety of diversity programs, such as Girls4Tech, a STEM curriculum for girls ages 8 to 12 (Deady, 2020).
At Accenture a leading consultancy firm their progress in gender equality is monitored by the Bloomberg Gender-Equality Index. To maintain accountability and openness, they have established quantifiable goals and openly communicate their progress (King, 2024).
Even though Sodexo has made impressive steps in diversity and inclusion there are still many areas where they could adopt ideas from other organizations. For example they could consider Mastercard's approach to surrogacy support and coverage for sex reassignment surgery as this could have a positive impact on their employee's mental health and wellbeing.



2.3 [bookmark: _Toc190901099]Impact on Organisational Performance 
Diversity and inclusivity are beneficial to employers and employees a study conducted by (Whiting. 2021). shows that Businesses with a diversified senior leadership team typically have superior financial results. Different viewpoints lead to better decision-making and more creative solutions, which can improve overall company performance. The study goes on to say that employee behaviour tends to be better in inclusive settings. Workplace morale can be raised, and prejudice can be lessened when employees feel appreciated and respected in diverse settings. A study by (Krithi & Pai, 2021) offers a theoretical viewpoint on how to manage important diversity and create diverse companies. They go on to say that diversity in the workplace increase an organization’s knowledge and perspectives which results in more creative ideas and improved decision making. Employers gain from diverse and inclusive workplaces because the boost worker productivity, encourage innovation and increase organizational competitiveness. The study emphasizes how variety can boost flexibility, profitability and the capacity to adjust to shifting market conditions.
(Kasih & Ruslaini. 2024) research looks on how diversity and inclusion programs affect an organization’s performance over time, their findings show that diversity initiatives and innovation indicators are strongly linked to organizations that place a high priority on diversity in highering, training and leadership development are more likely to be innovative, as shown by rise in patent applications, the introduction of new products and innovative solutions in business concerns. The report emphasizes how crucial organizational culture and leadership support are to the success of D&I programs. Employee engagement, contentment, and performance are often greater in companies with strong leadership commitment to diversity and an inclusive culture. This is consistent with earlier research emphasizing how important leadership is in fostering diversity and establishing a welcoming workplace. The findings show that there is a complicated relationship between organizational success and D&I activities. While some businesses experience increases in financial results, employee satisfaction, productivity, and creativity, others struggle to successfully integrate these efforts.
According to (Stahl. 2023) Nearly half (49%) of job seekers report experiencing prejudice throughout the hiring process, and 55% report ongoing discrimination after starting a job. DEI activities provide an equal threat to employers. While 43% of businesses claim they are unable to discover diverse applicants, more than half of firms turn toward hiring efforts to satisfy DEI goals. 36% of employers said that managing the idea that diversity implies different things to different people is one of the difficulties. 

Workers are similarly appalled by DEI policies. Some people believe that during the hiring process, diversity was just a catchphrase. Others believe that they are being promoted unfairly using company resources in order to maintain appearances.
In a report by (Fanshawe & Gosling. No date) diversity and inclusion are frequently viewed as being separate from other activities and structures and becomes estranged from company goals. Effectiveness is further compromised by inadequate data usage and unskilled practitioners, and approaches to EDI are frequently influenced by the loudest voices rather than those with the greatest needs. While focusing on a small number of identifying categories without taking into account the needs and rights of every individual might put organizations at risk for legal action, performative EDI practices can divert organizations from making real progress. Goals and quotas frequently backfire, diversity is not given the full consideration it deserves, and the issues EDI aims to address are not resolved.






[bookmark: _Toc190901100]
3.0 Conclusion
In conclusion There have been several noteworthy successes and difficulties along Sodexo's path to creating a diverse and inclusive workplace. The company's numerous programs, including the FOBO competition, reciprocal mentorship, and the SoTogether gender equality strategy, demonstrate its dedication to diversity and inclusion. Sodexo has received recognition for these efforts, including Platinum accreditation in the EDI Maturity Curve. But Sodexo has also been the target of severe accusations of racism and prejudice, which has brought attention to areas that require reform. Union conflicts, allegations of unfair treatment at the University of Greenwich, and instances of racial discrimination in the military industry highlight the necessity of ongoing attention to detail and aggressive steps to guarantee an inclusive workplace for all staff members. Comparative methods from other businesses, like Accenture, Mastercard, and Johnson & Johnson, offer insightful information on potential tactics Sodexo might use. These include open discussion of diversity objectives, coverage for sex reassignment surgery, and support for surrogacy. It is widely recognized that diversity and inclusion improve organizational effectiveness. Research indicates that diverse leadership teams produce better financial outcomes, more creativity, and better decision-making. To prevent performative measures that ignore underlying problems, DEI techniques must be properly implemented and incorporated into the business's core operations. Even though Sodexo has made great progress in advancing inclusion and diversity, more can be done. Sodexo may continue to improve workplace culture and fulfil its mission of representing the communities it serves by taking note of other company's experiences and addressing the issues raised.
[bookmark: _Toc190901101]4.0 Recommendations
· 
Sodexo need to work on their racism and prejudice. which has brought attention to areas that require reform.
· Union conflicts, allegations of unfair treatment
· racial discrimination in the military industry.
· open discussion of diversity objectives,
· coverage for sex reassignment surgery, and support for surrogacy.
· DEI techniques must be properly implemented and incorporated into the business's core operations.
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