



Abstract 
Workplace diversity and inclusion have become increasingly important as organisations seek to create more inclusive and productive working environments. This research proposal explores how diversity and inclusion influence organisational performance by reviewing existing academic literature and secondary data from international organisations and industry reports. Using a qualitative secondary research approach, the study examines the opportunities, challenges, and factors that contribute to successful diversity and inclusion practices. The research aims to provide a better understanding of how organisations can create inclusive workplaces while improving organisational performance and supporting long-term sustainability.
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1. Introduction
 1.1 Background of the Study:
In today's global business environment, workplace diversity and inclusion (D&I) have become increasingly important to organisational success. As workforces continue to diversify due to globalisation, demographic changes, and evolving social expectations, organisations are under increasing pressure to create workplaces where employees from diverse backgrounds feel valued and included. Consequently, diversity and inclusion are no longer viewed solely as legal or ethical responsibilities but as strategic priorities that can enhance innovation, employee engagement, organisational effectiveness, and long-term business performance (Nair and Vohra, 2015).
The increasing importance of diversity and inclusion is reflected in recent global workforce statistics. The World Economic Forum (2024) reports that only 68.5% of the global gender gap has been closed, leaving significant inequalities across economic participation, education, health, and political representation. At the current pace, full gender equality is not expected to be achieved for approximately 134 years. These findings demonstrate that despite considerable organisational investment in diversity initiatives, inequalities persist across workplaces worldwide. Although progress has been made since the Global Gender Gap Index was introduced in 2006, the pace of change remains relatively slow.
            
Figure 1.Global gender Gap trend 2006-2025
Workplace diversity and inclusion encompass a wide range of individual characteristics and experiences. Diversity refers to the differences that exist between employees, including gender, age, ethnicity, religion, disability, sexual orientation, educational background, and cultural perspectives. Inclusion extends beyond representation by creating an environment where employees feel respected, valued, and able to participate fully in organisational life (Grissom, 2018). While organisations have become more successful in recruiting diverse workforces, Nair and Vohra (2015) argue that diversity alone is unlikely to deliver organisational benefits unless it is accompanied by genuine inclusion.
The concept of workplace diversity first gained significant attention during the 1980s as organisations responded to increasingly diverse labour markets. Initially, diversity was mainly associated with race, ethnicity, and gender. However, as organisations became more global and culturally diverse, the concept expanded to include differences in education, language, values, experiences, and cultural backgrounds (Hays-Thomas, 2016). This broader understanding reflects the changing nature of today's workforce and highlights the need for organisations to manage diversity more effectively.
Early diversity initiatives primarily focused on improving the representation of women and minority groups through recruitment. Although these initiatives increased workforce diversity, many employees from underrepresented groups continued to face barriers to career progression, leadership opportunities, and workplace inclusion (Hays-Thomas, 2016). As a result, organisational attention gradually shifted from simply increasing representation towards creating inclusive workplace cultures where employees feel a genuine sense of belonging and have equal opportunities to develop and succeed.
1.2 Problem Statement:
Inclusion is now widely recognised as a fundamental aspect of effective diversity management. While recruiting employees from different backgrounds can improve workforce representation, it does not necessarily create an inclusive working environment. Collins (1986) argues that employees who experience exclusion or marginalisation are more likely to report lower job satisfaction and are less likely to remain with an organisation. These issues can ultimately affect employee wellbeing, productivity, and overall organisational performance.
Despite considerable investment in diversity and inclusion initiatives, many organisations continue to struggle with translating policies into meaningful workplace practices. Challenges such as unconscious bias, discrimination, unequal access to career opportunities, and the underrepresentation of diverse groups in leadership positions remain common across many industries. Although existing research generally supports a positive relationship between diversity, inclusion, and organisational performance, there is still uncertainty regarding the conditions that enable these initiatives to produce sustainable organisational outcomes. This highlights the need for further research into how organisations can move beyond policy development and create genuinely inclusive workplaces.
1.3 Research Aim, Objectives, and Questions

1.3.1. Aim:
This research aims to investigate the impact of workplace diversity and inclusion on organisational performance through the review of academic literature and secondary data obtained from international organisations and industry reports.
1.3.2. Objectives:
1.  To examine the opportunities and challenges associated with workplace diversity and inclusion practices.
2. To develop a deeper understanding of how organisations can foster inclusive workplace environments.
3. To explore the relationship between workplace diversity, inclusion, and organisational performance.
4. To examine the role of diversity and inclusion in supporting long-term organisational sustainability.
1.3.3. Research Questions:
1. What is workplace diversity and inclusion, and why is it important in current organisations?
2. What opportunities and challenges are associated with implementing diversity and inclusion initiatives in the workplace?
3. To what extent do workplace diversity and inclusion practices contribute to organisational performance?
4. What factors influence the effectiveness of diversity and inclusion initiatives in improving organisational outcomes?
1.4 Research Proposal
While organisations have invested considerable resources in promoting workplace diversity and inclusion, creating genuinely inclusive working environments remains a significant challenge. As Bakre, Seow, and Vakhariya (2024) note, barriers such as unconscious bias, unequal opportunities, and inconsistent organisational practices continue to influence employee experiences and organisational effectiveness. This research then investigates the relationship between workplace diversity, inclusion, and organisational performance from a global perspective. By examining existing literature and secondary evidence, the study aims to identify the factors that contribute to successful implementation and provide insights that may support organisations in developing more inclusive workplaces while improving long-term organisational performance.
1.5 Thesis Structure

Kumar (2018) describes a thesis structure as the organised framework that guides readers through each stage of a research project. Following this approach, the proposal is organised into five chapters. Chapter One introduces the research topic, outlines the problem, and presents the research aim, objectives, and questions. Chapter Two reviews the existing literature, examines relevant theories, and identifies gaps in current knowledge. Chapter Three explains the research methodology, including the research design, data collection methods, and analytical approach. Chapters Four and Five present the proposed analysis, discussion, and conclusion, together with the practical relevance of the research.
Figure 2.Thesis Framework
2. Literature Review

2.1 Introduction

This chapter reviews the existing literature on workplace diversity and inclusion and examines its relationship with organisational performance. It explores the key concepts of diversity and inclusion, relevant theoretical perspectives, the benefits and challenges identified in previous research, and the gaps that justify further investigation.
2.2 Understanding Workplace Diversity and Inclusion
Workplace diversity and inclusion have become increasingly important as organisations respond to globalisation, changing workforce demographics, and evolving employee expectations. Diversity refers to the differences that exist between employees, while inclusion focuses on creating an environment where individuals feel respected, valued, and able to contribute fully (Shore et al., 2011). Although these concepts are closely connected, the literature suggests that they should not be viewed as interchangeable.
Earlier studies argue that workforce diversity can strengthen organisational performance by encouraging creativity, innovation, and more effective decision-making (Cox and Blake, 1991; Richard, 2000). Similarly, Hunt et al. (2018) found that organisations with more diverse workforces often achieve stronger business performance. However, these studies also imply that diversity alone is unlikely to deliver positive outcomes. Roberson (2006) and Shore et al. (2011) emphasise that the benefits of diversity depend largely on whether employees feel included and able to participate equally within the organisation.
More recent research continues to support this perspective. Saha et al. (2024), Okatta and Ajayi (2024), Leuhery et al. (2025), and Chukwu, Ugbaja, and Okafor (2025) suggest that organisations with effective diversity and inclusion practices are more likely to improve organisational performance, employee satisfaction, and overall effectiveness. Still, positive outcomes are not always guaranteed. Challenges such as unconscious bias, discrimination, and communication barriers remain significant obstacles that can reduce the effectiveness of diversity initiatives (Mor Barak, 2017; Nishii, 2013). This suggests that successful diversity management depends not only on workforce representation but also on the creation of an inclusive organisational culture.
2.3 Theoretical Framework 
This study is informed by Social Identity Theory and the Resource-Based View (RBV), which together provide a useful framework for understanding how workplace diversity and inclusion influence organisational performance.
Social Identity Theory, developed by Tajfel and Turner (1979), proposes that individuals naturally identify with particular social groups based on characteristics such as gender, ethnicity, age, and culture. These group identities can influence workplace relationships and may contribute to experiences of inclusion or exclusion. As a result, the theory helps explain why organisations may experience challenges in creating inclusive workplace environments despite having diverse workforces.
The Resource-Based View, introduced by Barney (1991), takes a different perspective by suggesting that organisations gain competitive advantage through valuable and distinctive internal resources. From this viewpoint, workforce diversity represents a strategic resource because employees bring different skills, knowledge, and experiences that can encourage innovation and improve organisational performance. This perspective is supported by recent research, which suggests that organisations with effective diversity and inclusion practices are better positioned to achieve positive organisational outcomes (Saha et al., 2024; Al-Daoud et al., 2025).
Together, these theories complement one another by explaining both the social challenges associated with workplace diversity and the strategic value that inclusive organisations can achieve through effective management of a diverse workforce.

2.4. Benefits and Challenges
The literature consistently suggests that workplace diversity and inclusion can contribute positively to organisational success when implemented effectively. Inclusive workplaces are more likely to encourage employee engagement, collaboration, and knowledge sharing, enabling organisations to make better use of diverse perspectives. Roberson (2019) argues that inclusion strengthens employees' sense of belonging, while Shore et al. (2018) suggest that inclusive working environments improve commitment, teamwork, and workplace relationships.
Despite these recognised benefits, implementing diversity and inclusion successfully remains challenging. Research highlights that unconscious bias, discrimination, and resistance to organisational change continue to influence employee experiences and limit the effectiveness of diversity initiatives. This indicates that organisations must move beyond increasing workforce diversity and instead focus on embedding inclusion within leadership practices, organisational culture, and day-to-day decision-making if they wish to achieve sustainable organisational benefits.

2.5. Literature Gaps
Existing literature generally supports a positive link between workplace diversity and inclusion and organisational performance. However, much of the research focuses on specific industries and organisational settings, limiting the wider applicability of findings. In addition, relatively little attention has been given to understanding how diversity and inclusion simultaneously influence employee outcomes and organisational performance from a global perspective. This highlights the need for broader investigation into the factors that contribute to successful implementation and sustainable organisational outcomes.
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Figure 3.Literature Gaps
2.6. Summary
The literature demonstrates that workplace diversity and inclusion have the potential to improve organisational performance, particularly when supported by effective leadership and inclusive workplace cultures. However, the evidence also suggests that achieving these benefits depends on how diversity and inclusion initiatives are implemented in practice. The identified gaps provide a clear justification for this research and support further investigation into the relationship between diversity, inclusion, and organisational performance.
3. Methodology:
3.1. Research Approach
This study adopts a qualitative research approach. Qualitative research focuses on understanding experiences, perceptions, and meanings rather than numerical measurements (Creswell and Creswell, 2017). This approach is appropriate as it enables a deeper exploration of workplace diversity and inclusion and their impact on organisational performance.
3.2. Research Design
The research employs a secondary research design, which involves the analysis of existing data rather than collecting information directly from participants. According to Bryman (2016), secondary research provides access to a wide range of academic and professional evidence, making it suitable for exploring contemporary business issues.
3.3. Data Collection
Information is gathered from peer-reviewed journal articles, industry reports, and publications from recognised organisations. Sources are selected based on their relevance to workplace diversity, inclusion, and organisational performance, ensuring that the evidence used is credible, reliable, and up to date.
3.4. Sampling Strategy
A purposive sampling strategy is used to identify sources that are most relevant to the research objectives. Importance is placed on recent studies published between 2023 and 2025 to ensure that the findings reflect current developments in diversity and inclusion research, while also including some older studies to provide a contrast between new and old perspectives.
3.5. Data Analysis
The collected information is analysed using thematic analysis. According to Braun and Clarke (2006), thematic analysis enables researchers to identify and interpret recurring themes within qualitative data. This approach is appropriate for examining patterns relating to workplace diversity, inclusion, organisational performance, and implementation challenges.
3.6. Research Ethics
As the study relies entirely on secondary data, no human participants are involved. Ethical considerations focus on the accurate representation of findings, appropriate referencing, and the avoidance of plagiarism throughout the research process.
3.7. Reliability and Validity
Reliability refers to the consistency of research findings, while validity concerns the extent to which the research accurately measures what it intends to investigate (Saunders, Lewis, and Thornhill, 2019). To enhance both reliability and validity, the study draws upon peer-reviewed academic sources and reputable publications while comparing evidence from multiple sources.
3.8. Project Timeline

The project will be completed over six weeks. During the first week, the research topic will be finalised and the proposal completed. Weeks two and three will focus on conducting a comprehensive literature review and collecting relevant secondary data from academic journals, industry reports, and international organisations. In week four, the collected information will be analysed and organised into key themes. Week five will be dedicated to writing the findings, discussion, and conclusion sections. Finally, week six will focus on proofreading, editing, formatting, and preparing the project for submission.
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Figure 4.Gantt Chart
4. Results and Analysis
The analysis examines the relationship between workplace diversity, inclusion, and organisational performance by identifying key themes within the existing literature. It explores the factors that support successful implementation, as well as the challenges organisations face when creating inclusive workplaces. By comparing evidence from academic studies and industry reports, the research identifies common patterns and differing perspectives, providing a broader understanding of the topic from a global perspective.
5. Discussion and Conclusion
The research contributes to a better understanding of workplace diversity and inclusion by bringing together evidence from different academic and professional sources. It highlights the importance of creating inclusive workplaces and identifies factors that may influence the success of diversity and inclusion initiatives. The findings are expected to support organisations in developing more informed strategies while identifying areas where further research is needed.
Business Relevance
Workplace diversity and inclusion continue to be important priorities for organisations operating in increasingly diverse environments. The research may support decision-making in areas such as recruitment, leadership development, and workplace culture, while helping organisations develop more inclusive practices. It also demonstrates how secondary data can be used to investigate a contemporary business issue and contribute to applied business research.
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