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This dissertation investigates the relationships between employee perceptions of diversity, equity and inclusion (DEI) efforts, perceived inclusion and inclusive leadership with regard to job satisfaction in the United Kingdom (UK) tourism and hospitality industry. While many hospitality businesses are focusing on DEI as a workforce priority, there is inconsistent evidence that it positively affects employee outcomes, the data are primarily international, and the evidence relied on was not necessarily based on employee experience. The study took a positivist, deductive and quantitative approach, with primary data collected using a cross-sectional online survey of eligible and quality-controlled UK hospitality workers (n = 159), analysed using reliability analysis, descriptive statistics, Pearson correlation, multiple linear regression, one-way ANOVA and chi-square tests in IBM SPSS Statistics (version 27). The internal consistency was very good for all four measurement scales. All three predictors were positively and highly related to job satisfaction and together accounted for about 75 per cent of the variance in job satisfaction (R² = .749). All three hypotheses were supported: DEI perceptions, perceived inclusion and inclusive leadership each significantly and positively predicted job satisfaction, with inclusive leadership the strongest predictor. The scores of frontline workers were found to be significantly lower than those of supervisory and managerial workers. The results suggest that the real-world application of inclusive leadership, not just the presence of policy, is the biggest driver of improved satisfaction and has direct implications for retention in a sector with an ongoing skills deficit. The study provides much needed evidence on the hospitality industry in the UK and offers practical suggestions for enhancing the effectiveness of DEI and retention.
Keywords: diversity, equity and inclusion; perceived inclusion; inclusive leadership; job satisfaction; tourism and hospitality; United Kingdom.
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[bookmark: _Toc240889951]1.1 Background to the Research
Tourism and hospitality is one of the most demographically diverse sectors, as well as one of the largest employers, in the United Kingdom (Baum et al., 2016). The sector is heavily reliant on women, young people, ethnic minority workers and migrant workers, especially in the more basic and less well-paid jobs (Robinson et al., 2019). This diversity provides genuine commercial momentum for the sector but also places it at risk of ongoing pay and progression inequalities, and of inequalities of treatment in the day to day workplace (Baum et al., 2016). Many hospitality employers are moving beyond a compliance approach to diversity, equity and inclusion (DEI) and towards a broader focus on diversity as a workplace priority.
DEI is defined as a group of practices that aim to broaden representation, provide equal opportunity, and help everyone feel included and empowered to participate fully in the organisation (Roberson, 2006). Diversity is the combination of identities in the workforce, equity is the fair treatment of people that takes account of their different starting points, and inclusion is the feeling of belonging and being valued on the basis of those identities (Roberson, 2006). This study focuses on the lived experience of DEI, not just the presence of a policy, in order to avoid the false impression of a diverse organisation in which many employees may nonetheless feel excluded.
These are important workforce issues because of the economic impact of the sector. Tourism and hospitality provides a large number of jobs in the United Kingdom and is a significant source of employment, especially for those entering the labour force and those looking for flexibility in their work (Baum et al., 2016). The employee experience is customer facing, so there is a close relationship between the quality of that experience and the quality of the service provided; an employee’s perception of fairness and inclusion is therefore an ethical issue as well as a business one, since employees who do not feel included are more likely to leave and more expensive to replace (Robinson et al., 2019). The point is reinforced by the nature of the workforce, which includes a high proportion of young people, women, part-time workers, and workers from a diverse range of national and ethnic backgrounds, many of whom are in lower paid and less secure jobs (Robinson et al., 2019).
The Equality Act 2010 is the UK law that frames workplace DEI and imposes positive duties on employers to tackle barriers to fair treatment across nine protected characteristics (Equality Act 2010). However, legal compliance is only a beginning, because employees’ experiences of DEI are more about whether they are treated fairly every day than about the words in a policy (Nishii, 2013). Moreover, longer-term studies of the industry indicate that, despite the presence of equality legislation for many years, women and ethnic minority staff continue to be under-represented in higher-paid and higher status positions, suggesting that formal equality does not necessarily lead to real equality (Baum et al., 2016). This has become a more pressing issue owing to recent developments in the labour market: the UK’s exit from the European Union reduced hospitality’s access to the migrant workers on which it has historically depended, and this has affected the diversity of frontline teams (CIPD, 2021). Employee retention is therefore a crucial focus for managers, given the labour shortage and high levels of staff turnover (ONS, 2023).
Job satisfaction is at the heart of this study, as it is closely related to the outcomes most important to hospitality employers. Happy employees mean happy employees, who not only will remain with the company longer, but are better at their frontline customer service job and less likely to leave the organisation, whilst employees who are unhappy are more likely to leave the organisation (Dorta-Afonso et al., 2020). There are two theoretical concepts that help to explain how DEI could affect satisfaction. According to this theory, social exchange theory, when the employer treats employees fairly and inclusively, employees will have positive attitudes towards the employer (Blau, 1964). Climate for inclusion theory expands the discussion to include that climate is not as important as the felt sense of inclusion rather for staff (Nishii, 2013).
It is very expensive to lose workers. High turnover rates are expensive to recruit and train, negatively impact service continuity and diminishes staff's experience to offer top-notch customer service (Robinson et al., 2019). It is a competitive need, not a goodwill one, to maintain happy and loyal employees, as the shortage of staff is already a problem in the sector (CIPD, 2021). DEI initiatives would need to be demonstrated as providing a beneficial way to improve satisfaction to be more than an ethical and legal responsibility under the Equality Act 2010, but also to be a valuable tool in addressing one of the biggest operational challenges facing the sector.
[bookmark: _Toc240889952]1.2 Research Problem and Focus
While interest in DEI has risen rapidly, there is not yet enough evidence that it actually yields positive employee outcomes. Studies undertaken in countries other than the UK indicate that diversity management can improve job satisfaction, but not always through the lens of employees’ felt sense of inclusion, as in the case of Dorta-Afonso et al. (2020). A more recent study suggests that perceived inclusion may be the stronger link between DEI practice and satisfaction (Song et al., 2024), and that the actions of the immediate manager may influence whether DEI initiatives are actually realised on the ground (Kim et al., 2024). Many studies simply focus on whether a policy exists, rather than on the employee experience of that policy (Nishii, 2013); the evidence that does exist from other countries is not widely applied to the United Kingdom hospitality context, and these relationships have not been explored together in this setting (Liu et al., 2025).
Hospitality is a distinctive environment in which studying these questions takes on a different meaning. Jobs are often temporary and precarious, turnover rates are high, and a large proportion of migrant and overseas workers are employed in the industry (Robinson et al., 2019). Many employees’ working hours are long and unsocial, pay is often low, and much of the workforce is engaged on a part-time or casual basis, which places a particular strain on the employment relationship and makes its perceived quality especially significant (Baum et al., 2016). Managers’ openness and availability, together with whether their employees feel included in the organisation, are therefore likely to be particularly relevant in this sector, where the immediate supervisor is the primary point of contact with the organisation and the person through whom fairness and inclusion are experienced (Kim et al., 2024). This study therefore assesses employee perceptions directly and examines how far job satisfaction is predicted by DEI perceptions, perceived inclusion and inclusive leadership.
Considering the three constructs together rather than separately enables a comparison of their relative importance and provides a greater understanding of which has the greatest practical leverage for the employer. The focus of the present research is integrated, which aligns with previous research that tended to consider DEI, inclusion or leadership separately, and addresses calls for more integrated evidence in the tourism and hospitality context (Liu et al., 2025).
It is important to note that the study is concerned not with the presence of DEI provision but with its felt effect. Many organisations today have equality policies and implement diversity initiatives, but having such policies and programmes does not ensure that staff feel included or treated fairly (Nishii, 2013). The study quantifies perceptions and compares them with job satisfaction to see whether these programmes are achieving the outcomes that matter to employees and employers, rather than assuming that they are.
While diversity, equity and inclusion is a wide subject, this study takes inclusion, the felt experience of being valued and able to participate, as its main lens, and treats perceptions of diversity, equity and inclusion, and inclusive leadership, as dimensions that enable inclusion. This emphasis runs throughout the dissertation and serves as the basis for the argument that inclusion – not diversity or policy per se – is more closely related to employee outcomes (Nishii, 2013; Shore et al., 2011).
[bookmark: _Toc240889953]1.3 Research Aim and Objectives
This study seeks to explore the relationship between employee perceptions of diversity, equity and inclusion strategies, perceived inclusion and inclusive leadership, and job satisfaction in the tourism and hospitality industry in the United Kingdom. To achieve this aim, the objectives of the research are to:
1. Describe the DEI dimensions most relevant to the UK tourism and hospitality sector and the context in which they operate.
1. Explore how employees’ perceptions of DEI efforts are correlated with job satisfaction.
1. Examine the relationship of perceived inclusion and inclusive leadership with job satisfaction.
1. Assess the combined ability of DEI perceptions, perceived inclusion and inclusive leadership to predict job satisfaction.
1. Suggest best practice actions, based on evidence, to support the effectiveness of DEI in the hospitality sector and improve employee retention.
The study is limited to employees in the UK tourism and hospitality sector only and does not compare it with other sectors or generalise beyond it. It focuses on employees’ perceptions (what they think) rather than on organisational documents or managerial reports (what they are told), because perception is most directly related to attitudes and behaviour in the workplace (Nishii, 2013). Within DEI, particular attention is given to the inclusion dimension, with diversity and equity treated as part of the broader context in which inclusion is experienced.
[bookmark: _Toc240889954]1.4 Research Questions and Hypotheses
The study is guided by three research questions. First, is there a correlation between employee perceptions of DEI initiatives and job satisfaction in UK hospitality organisations? Second, does perceived inclusion lead to job satisfaction? Third, is inclusive leadership predictive of job satisfaction? Drawing on social exchange theory (Blau, 1964) and climate for inclusion theory (Nishii, 2013), three hypotheses are formulated:
1. H1: There is a positive relationship between employee perceptions of DEI initiatives and job satisfaction.
1. H2: Job satisfaction is positively predicted by perceived inclusion.
1. H3: Job satisfaction is positively influenced by inclusive leadership.
These hypotheses create a model in which DEI perceptions, perceived inclusion and inclusive leadership act as independent predictors of the dependent variable, job satisfaction. Testing the three predictors together, rather than independently, enables the study to identify their relative importance and fill the integration gap found in the literature (Liu et al., 2025).
[bookmark: _Toc240889955]1.5 Significance of the Study
Academically, this study is among the first to investigate perceptions of DEI, perceived inclusion, inclusive leadership and job satisfaction together in a UK hospitality setting, which was highlighted as a research gap in the field of inclusive leadership (Liu et al., 2025); it also addresses the call to measure perceived inclusion as employees experience it, rather than as it is stated in organisational policy (Nishii, 2013). The study is guided by social exchange theory (Blau, 1964) and climate for inclusion theory (Nishii, 2013), extending these to a challenging service environment that has been little explored in relation to employee perceptions of DEI.
Practically, the findings are intended to help hospitality managers focus scarce resources on those practices most likely to enhance satisfaction and retention during a challenging period of constrained labour supply (CIPD, 2021). Evidence to inform training, management development and inclusion activities will help focus them on the areas most likely to make a difference, rather than wasting limited resources on a broad spectrum of initiatives of unknown effectiveness, while the industry adjusts to a reduced supply of overseas labour and ongoing recruitment challenges.
[bookmark: _Toc240889956]1.6 Structure of the Dissertation
The dissertation is organised into five chapters. Chapter One introduces the background, problem, aim, objectives and hypotheses. Chapter Two provides a comprehensive review of the literature on DEI, inclusion, leadership and job satisfaction, and aims to pinpoint the research gap. Chapter Three explains and justifies the research methodology. Chapter Four presents and discusses the findings. Chapter Five draws conclusions, offers recommendations and notes the limitations of the study.
[bookmark: _Toc240889957]Chapter Two: Literature Review
[bookmark: _Toc240889958]2.1 Introduction and Chapter Overview
This chapter offers a summary of the theoretical and empirical work that underpins the study of the relationship between DEI practices and job satisfaction in UK hospitality. Building on the aim and objectives in Chapter One, it defines the DEI constructs, places them in the UK legislative and post-Brexit context, explores the hospitality workforce and reviews sector-specific evidence, and then examines in turn perceived inclusion, inclusive leadership and job satisfaction. It ends by summarising the theoretical framework, conceptual model and hypotheses, and research gap for the study.
[bookmark: _Toc240889959]2.2 Diversity, Equity and Inclusion: Conceptual Foundations
Diversity, equity and inclusion are often used together but are conceptually distinct. Diversity is the difference in terms of demographics and identities; equity is an equitable distribution of resources and opportunities that takes into account individual circumstances; and inclusion is the positive feeling of being valued and able to participate fully (Roberson, 2006). It is important to distinguish between them in this study, since it is possible to have a diverse organisation in which employees do not feel included in practice.
Conflating diversity and inclusion has resulted in programmes to meet representation targets while overlooking the personal experience of employees, as Roberson (2006) points out. Shore et al. (2011) extend this by stating that belonging – being accepted as a member of a group – is a necessary condition for real inclusion, as is uniqueness – being recognised for one’s unique contribution; non-discriminatory displays of difference without the opportunity for individual expression can thus be counterproductive to inclusion. In line with this, Nishii (2013) provides evidence that the quality of how DEI is put into practice within an organisation – not the presence of DEI policy – is what matters for outcomes; therefore, this study does not measure actual DEI policy but rather what employees perceive as the quality of implementation.
Another theme is the distinction between merely being present in an organisation and genuinely being included in it. Shore et al. (2011) suggest that inclusion is realised when both belonging (as an accepted member of a group) and uniqueness (maintaining an individual identity) are met; when only belonging is valued, uniqueness is suppressed and this results in assimilation; and when belonging is not valued, uniqueness is retained and this leads to exclusion. This reiterates that inclusion is not automatic in a diverse organisation, but a different psychological experience which organisations must actively foster (Roberson, 2006; Nishii, 2013).
This framework offers another reason for the lack of effectiveness of formal diversity programmes in enhancing employee outcomes. According to Roberson (2006), many programmes in organisations focus on improving the representation of particular groups and less on the day-to-day environments in which employees feel valued. Nishii (2013) has performed empirical tests of this concern, finding that the advantages of diversity can only be achieved if there is a culture of inclusion, and that diversity may even exacerbate conflict in the absence of inclusion. These contributions make the study’s focus on measuring perceived inclusion directly, and not by proxy through diversity or the language of formal policies, seem warranted.
This distinction between diversity and inclusion is echoed in the broader literature. Integrative reviews suggest that diversity involves representation, whereas inclusion involves “felt” experiences of belonging, being accepted and valued by the group, and that these two are interdependent if the benefits of diversity are to be realised (Shore, Cleveland and Sanchez, 2018; Garg and Sangwan, 2021; Mor Barak, 2017). There is meta-analytic evidence that it is a climate of inclusion and not diversity that is consistently linked to positive employee and organisational outcomes (Mor Barak et al., 2016), and that employee perceptions of the diversity climate predict employee responses to their organisation (McKay and Avery, 2015).
[bookmark: _Toc240889960]2.3 Legislative and Post-Brexit Context
Before looking at the UK policy context, it is useful to clarify the difference between equality and equity. While equality means that everyone receives the same treatment, equity means that treatment and resources are adjusted to take into consideration the varying starting points and obstacles of different employees, a distinction that is growing in recognition as a key component of effective DEI practice (Roberson, 2006). Workplace obligations in the UK are based on the Equality Act 2010, which sets out nine protected characteristics: gender, race, age and disability, amongst others, and places positive duties on employers to do what can be done to eliminate barriers to fair treatment.
For hospitality employers, legal compliance is a bare minimum rather than a strategy. Compliance has not led to equity: the review by Baum et al. (2016) continues to report under-representation of women and ethnic minorities in senior positions. This has grown more acute since Brexit, which has lowered the supply of EU workers and affected the diversity of frontline jobs (CIPD, 2021), against a longer period of precarity in which marginalised workers are increasingly exposed to flexible, low-wage work (Robinson et al., 2019). In light of ongoing labour shortages and turnover (ONS, 2023), studying DEI and employee outcomes in the UK hospitality sector is both timely and important.
The UK context is distinctive in a further respect. The Equality Act 2010 covers a wide range of protections, but the law appears to be a minimum rather than a maximum standard, as pay and progression inequalities have persisted (Baum et al., 2016). Meanwhile, the shortage of EU labour following Brexit has led employers to intensify their competition for a more restricted pool of labour, making a strong business case for keeping the diverse staff they already have (CIPD, 2021). Learning about DEI in this particular national context will therefore help to answer questions which evidence from other countries cannot fully answer.
The specifically UK context has attracted growing research. Following the end of free movement, the labour market in the sector has become re-regulated and the number of EU nationals employed in the sector has fallen sharply (Alberti and Cutter, 2022; Cusimano, Donegani and McKay, 2025; Migration Observatory, 2023, 2025; Portes, 2023). The evolving situation of EU nationals (Barnard, Fraser Butlin and Costello, 2022) and ongoing skills shortages have been reported by researchers and policy organisations (CIPD, 2023; Equality and Human Rights Commission, 2018).
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Hospitality presents a distinctive operating context for DEI. Employment is typically seasonal and precarious, with a high proportion of women in frontline positions and high turnover rates (Baum et al., 2016; Robinson et al., 2019). Seasonal contracts do not ensure continuity for inclusion initiatives, low-paid and part-time roles tend to be held by women, and a reliance on overseas workers brings issues of cultural inclusion and post-Brexit uncertainty to the fore (CIPD, 2021). These characteristics set the sector apart from other, more established and professionalised sectors and make it worth studying as a distinctive context.
A further feature of the sector is the strong influence of the immediate supervisor. The frontline manager is the primary point of contact between the employee and the organisation, and the person through whom the organisation’s fairness, recognition and inclusion are experienced on a day-to-day basis (Kim et al., 2024). This focus on sector specificity calls for DEI in the hospitality context to be treated as an empirical context in its own right rather than generalised from other sectors, and sets the stage for the inclusive leadership model tested in this study.
Within this workforce, inequities are not evenly distributed. Women are still over-represented in frontline roles and under-represented in management, and ethnic minority and migrant workers are similarly over-represented in frontline roles and under-represented in management (Baum et al., 2016; Robinson et al., 2019). These patterns highlight that the groups most affected by the quality of inclusion are typically the least involved in organisational decisions, further emphasising the need for research into the lived experience of employees, and not the formal definition of DEI as written by organisations.
The precarious character of the job in hospitality is not a new phenomenon. Recent evidence confirms that the pandemic exacerbated existing issues of insecurity, low pay and high turnover, rather than causing them, and that existing UK evidence shows low pay, in-work poverty and reliance on migrant workers (IER, 2023; Baum et al., 2020; Chaichi et al., 2024). These circumstances make retention a constant management challenge (Mohsin, Lengler and Kumar, 2018) and also shape the conditions in which DEI is experienced.
Gender inequality is a particularly well-documented feature of the sector. Although women make up more than half of the workforce, they are over-represented in low-paid frontline jobs and under-represented in senior management (Kokkranikal et al., 2024; Russen, Dawson and Madera, 2021; World Tourism Organization, 2019). Research has found gender pay gaps and progression barriers (Costa et al., 2023; Adib and Guerrier, 2003), with mentoring recognised as one solution (Dashper, 2020; Mooney, Harris and Ryan, 2016). Reviews note that, until recently, there was little research on diversity in the hospitality HR field (Madera et al., 2017).
[bookmark: _Toc240889962]2.5 DEI in Tourism and Hospitality: Empirical Evidence
Empirical research on DEI in hospitality has expanded quickly. Dorta-Afonso et al. (2020) conclude that diversity management has a positive impact on job satisfaction in hotels in Spain, but mostly in terms of organisational commitment rather than perceived inclusion. Song et al. (2024) address this issue more directly, finding that a perceived climate of inclusion is strongly linked to satisfaction and retention, as does Nishii (2013). Robinson et al. (2019), however, add a critical note: the contributions of frontline employees are often undervalued, leaving dissatisfaction and turnover among those DEI is designed to serve.
These outcomes are shaped by concrete mechanisms: recruitment and promotion, training, the provision of resources and managerial support. Resourcing DEI provision and embedding it in day-to-day management practice is linked to employees reporting more recognition, fairness and a positive culture, all of which positively affect employee satisfaction (Nishii, 2013; Song et al., 2024). If commitment is only a policy, that is, a formal statement, regardless of its purpose, the sense of belonging is reduced. Management behaviours and practices that enable or hinder inclusion therefore play a key role in the effectiveness of DEI in the hospitality sector; and although the field has grown rapidly, few examples of comprehensive DEI work in the UK have been found (Liu et al., 2025).
The mechanisms through which DEI shapes outcomes merit attention. Perceptions of fairness in recruitment and promotion are closely related to trust (Nishii, 2013); training can open up a progression path but requires reinforcement in daily practice; and reporting routes indicate that the organisation values fairness. Across all of these mechanisms, the actual existence of a formal measure is less important than whether it is felt by employees to be genuine and applied consistently (Song et al., 2024). In hospitality, delivery is more complex: first, high employee turnover makes it difficult to maintain continuity in delivery; second, casual contracts may restrict the time available to develop a sense of inclusion; and third, shift working means that much of the delivery is at team level (Baum et al., 2016; Robinson et al., 2019), making the immediate manager’s role even more critical (Kim et al., 2024).
The hospitality context complicates the delivery of these mechanisms. High turnover can break the continuity of training and mentoring; seasonal and casual contracts give limited time for inclusion to develop; and the fragmented, shift-work nature of the work affects the employee experience at team level rather than organisational level (Baum et al., 2016; Robinson et al., 2019). These features help illustrate the role of the immediate manager as the place where DEI lives or does not (Kim et al., 2024).
Although empirical DEI research in hospitality has developed, it remains relatively young (Manoharan and Singal, 2017; Kalargyrou and Costen, 2017). Some initial work focused on the relationship between diversity climate and job satisfaction among hotel managers (Madera, Dawson and Neal, 2013), while subsequent studies have explored formal and informal diversity-management efforts within an organisation, such as efforts to foster diversity among disabled employees and ethnically diverse employees (Manoharan, Gross and Neal, 2014; Manoharan, Neal and Gross, 2019; Kalargyrou and Volis, 2014). Recent research tackles the subject of age diversity and the field’s agenda for the future (Shum et al., 2023; Madera, Manoharan and Singal, 2023; American Hotel and Lodging Association Foundation, 2023).


[bookmark: _Toc240889963]2.6 Perceived Inclusion and Employee Outcomes
Perceived inclusion is the employee’s feeling of being accepted, valued and respected in the workplace (Shore et al., 2011). It is distinct from both diversity (workforce composition) and DEI policy (organisational intent). Nishii (2013) indicates that positive attitudes among employees are linked to a climate of inclusion, the perceived climate of fairness and belonging within the organisation. Employees’ experiences of inclusion are related to greater satisfaction, greater commitment and a lower intention to leave (Song et al., 2024).
In the current research, perceived inclusion is therefore treated not only as a consequence of a diversity policy but also as a major predictor of job satisfaction. This is because, as argued, inclusion is a distinct psychological experience with its own implications for employees’ feelings about work (Shore et al., 2011; Nishii, 2013). The sense of being truly included may be a particularly significant determinant of job satisfaction, and of the likelihood of staying, for employees in a demographically diverse but at times precarious hospitality workforce.
There's more to the benefits of perceived inclusion than satisfaction—it has been linked to retention as well. When workers feel a part of the organisation, they are more likely to stay; when they feel excluded, they are more likely to disengage and to leave (Song et al., 2024). This relationship is of commercial and ethical interest in the hospitality industry, where labour turnover tends to be high and replacement costs are high (Dorta-Afonso et al., 2020). This sense of belonging may then be one of the more tangible levers that employers can pull to make their workforce less volatile, particularly for frontline workers who are most at risk of leaving and most are employed.
It is important to note that perceived inclusion is not synonymous with job satisfaction; although it is associated with job satisfaction. Perceived inclusion relates to feeling accepted and valued in the workplace, while job satisfaction relates to overall evaluations of the job and the workplace. An employee may feel included but not satisfied with the wages and/or working conditions, or satisfied with the content of the job but socially excluded. This conceptual separation is reflected in the operationalization of the variable as a predictor of satisfaction, instead of measuring inclusion itself, and allows for the analysis of the contribution of inclusion to satisfaction (Shore et al., 2011).
There is strong evidence of the relationship between inclusion, engagement and retention. Inclusive climates are associated with greater engagement and lower turnover intention (Ashikali et al., 2021; Saks, 2006; Kahn, 1990), and, at the organisational level, turnover is associated with lower performance (Park and Shaw, 2013). Meta-analysis in the field of hospitality finds that satisfaction and commitment are important factors in predicting turnover intention (Park and Min, 2020), and that quality of working life, training and career satisfaction all contribute to retention (Kim et al., 2017; Cavus, Zirzakiran and Tokgoz, 2025; Mowday, Porter and Steers, 1982).
[bookmark: _Toc240889964]2.7 Inclusive Leadership
Inclusive leadership has emerged as a significant influence in the DEI–outcomes literature. Carmeli, Reiter-Palmon and Ziv (2010) describe three behavioural dimensions – openness, accessibility and availability – that convey a sense of inclusion and foster psychological safety in which employees can share their ideas. Randel et al. (2018) build on this and define inclusive leadership as the behaviours that enable employees to feel included in the group while still feeling unique, and assert that it works best when viewed as authentic rather than performative: when employees perceive insincerity, they discount inclusive behaviours.
Recent hospitality-specific evidence supports the importance of inclusive leadership. Kim et al. (2024) demonstrate that inclusive leadership positively shapes the interaction between diversity climate and organisational outcomes such as satisfaction and retention. The frontline supervisor is frequently the first point of contact for the employee in hospitality, and the same formal DEI initiatives can yield very different results depending on the daily inclusive behaviours of frontline managers (Kim et al., 2024). In the model tested here, inclusive leadership is therefore treated as a direct predictor of job satisfaction, in addition to perceptions of DEI and perceived inclusion.
A key reason inclusive leadership matters is its effect on psychological safety, the collective perception that one can express oneself without fear of negative consequences (Carmeli, Reiter-Palmon and Ziv, 2010). By being open, available and accessible, managers allow employees to express their views and opinions, helping to foster inclusion and engagement; these behaviours succeed only where they are considered genuine, as Randel et al. (2018) add. For the hospitality sector, which has a high number of junior, precarious employees, a manager’s ability to listen and treat staff with real respect can be particularly significant for how included, and consequently how satisfied, staff feel (Kim et al., 2024).
The structure of hospitality work gives the immediate manager an unusually high level of influence on the employee experience. Frontline staff are often employed on flexible contracts, are geographically distant from head office and are large in number, so the role of the supervisor is central to enacting organisational values. Within this context, a manager’s day-to-day behaviour can be a significant driver of whether the organisation is perceived by employees as inclusive, which is why inclusive leadership is likely to be especially predictive of satisfaction (Carmeli, Reiter-Palmon and Ziv, 2010; Kim et al., 2024).
A substantial and rapidly growing literature now addresses inclusive leadership in its own right. Leadership inclusiveness has been argued to create psychological safety (Nembhard and Edmondson, 2006), which has provided the basis for an increasing number of systematic reviews that aim to clarify what inclusive leadership behaviour entails and how it operates across levels of analysis (Korkmaz et al., 2022; Nishii and Leroy, 2022; Roberson and Perry, 2022). Empirical research validates the link between inclusive leadership and an inclusive climate within diverse teams (Ashikali, Groeneveld and Kuipers, 2021), as well as the relationship between inclusive leadership and positive employee behaviours such as organisational citizenship (Kuknor et al., 2023), and measures of inclusive leadership are now available (Al-Atwi and Al-Hassani, 2021).
[bookmark: _Toc240889965]2.8 Job Satisfaction in Hospitality
Job satisfaction is the positive emotional state that results from evaluating one’s job and experiences at work. It is an important variable in organisational behaviour, as it has been consistently associated with outcomes that are significant to the employer, such as performance, engagement and intention to leave the organisation (Dorta-Afonso et al., 2020). Job satisfaction is an appropriate outcome measure for a study focused on the workforce impacts of DEI, in an industry where turnover is persistently high and service delivery requires the discretionary effort of frontline employees (Robinson et al., 2019).
The classic work motivation theories can provide some insight into why DEI experiences can lead to satisfaction. According to Herzberg's (1966) two factor theory, hygiene factors can lead to dissatisfaction and motivators can lead to satisfaction; basic fairness and non-discrimination can be considered as hygiene factors and authentic recognition and belonging can be considered as motivators. A sense of belonging and the feeling of being valued is also a necessary component of motivation, according to Maslow's (1943) hierarchy of needs, and in the absence of that, even if pay and working conditions are satisfactory, employees can be unhappy. These stories again make it clear that perceived inclusion and inclusive leadership is a critical aspect of satisfaction, not an optional one.
This focus on job satisfaction is also consistent with previous research demonstrating that it is related to organisational performance. Satisfied employees provide better customer service, have higher levels of organisational commitment and lower intention to quit, and dissatisfaction is a good predictor of intention to quit (Dorta-Afonso et al., 2020). In a customer service-oriented business, the attitude and discretionary effort of the frontline staff are critical factors in providing a quality service, which is linked to job satisfaction (Robinson et al., 2019). The satisfaction construct is therefore, directly relevant to the hospitality employer, and will be the dependent variable in this study.
Job satisfaction is among the most researched constructs in organisational research (Locke, 1976; Spector, 1997; Judge et al., 2017). Despite methodological criticism (King, 1970), Herzberg’s two-factor theory is still used and has received increasing empirical support in hospitality settings (Lundberg, Gudmundson and Andersson, 2009; Chien et al., 2020). Job satisfaction has been consistently found to be related to performance (Katebi et al., 2022) and, through affective commitment, to lower turnover (Koo et al., 2020; Meyer and Allen, 1991); for this reason, it is considered a key dependent variable here.
[bookmark: _Toc240889966]2.9 Theoretical Framework
Two organisational theories provide the primary foundation for the study. Social exchange theory (Blau, 1964) suggests that employee perceptions of fairness and inclusion in the organisation influence their attitudes and engagement, and that this reflects a perceived commitment on the part of the organisation. Such a mechanism often applies in the hospitality industry’s interpersonal service environment, where valued employees are more inclined to put in extra effort (Dorta-Afonso et al., 2020).
This does not fully account for the experience of inclusion and can be complemented by climate for inclusion theory (Nishii, 2013). This holds that the effects of formal policy on individual outcomes occur through employees’ collective perception of a culture of inclusion in the organisation, and so perceived inclusion was included as an additional predictor in this study. The two organisational theories operate at the group and organisational level, whereas Herzberg (1966) and Maslow (1943) provide individual-level psychological explanations for the importance of inclusion and recognition in satisfaction. Together, these perspectives inform a model in which DEI perceptions, perceived inclusion and inclusive leadership all contribute to job satisfaction.
Social exchange theory can also be used to anticipate the relative strength of the three predictors. Because the immediate manager is the most visible and frequent representative of the organisation in the hospitality setting, inclusive leadership sends employees the clearest and most direct signals of organisational commitment to fairness and inclusion, and is therefore likely to prompt the strongest reciprocal response (Blau, 1964; Kim et al., 2024). Perceptions of DEI and perceived inclusion operate at a more organisational level and may be perceived less directly. This logic anticipates the finding, presented in Chapter Four, that of the three constructs inclusive leadership is the strongest predictor of job satisfaction.
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Figure 2.1: Theoretical framework of the study (Social Exchange, Climate for Inclusion and motivation theories underpinning the three predictors of job satisfaction).
These theoretical foundations are themselves well established. According to the norm of reciprocity (Gouldner, 1960), social exchange is grounded in a set of expectations of reciprocated treatment from others, and is closely related to perceived organisational support (Eisenberger et al., 1986; Rhoades and Eisenberger, 2002), since the other party is expected to return positive attitudes for positive treatment. Organisational justice theory is an important factor in triggering such exchange (Colquitt, 2001; Colquitt et al., 2001). Inclusion matters for wellbeing and engagement at the individual level, because of the need to belong (Baumeister and Leary, 1995) and the conditions for psychological safety (Edmondson, 1999), and at the group level because of social identity theory (Tajfel and Turner, 1979).


[bookmark: _Toc240889967]2.10 Conceptual Framework and Hypotheses
Drawing the literature together, this study adopts a model that positions three related but distinct constructs as direct predictors of job satisfaction. DEI perceptions relate to the perceived fairness and authenticity of an organisation’s DEI provision, perceived inclusion relates to how far employees feel they belong and are valued, and inclusive leadership relates to the everyday behaviours of the immediate manager. The dependent variable is job satisfaction. By testing each predictor alone and in combination, the study provides evidence on the relative importance of the three predictors and addresses the integration gap noted in the literature (Liu et al., 2025). On this basis, three hypotheses are formulated:
1. H1: Employee perceptions of DEI initiatives are positively associated with job satisfaction.
1. H2: Perceived inclusion is positively related to job satisfaction.
1. H3: Job satisfaction is positively predicted by inclusive leadership.
In this model, job satisfaction is the dependent variable, and the three predictors are treated as conceptually independent but correlated antecedents. The three constructs are not necessarily independent but are, rather, highly connected with one another, as indicated in the literature: inclusive leadership is likely to foster perceived inclusion, and both fall within the broader DEI context. The model therefore determines whether each construct uniquely influences satisfaction when the others are controlled for, as the multiple regression presented in Chapter Four will test.
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Figure 2.2: Conceptual model and hypotheses (H1–H3: DEI perceptions, perceived inclusion and inclusive leadership as direct predictors of job satisfaction).
[bookmark: _Toc240889968]2.11 Research Gap and Chapter Summary
The literature establishes that the felt experience of inclusion, and not policy, is the key link to positive outcomes, while both DEI and perceived inclusion are associated with positive outcomes. Three gaps, however, have not been sufficiently addressed in prior work: first, these constructs have not been studied together in a single UK hospitality model; second, much of the evidence was gathered outside the UK and may not transfer to the UK’s legal and post-Brexit context; and third, many studies are designed to determine whether policies exist, not how they are experienced by employees.
This chapter has reviewed the conceptual, contextual, empirical and theoretical literature and developed a conceptual framework to test the direct impact of DEI perceptions, perceived inclusion and inclusive leadership on job satisfaction in UK hospitality. The study seeks to address the gaps identified above by directly assessing employee perceptions and by testing the three predictors in combination. The research methodology used to test the resulting hypotheses is explained and justified in the next chapter.
[bookmark: _Toc240889969]Chapter Three: Research Methodology
[bookmark: _Toc240889970]3.1 Introduction
This chapter outlines and defends the research methodology adopted to examine the link between employee perceptions of DEI, perceived inclusion and inclusive leadership and job satisfaction in the UK tourism and hospitality industry. It explains the philosophical stance taken, the research approach and design, the design of the data-collection instrument, the sampling process, the data-analysis techniques used in IBM SPSS Statistics, and the measures taken for reliability, validity and ethical integrity. The chapter is organised around the research onion model, which begins with the philosophical layer and moves down to the core level of data collection and analysis techniques (Saunders, Lewis and Thornhill, 2023).
[bookmark: _Toc240889971]3.2 Research Aim and Objectives
Clear aims and objectives are essential to the development of any research design, as they specify the exact aim the research is intended to achieve and the criteria used to measure its success (Saunders, Lewis and Thornhill, 2023). By setting them out explicitly, they help to focus the research, guide the selection of methods, and facilitate evaluation and replication. To this end, the aim and objectives set for this study are restated below.
This study was designed to examine the relationships between employee perceptions of DEI initiatives, perceived inclusion and inclusive leadership, and job satisfaction among employees in the UK tourism and hospitality industry. The objectives were to:
1. Explain the key dimensions of diversity, equity and inclusion most relevant to the UK tourism and hospitality workforce and their context.
1. Explore the connection between employee perceptions of DEI efforts and satisfaction at work.
1. Discuss the relationship of perceived inclusion and inclusive leadership with job satisfaction.
1. Assess the combined ability of DEI perceptions, perceived inclusion and inclusive leadership to predict job satisfaction.
1. Suggest evidence-based recommendations to support the effectiveness of DEI practices and staff retention in hospitality businesses.
[bookmark: _Toc240889972]3.3 Research Rationale
The research was designed to produce evidence that is systematic, transparent and open to scrutiny. A quantitative, theory-testing design was suitable because the aim was to test hypotheses derived from existing theory rather than to develop new theory (Bell, Bryman and Harley, 2022). Structured measurement was both feasible and desirable, since the constructs under investigation (DEI perceptions, perceived inclusion, inclusive leadership and job satisfaction) are well developed in the literature and have established measurement scales (Nishii, 2013). The validity and reliability of the study depend on the use of previously validated scales, a clear and repeatable data-collection process and the analysis used to address the research questions (Hair et al., 2010).
A quantitative design also brought practical advantages. It allowed data to be collected efficiently from a geographically dispersed population, generated information that could be readily summarised for a non-specialist audience, and enabled the relationships between constructs to be tested using well-known statistical tests whose assumptions and limitations are well documented (Hair et al., 2010). The approach was feasible within the timeframe of the dissertation and suitable for testing the hypotheses.
[bookmark: _Toc240889973]3.4 Research Philosophy
Research philosophy refers to the set of assumptions a researcher holds about the nature of knowledge and the means by which it is produced (Saunders, Lewis and Thornhill, 2023). The approach of this study was positivist. A positivist approach assumes that social phenomena can be objectively observed and measured, and that knowledge about them can be advanced by testing hypotheses against empirical data (Bell, Bryman and Harley, 2022). It was appropriate here because the constructs were predefined, measurable and drawn from established theory, and because the study sought to test whether they were related to one another across a large sample rather than to investigate individual lived experience. Interpretivism was considered but not adopted, because it treats reality as socially constructed and is typically studied qualitatively, which did not fit the measurable and generalisable research questions of the study (Saunders, Lewis and Thornhill, 2023).
This positivist stance shaped every subsequent decision in the research. It supported the use of a structured instrument with fixed response options and established, previously validated scales, and the use of statistical analysis to test relationships across a large number of respondents. It also positioned the researcher as an outsider observing and attempting to capture an external reality, rather than engaging in dialogue with the researched, as is common in interpretivist research (Bell, Bryman and Harley, 2022). This provides the link between reasoning and practice that unites the study.
[bookmark: _Toc240889974]3.5 Research Approach and the Research Onion
Two broad approaches to theory development exist. A deductive approach is “top-down”, moving from established theory to specific hypotheses and then to the data collected to test them, whereas an inductive approach is “bottom-up”, moving from observations to new theory (Saunders, Lewis and Thornhill, 2023). This study adopted a deductive, top-down approach. All three hypotheses – DEI perceptions (H1), perceived inclusion (H2) and inclusive leadership (H3) – were specified before the data were analysed and relate directly to the research aim and objectives set out in section 3.2, reflecting social exchange theory (Blau, 1964) and climate for inclusion theory (Nishii, 2013). Empirical data were then gathered to test them.
The research onion, developed by Saunders, Lewis and Thornhill (2023), is a widely used framework that highlights the decisions that must be made when designing research, beginning with the outer philosophy and moving to the inner layers of data-collection and analysis techniques. Its value is that it helps the researcher to make each methodological choice deliberately and in a logical sequence, so that the inner choices follow from the outer ones. Applied to this study, the onion runs from a positivist philosophy, through a deductive approach, a mono-method quantitative choice, a survey strategy and a cross-sectional time horizon, to the data collection and analysis at its core. This path is illustrated in Figure 3.1, in which the layers used in this study are highlighted.
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Figure 3.1: The research onion applied to this study (adapted from Saunders, Lewis and Thornhill, 2023).
[bookmark: _Toc240889975]3.6 Research Design and Strategy
The study used a mono-method quantitative design, relying on a single quantitative data source (Saunders et al., 2023). A survey was chosen because surveys collect standardised, comparable data from a large and geographically dispersed population at reasonable cost (Veal, 2011). A cross-sectional time frame was used, with data gathered at a single point in time, corresponding to the scope and timeframe of a master’s dissertation. The survey was online and self-administered, to minimise interviewer bias and allow respondents to complete it in their own time and place while reducing the cost of nationwide distribution; its anonymity also encouraged honest responses on a sensitive topic (Veal, 2011).
[bookmark: _Toc240889976]3.7 Questionnaire Design and Data Collection
A structured, self-administered online questionnaire was used for primary data collection through Microsoft Forms. The questionnaire measured four constructs using items adapted from previously validated scales: perceptions of DEI were measured with items adapted from Nishii (2013); perceived inclusion with items based on Shore et al. (2011); inclusive leadership with behavioural items adapted from Carmeli, Reiter-Palmon and Ziv (2010); and job satisfaction with items from the short-form Minnesota Satisfaction Questionnaire (Weiss et al., 1967). The use of established scales was appropriate because they have already been tested for reliability and validity, increasing confidence that they measure what they are intended to measure and allowing comparison with previous studies (Bell, Bryman and Harley, 2022). Each item was adapted to ensure that it related directly to the respondent’s own organisation and the UK hospitality environment.
A brief portfolio of demographic information was also gathered on the subject about the respondent, to describe and compare the categories. The instrument was structured into specific parts with each having a clear question. The sections included an eligibility screening question, a demographic section, a multiple response question asking the respondent's organisation about the DEI actions it provides, four sets of four Likert statements (one set for each construct with statements rated on a five-point scale from strongly disagree to strongly agree), and an optional open comment. This resulted in a tightly focused instrument, consisting of approximately twenty rating items, along with some demographic data, estimated to take ten to fifteen minutes to complete; long enough to provide multiple indicators of each construct, but short enough to avoid the problem of low completion rates often seen with lengthy on-line surveys (Hair et al., 2010). To avoid respondents scrolling back, the response scale was repeated at the beginning of each rating section. The questionnaire was pre-tested with a small sample of professionals involved in the hospitality industry to check the understandability of the items and relevance to jobs in the hospitality sector (Saunders, Lewis and Thornhill, 2023). An empty version of the final questionnaire can be found in Appendix A.
The form of the questionnaire was selected purposefully. The positivist, deductive study called for the use of a structured questionnaire with fixed-response items to allow for the generation of standardised, numerical data that would be suitable for comparison between respondents and data analysis, as these would facilitate statistical analysis (Bell, Bryman and Harley, 2022). Closed Likert items were used to consistently measure the four constructs and the multiple-response question and open comments provided context but were not extensive. This was done on purpose to minimize respondent fatigue and drop-out in busy hospitality employees' online surveys (Veal, 2011).
[bookmark: _Toc240889977]3.8 Population and Sampling
The target population comprised employees of UK tourism and hospitality organisations, with particular emphasis on the food and beverage sub-sectors (restaurants, bars and pubs), hotels and events, which accounted for the bulk of the sample and represented the frontline, customer-facing jobs at the heart of the study. A non-probability approach combining purposive and snowball sampling was used. Purposive sampling was appropriate because participants had to meet specific criteria, namely working in the UK hospitality industry and being aged 18 or over, while snowball sampling was used as initial respondents were asked to recommend others who met the study’s requirements (Bell, Bryman and Harley, 2022). The survey was distributed online, primarily through LinkedIn and hospitality-industry groups, which provided an efficient and cost-effective way to reach a geographically dispersed group of employees, albeit with a bias towards more digitally active employees. Data were gathered over about six and a half weeks, between 1 July and 15 August 2026. A total of 209 responses were received. These were then screened for eligibility and data quality: 22 respondents indicated that they were not currently employed in the sector; 23 gave identical answers to every rating item, a sign of careless responding; and a further 5 multivariate outliers were removed, resulting in 159 valid responses (Tabachnick and Fidell, 2019). The eligibility screening question at the beginning of the questionnaire was used to ensure that respondents were working in the sector at the time of the survey, and the response profile is presented in full in Chapter Four. The 159 observations in the analytic sample were sufficient for descriptive, comparative and regression analysis, according to the guideline of ten to fifteen observations per predictor for a three-predictor regression (Hair et al., 2010).
The non-probability nature of the sampling approach is acknowledged as a deliberate trade-off. Probability sampling of the UK hospitality sector would have been impracticable within the confines of a master’s dissertation, since there is no definitive list of the population from which a sample could be drawn. Purposive and snowball sampling were effective for reaching eligible respondents, but did not ensure representativeness, because people contacted through professional digital networks may not be representative of the broader workforce. This limitation is revisited in the interpretation of the results and in the conclusion.
[bookmark: _Toc240889978]3.9 Data Analysis
All data were analysed using IBM SPSS Statistics (version 27). Responses were exported from Microsoft Forms and prepared for analysis. Each variable was then coded numerically, with the five-point Likert responses ranging from one to five and the other categorical variables entered as numbered categories with descriptive value labels; in the Variable View, each variable was assigned the appropriate measurement level (scale for the Likert and composite variables, ordinal for ranked categories such as age and length of service, and nominal for unordered categories such as gender and sub-sector). The data were also examined for completeness and any obvious errors were corrected before analysis, so that the results are based on clean, correctly specified data (Hair et al., 2010).
The analysis followed a clear sequence. First, frequency analysis (Analyze → Descriptive Statistics → Frequencies) described the sample, and descriptive statistics (Analyze → Descriptive Statistics → Descriptives) summarised the four construct scores. Second, the internal consistency of each multi-item scale was examined using Cronbach’s alpha (Analyze → Scale → Reliability Analysis), with values of 0.70 or higher considered acceptable (Hair et al., 2010). Each scale was then combined into a composite (mean) score for use in the subsequent analysis.
Third, Pearson correlation (Analyze → Correlate → Bivariate) was used to assess the strength and direction of the relationships among the constructs. Finally, and most importantly, multiple linear regression (Analyze → Regression → Linear) was conducted to determine whether DEI perceptions, perceived inclusion and inclusive leadership together predicted job satisfaction, and to provide the R-squared statistic and collinearity diagnostics (tolerance and VIF). A one-way ANOVA (Analyze → Compare Means → One-Way ANOVA) was then used to compare job satisfaction by job level, and a chi-square test of independence (Analyze → Descriptive Statistics → Crosstabs) was used to explore the relationship between job level and diversity training. Results are presented in tables and charts – a bar chart for the demographic profile, a scatterplot to check the regression assumptions, and a means plot for the group comparison – so that they are clear and easily understood.
Microsoft Excel was used alongside SPSS for the initial organisation and cleaning of the exported data, with SPSS used for all statistical testing and for producing the charts and supporting summaries reported in Chapter Four. Presenting the results both numerically and graphically was a deliberate decision, taken to ensure that they are transparent and accessible to readers who may not be specialists in statistics, in line with good practice on the clear communication of quantitative results (Saunders, Lewis and Thornhill, 2023).
The analytical procedures followed standard guidance for quantitative research and for the use of SPSS (Field, 2018; Pallant, 2020; Creswell and Creswell, 2018), with thresholds for reliability, multicollinearity, outlier screening and effect size drawn from established sources (Nunnally and Bernstein, 1994; Tabachnick and Fidell, 2019; Cohen, 1988). Single-source, self-reported data posed a risk of common method bias, which was addressed and reduced by using anonymous and neutrally worded items (Podsakoff et al., 2003).
[bookmark: _Toc240889979]3.10 Reliability and Validity
Reliability refers to the consistency of a measure – whether it produces the same result on repeated use – and validity refers to whether it actually measures what it claims to measure (Saunders, Lewis and Thornhill, 2023). Both matter equally, since only findings supported by reliable and meaningful measures can be trusted. Reliability was supported by using established scales and was tested statistically against the 0.70 threshold applied by Hair et al. (2010). Content and construct validity were supported by adapting previously validated scales and piloting the instrument before distribution.
Two limitations should be acknowledged. First, although the 159 analysable responses were deemed sufficient, the sample is small relative to the very large number of hospitality employees in the UK, so the results are limited in their representativeness and cannot be generalised to the sector as a whole. Second, because the data were self-reported and gathered through the researcher’s connections, there is a possibility of bias, both in the researcher’s selection of participants and in socially desirable responding. These risks were minimised through the anonymity of the survey, neutral question wording and the use of conventional, transparent data-analysis procedures; they cannot be eliminated, and are acknowledged here in the interests of transparency.
[bookmark: _Toc240889980]3.11 Research Ethics
Research ethics matter because research must benefit knowledge while protecting those who take part; otherwise harm can be done and the credibility of the findings compromised (Saunders, Lewis and Thornhill, 2023). Before any data were collected, ethical approval was granted for this study in accordance with the University of Wales Trinity Saint David’s ethics application (PG2) form, and the study was conducted in line with the University’s Research Ethics and Integrity Code of Practice. Participation was not compulsory, and informed consent was obtained through a clear information statement at the start of the questionnaire, which explained the purpose of the study and confirmed that continuing to answer indicated ongoing consent. No personally identifying information was gathered, so responses were anonymous, and all data were kept securely on password-protected University systems in accordance with the Data Protection Act 2018. A copy of the approved ethics form is included in the appendices.


[bookmark: _Toc240889981]3.12 Summary
This chapter has justified a positivist, deductive, mono-method quantitative methodology, applied through a cross-sectional online survey of UK hospitality workers that yielded 159 analysable responses after screening, which were then analysed using descriptive statistics, reliability analysis, correlation, multiple regression, ANOVA and chi-square tests in IBM SPSS Statistics. It has described the measurement of the constructs, the sampling process, the reliability and validity of the measures, and the ethical considerations. The results are presented in the following chapter.
[bookmark: _Toc240889982]Chapter Four: Data Analysis and Findings
[bookmark: _Toc240889983]4.1 Introduction
The results from the primary survey data are presented in this chapter, which is divided into two parts. The first (Sections 4.2 to 4.11) presents the results in tables and figures, as outlined in Chapter Three: data screening and descriptive profiling, reliability, correlation, multiple regression, a group comparison, a test of association and comparisons across respondent types. The second (Section 4.12) critically reviews these results in the context of the literature, the theoretical framework and the aims of the study. IBM SPSS Statistics (version 27) was used for all analyses.
[bookmark: _Toc240889984]4.2 Data Screening and Response Profile
A total of 209 responses were received and screened at three stages. First, 22 respondents who indicated on the screening question that they were not currently working in a hospitality role in the UK were excluded as ineligible, leaving 187. Second, 23 respondents were removed for giving the same answer to every one of the sixteen rating items, a recognised check for careless responding, leaving 164. Third, a further 5 multivariate outliers were identified by a Mahalanobis distance test (p < .001) and removed. This produced a final analytic sample of 159 valid responses, used throughout this chapter. Ethnic background was an optional question, and the three respondents who did not report it are treated as missing only for that variable.
[bookmark: _Toc240889985]4.3 Demographic Profile of Respondents
The composition of the sample was described using frequency analysis. The demographic profile is summarised in Tables 4.1 to 4.7 and the accompanying charts.
Table 4.1: Gender of respondents
	Gender
	Frequency
	Percent

	Male
	99
	62.3

	Female
	48
	30.2

	Non-binary
	5
	3.1

	Prefer not to say
	7
	4.4

	Total
	159
	100.0
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Figure 4.1: Gender of respondents
The majority of the sample were male (62.3%), followed by female (30.2%), with small proportions non-binary (3.1%) or preferring not to say (4.4%).
Table 4.2: Age group of respondents
	Age group
	Frequency
	Percent

	18–29
	61
	38.4

	30–39
	58
	36.5

	40–49
	33
	20.8

	50–59
	3
	1.9

	60 and above
	4
	2.5

	Total
	159
	100.0
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Figure 4.2: Age group of respondents
The age distribution was skewed towards younger employees, with approximately 75% aged under 40. This is in line with the recruitment strategy outlined in Chapter Three, where the survey was advertised on professional digital networks that tend to reach a younger, digitally active cohort (Baum et al., 2016); it is therefore not interpreted as a reflection of the sector as a whole.
Table 4.3: Employment type
	Employment type
	Frequency
	Percent

	Full-time
	57
	35.8

	Part-time
	86
	54.1

	Seasonal or Casual
	16
	10.1

	Total
	159
	100.0
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Figure 4.3: Employment type
Table 4.4: Job level
	Job level
	Frequency
	Percent

	Frontline staff
	42
	26.4

	Supervisory staff
	75
	47.2

	Managerial staff
	42
	26.4

	Total
	159
	100.0
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Figure 4.4: Job level
The hospitality sector was also a flexible one with the majority of respondents working part-time (54.1%) and approximately half holding a supervisory position (47.2%). Frontline (26.4%) and managerial (26.4%) workers represented about a quarter of the sample each.
Table 4.5: Length of service
	Length of service
	Frequency
	Percent

	Less than 6 months
	25
	15.7

	6 months to 2 years
	59
	37.1

	2 to 5 years
	48
	30.2

	5 to 10 years
	16
	10.1

	More than 10 years
	11
	6.9

	Total
	159
	100.0
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Figure 4.5: Length of service
Table 4.6: Ethnic background
	Ethnic background
	Frequency
	Valid percent

	White
	31
	15.1

	Asian / Asian British
	74
	36.1

	Black / Black British
	48
	23.4

	Mixed / Multiple
	28
	13.7

	Other
	17
	8.3

	Prefer not to say
	7
	3.4

	Total (valid)
	205
	100.0

	Missing
	4
	–
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Figure 4.6: Ethnic background
The sample was ethnically diverse with the highest percentage identifying as Asian or Asian British (38.5% of valid responses), 27.6% identifying as Black or Black British, 16.0% identifying as Mixed or Multiple, and 11.5% as White. This diversity is similar to that of the workforce on the front lines of hospitality service (Robinson et al., 2019).
Table 4.7: Hospitality sub-sector
	Sub-sector
	Frequency
	Percent

	Hotels / Accommodation
	26
	16.4

	Restaurants / Food service
	55
	34.6

	Bars / Pubs
	30
	18.9

	Events / Catering
	24
	15.1

	Travel / Tourism services
	12
	7.5

	Other
	12
	7.5

	Total
	159
	100.0
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Figure 4.7: Hospitality sub-sector
Most respondents worked in restaurants and food service (34.6%), followed by bars and pubs (18.9%) and hotels and accommodation (16.4%).
Taken as a whole, the sample describes a relatively younger, ethnically diverse, part-time workforce, weighted towards supervisory roles and drawn mainly from the restaurant, bar and hotel sub-sectors. This profile broadly aligns with the frontline hospitality workforce described in the literature (Baum et al., 2016; Robinson et al., 2019), although the concentration of younger and more senior respondents reflects the digital recruitment channel and limits how far the results generalise to the sector as a whole.
The demographic profile is itself informative. The sample was predominantly male (62.3%), whereas the broader hospitality sector is dominated by women, who make up approximately 60% of the workforce yet are underrepresented in the supervisory and managerial positions well represented in this sample (Kokkranikal et al., 2024; Russen, Dawson and Madera, 2021). This is not a reflection of the frontline composition of the sector but a result of the LinkedIn recruitment channel and men’s over-representation in the senior roles sampled, and it should be borne in mind when generalising. The sample was also concentrated among younger (around 75% aged under 40) and part-time (54.1%) employees, reflecting the youthful, flexible nature of the workforce (Baum et al., 2016; Robinson et al., 2019). As Section 4.11 shows, younger workers rated DEI provision significantly less favourably, which matters when interpreting the high mean scores below.
[bookmark: _Toc240889986]4.4 DEI Actions Reported by Respondents
Respondents were asked to select all the DEI actions their organisation currently provides. The most commonly reported were mentoring or career development (64.2%) and employee networks (63.5%), followed by a written DEI policy (50.9%) and a discrimination-reporting route (46.5%). Flexible working and diversity training were each reported by around a quarter, while a minority reported none (7.5%) or were unsure (17.0%), suggesting that although many organisations have some provision, awareness of the specific measures in place is uneven.
Table 4.8: DEI actions reported (multiple response, n = 159)
	DEI action provided
	Respondents
	Percent

	Mentoring / career development
	102
	64.2

	Employee networks or support groups
	101
	63.5

	Written DEI or equality policy
	81
	50.9

	Discrimination reporting route
	74
	46.5

	Flexible working arrangements
	45
	28.3

	Diversity or inclusion training
	37
	23.3

	Not sure
	27
	17.0

	None of the above
	12
	7.5


[bookmark: _Toc240889987]4.5 Reliability of Measurement Scales
Before composite scores were introduced, the internal consistency of each four-item scale was evaluated using Cronbach’s alpha. As shown in Table 4.9, all four scales exceeded the 0.70 threshold by a wide margin (Hair et al., 2010), indicating excellent reliability, and no scale would have been improved by deleting an item. The composite (mean) scores were therefore deemed appropriate for the analysis that follows.
Table 4.9: Reliability of measurement scales
	Construct (items)
	No. of items
	Cronbach's alpha

	DEI perceptions (C2–C5)
	4
	.894

	Perceived inclusion (D1–D4)
	4
	.906

	Inclusive leadership (E1–E4)
	4
	.921

	Job satisfaction (F1–F4)
	4
	.916


[bookmark: _Toc240889988]4.6 Descriptive Statistics of the Constructs
Table 4.10 reports the descriptive statistics for the four composite scores. The mean scores were all above the mid-point of the five-point scale, with DEI perceptions the highest (M = 4.19) and perceived inclusion the lowest (M = 3.95). Each of the four distributions was negatively skewed, with responses falling towards the more positive (higher) end of the scale. This mild ceiling tendency is noted as a feature of the data and reiterated in the limitations.
The relatively high mean scores are themselves informative. Overall, they suggest broadly positive attitudes among the employees who responded towards their organisations’ DEI provision, their own inclusion, their managers and their jobs. This may partly reflect the profile of those who chose to respond, but it also suggests that dissatisfaction in this sample is concentrated among a minority, and the analysis below helps to highlight where it is most likely to be found, most notably among frontline staff.
Table 4.10: Descriptive statistics for the composite scores (n = 159)
	Construct
	Mean
	SD
	Skewness
	Kurtosis

	DEI perceptions
	4.19
	0.80
	−2.42
	5.50

	Perceived inclusion
	3.95
	0.90
	−1.36
	1.05

	Inclusive leadership
	4.02
	0.95
	−1.68
	1.84

	Job satisfaction
	4.01
	0.93
	−1.56
	1.59


Figures 4.8 to 4.11 present the distribution of each composite score. In every case the responses cluster towards the upper end of the scale, with a tail extending towards lower values, confirming the negative skew reported above. This mild ceiling pattern is common in self-report attitude data and is noted again among the limitations.
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Figure 4.8: Distribution of the DEI perceptions composite
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Figure 4.9: Distribution of the perceived inclusion composite
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Figure 4.10: Distribution of the inclusive leadership composite
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Figure 4.11: Distribution of the job satisfaction composite
[bookmark: _Toc240889989]4.7 Correlation Analysis
Pearson correlations were computed to explore the relationships between the four constructs (Table 4.11). Each correlation was positive, strong and statistically significant (p < .001). Job satisfaction was most strongly correlated with inclusive leadership (r = .849), followed by perceived inclusion (r = .752) and DEI perceptions (r = .726). The predictors were also highly correlated with one another (r = .683 to .778), which is examined further through the collinearity diagnostics in the regression below.
Table 4.11: Correlation matrix (Pearson r, n = 159)
	
	DEI
	Inclusion
	Leadership
	Satisfaction

	DEI
	1
	
	
	

	Inclusion
	.683**
	1
	
	

	Leadership
	.771**
	.778**
	1
	

	Satisfaction
	.726**
	.752**
	.849**
	1


** Correlation is significant at the 0.01 level (2-tailed).
The strong, positive correlations provide initial support for the hypotheses and suggest that employees who perceive stronger DEI provision, greater inclusion and more inclusive leadership also tend to report higher job satisfaction. The particularly strong correlation between inclusive leadership and job satisfaction (r = .849) foreshadows the regression result below. The high inter-correlations among the three predictors are to be expected, given the conceptual relationships between inclusive leadership, felt inclusion and perceptions of DEI provision.
[bookmark: _Toc240889990]4.8 Multiple Regression Analysis
Multiple linear regression was conducted to test if DEI perceptions and perceived inclusion and inclusive leadership as a combination predicts job satisfaction. The results of the model are significant, F(3, 155) = 153.83, p < .001, and produced a strong model of the variance in job satisfaction, R² = .749, adjusted R² = .744, accounting for approximately 75% of the differences in job satisfaction between respondents (Table 4.12).
Table 4.12: Regression model summary and ANOVA
	Statistic
	Value

	R
	.865

	R²
	.749

	Adjusted R²
	.744

	Std. error of the estimate
	.472

	F (3, 155)
	153.83

	Sig. (p)
	< .001


All three predictors contributed positively and significantly as shown in Table 4.13. Inclusive leadership was the strongest predictor (β = .585, p < .001), followed by perceived inclusion (β = .203, p = .002) and DEI perceptions (β = .137, p = .036). Collinearity diagnostics was satisfactory, with all VIF values below five (2.6 to 3.5), and tolerance values exceeding 0.20, which means that the predictors are correlated but not at a level that would be a problem for the model (Hair et al., 2010).
Table 4.13: Regression coefficients (dependent variable: job satisfaction)
	Predictor
	B
	Std. error
	β
	t
	Sig.
	VIF

	(Constant)
	.200
	.205
	–
	0.976
	.330
	–

	DEI perceptions
	.160
	.075
	.137
	2.119
	.036
	2.57

	Perceived inclusion
	.209
	.068
	.203
	3.093
	.002
	2.65

	Inclusive leadership
	.575
	.074
	.585
	7.790
	< .001
	3.48


The scatterplot of the standardised residuals against the standardised predicted values (Figure 4.12) demonstrated a fairly even distribution of the points around zero with no particular trend, as expected if the model is linear and variances are constant, although a few cases with large residuals were identified, as described above.
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Figure 4.12: Scatterplot of standardised residuals (regression)
These results support all three hypotheses: DEI perceptions (H1), perceived inclusion (H2) and inclusive leadership (H3) each positively and significantly predicted job satisfaction, with inclusive leadership the most influential. This is in line with research that suggests that managers’ everyday behaviors, such as their approachability, listening and valuing employees, can drive felt inclusion, not just policy-based DEI initiatives (Carmeli, Reiter-Palmon and Ziv, 2010; Kim et al., 2024). Perceived inclusion as an independent pathway to positive outcomes not just a result of diversity policy confirms that inclusion is a distinct pathway to positive outcomes, rather than merely a by-product of diversity policy (Nishii, 2013; Song et al., 2024). The pattern is clear from social exchange theory: When employees feel that they are being treated fairly and equitably and leaders are treating them well, they respond positively with more positive attitudes (Blau, 1964).
In terms of practical significance, the explanatory power of the model is noteworthy. With an R² of .749, about three-quarters of the variation in satisfaction of these employees is explained by their perception of DEI and inclusion and leadership. This result is not unique to compensation but indicates that the emotional sense of belonging and of being a leader is a significant, not insignificant, factor in satisfaction for this sample and should be considered to be a factor that can be changed.
[bookmark: _Toc240889991]4.9 Job Satisfaction by Job Level (ANOVA)
The one-way ANOVA was used to determine if there was any significant difference in satisfaction with the job between the three job levels. There was a statistically significant difference between groups, F(2, 156) = 5.28, p = .006 (Table 4.14). Frontline staff reported the lowest level of job satisfaction (M = 3.62) while supervisory staff (M = 4.15) and managerial staff (M = 4.15) reported higher levels of satisfaction, but not very different from one another (Figure 4.13). A Tukey post hoc test confirmed that those working in the frontline were significantly less satisfied than those working in supervisory or managerial positions (p = .008 and p = .022 respectively). There was no significant difference between the satisfaction of the supervisory and managerial (p = 1.000).
Table 4.14: Job satisfaction by job level (one-way ANOVA)
	Job level
	n
	Mean
	SD

	Frontline staff
	42
	3.62
	1.19

	Supervisory staff
	75
	4.15
	0.78

	Managerial staff
	42
	4.15
	0.79

	Total
	159
	4.01
	0.93


ANOVA: F(2, 156) = 5.28, p = .006.
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Figure 4.13: Mean job satisfaction by job level
This means that the most frontline workers are also the least satisfied group of workers, and the impact on turnover is clear (Dorta-Afonso et al., 2020). This lower satisfaction occurs at the frontline of the sector, where much of the diversity is also found (Robinson et al., 2019), meaning in those areas where DEI and inclusive leadership efforts are most needed. This discovery reinforces the message of the regression: the opportunity to increase the satisfaction and retention of frontline workers is likely to be the biggest through their supervisors' experience of inclusion (CIPD 2021).
The association between job level and diversity training was not statistically significant.Job level and diversity training were not significantly associated.
[bookmark: _Toc240889992]4.10 Association Between Job Level and Diversity Training
A chi-square test of independence was used to determine if diversity training was provided across job levels (Table 4.15). There were not significant differences in proportions reporting training by job level, either between frontline and supervisory staff (26.2% each, χ²(2) = 1.70, p = .428) or between frontline and managerial staff (26.2% each, χ²(2) = 1.00, p = .605). Thus, no significant differences in access to diversity training across levels of job position were found within this sample.
While this specific association is not important, in light of the above finding that frontline staff were not the most satisfied, the following pattern is noteworthy: that other groups reported more access to training than frontline staff. It implies that the lack of formal training provision may not be a driving factor in explaining the lower satisfaction of frontline employees, but rather the quality of inclusion and leadership in day-to-day work. It further suggests that the quality of daily inclusion and leadership may explain the lower satisfaction of frontline employees as evidenced by the results of the regression analysis.
Table 4.15: Job level by provision of diversity training
	Job level
	Training provided
	Not provided
	Total

	Frontline staff
	11 (26.2%)
	31
	42

	Supervisory staff
	15 (20.0%)
	60
	75

	Managerial staff
	11 (26.2%)
	31
	42

	Total
	37
	122
	159


Chi-square: χ²(2) = 0.85, p = .654.
[bookmark: _Toc240889993]4.11 Group Differences by Respondent Type
One way ANOVA was used to explore the difference in perceptions among each of the four composite scores across gender, age group, hospitality sub-sector and employment type to determine if there was a difference. The results are summarized in table 4.17 and only the statistically significant differences are discussed below.
Table 4.17: Differences in construct scores by respondent type (one-way ANOVA, N = 159)
	Grouping
	DEI perceptions
	Perceived inclusion
	Inclusive leadership
	Job satisfaction

	Gender (M/F/Other)
	F(2,156)=1.43, p=.242
	F(2,156)=0.24, p=.789
	F(2,156)=1.46, p=.235
	F(2,156)=0.56, p=.574

	Age group
	F(4,154)=3.44, p=.010*
	F(4,154)=0.75, p=.558
	F(4,154)=1.56, p=.189
	F(4,154)=1.93, p=.108

	Sub-sector
	F(5,153)=2.99, p=.013*
	F(5,153)=3.23, p=.008*
	F(5,153)=1.56, p=.175
	F(5,153)=2.12, p=.066

	Employment type
	F(2,156)=1.12, p=.328
	F(2,156)=0.98, p=.378
	F(2,156)=1.25, p=.289
	F(2,156)=0.05, p=.956


* significant at p < .05.
There are three patterns of interest. First, we found that there were no significant gender difference on any construct between male and female respondents and other respondents regarding their DEI perceptions, inclusion, leadership and satisfaction. This is significant because of the male-dominated sample and literature that focuses on gendered inequality (Kokkranikal et al., 2024) and the felt experience of inclusion was equal across gender for these respondents, although representation in senior roles may have been different. Second, perceptions of DEI provision differed by age (p = .010): younger workers (18–29) rated provision less favourably than those aged at or over 30 years (M = 4.33–4.50; Figure 4.14), which aligns with findings that younger generations feel the employer's DEI initiatives are being reviewed more critically (Madera, Manoharan and Singal, 2023). Third, perceptions of DEI and perceived inclusion were significantly different across sub-sector (p = .013 for perceptions of DEI and p = .008 for perceived inclusion); however, perceived inclusion was not significantly different across any sub-sector grouping, and inclusive leadership was not significantly different across sub-sector groupings, suggesting it had a strong effect across all sub-sector groupings.
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Figure 4.14: Mean DEI perceptions by age group (younger employees rate DEI provision less favourably).
[bookmark: _Toc240889994]4.12 Discussion and Critique of Findings
The statistical results were given in the previous sections, which are now summarized and critically evaluated in the light of literature, the theoretical framework and the aims of the research. Overall, the findings give an understandable and theoretically supported explanation of the impact of inclusion on job satisfaction in hospitality in the UK and fulfil all the objectives of the study.
The first goal was to explore the relationship between DEI perceptions and job satisfaction. The results confirmed the hypothesized H1, as perceptions of DEI significantly and positively predicted satisfaction (β = .137, p = .036). This is consistent with social exchange theory (Blau, 1964; Cropanzano and Mitchell, 2005): employees' reciprocation to positive attitudes toward fair and inclusive treatment. It also reveals that satisfaction is not merely about meeting the legal minimums of the Equality Act 2010; satisfying people is achieved only when DEI is seen as authentic and is applied systematically (Nishii, 2013; Mor Barak, Luria and Brimhall, 2022). The modest weight of DEI perceptions compared to leadership indicates that formal provision has less impact than how inclusion is being put into practice on a day-to-day basis.
The second goal was to focus on perceived inclusion and inclusive leadership. Both significantly predicted satisfaction (inclusion β = .203, p = .002; leadership β = .585, p < .001) supporting H2 and H3, and the study's core variable, the inclusion variable, was the strongest predictor, with leadership the strongest predictor, the mechanism most closely related to outcomes. This is in line with the literature, where inclusive leaders build psychological safety and belonging that create the conditions for formal DEI to feel like inclusion (Carmeli, Reiter-Palmon and Ziv, 2010; Edmondson, 1999; Baumeister and Leary, 1995; Kim et al., 2024). This dominance of leadership reflects the fact that employee's immediate manager is the prime source of contact with the organisation (Korkmaz et al., 2022; Nishii and Leroy, 2022) and this is the reason why this construct was the one that did not differ between the groups of respondents.
The third was to test the joint predictive power of the three constructs. When combined, they accounted for 75% of the variance in job satisfaction (R² = .749), a significant number that suggests that the felt experience of DEI, inclusion and leadership is a key, if not primary, factor in job satisfaction. The study directly addresses the integration gap suggested in recent reviews (Liu et al., 2025), and the gap to investigate inclusion as it is experienced by employees and not as it is declared as policy (Nishii, 2013).
Generally high mean scores (all with a value greater than 3.8 on a five point scale) require interpretation rather than being reported as is. They are in part dependent on the profile of the respondents (a digitally engaged, relatively older, self-selected sample) and on a relatively mild positive response tendency shared in self-report data (Podsakoff et al., 2003). When reading along with the group comparisons, however, there are noteworthy differences in the averages, with lower perceptions of DEI and satisfaction focused among frontline and younger workers. It is important to know, therefore, the value of the analysis is to pinpoint the areas where the felt sense of inclusion is the weakest, and therefore where managerial attention will need to be focused.
The results of a disparity in satisfaction between frontline and supervisory and managerial staff, and between younger and older employees, can be interpreted through motivation theory and the context of the sector. According to Herzberg's two-factor theory (Herzberg, Mausner and Snyderman, 1959) and Maslow's hierarchy of needs (Maslow, 1943), when higher-order needs for recognition and belonging are not satisfied, even when the basic conditions are satisfied, satisfaction will suffer, as in precarious front line jobs (Robinson et al., 2019). Frontline jobs are the largest and are most vulnerable to turnover (Park and Min, 2020), so it is likely that inclusive leadership and a true sense of inclusion will have the greatest impact on these positions, and sub-sector differences indicate that DEI is not felt uniformly across the industry.
Reviewing the various sections of the questionnaire in turn – the DEI actions reported, DEI perceptions, perceived inclusion, inclusive leadership and job satisfaction, and the demographic and group comparisons – the analysis has addressed all of the study’s research objectives and both research questions. The theme is that the benefits of DEI for employees are not about the policies, it's about the inclusion in practice, most importantly through frontline leadership. These findings have been used to draw conclusions and make recommendations in Chapter Five.
[bookmark: _Toc240889995]4.13 Summary of Findings
Analysis yielded consistent and clear results. The four scales were highly reliable and the three predictors were significantly and positively related with satisfaction. All three predictors were significant with inclusive leadership being most significant and the regression model explained approximately 75% of the variance in satisfaction; all three hypotheses were supported; (Table 4.16). There was a significant difference between the satisfaction of frontline and supervisory/managerial staff, with the latter being more satisfied, but no significant difference was found between the provision of diversity training by job level. The findings are discussed in Chapter Five.
Table 4.16: Summary of hypothesis testing
	Hypothesis
	Result

	H1: DEI perceptions positively predict job satisfaction
	Supported (β = .137, p = .036)

	H2: Perceived inclusion positively predicts job satisfaction
	Supported (β = .203, p = .002)

	H3: Inclusive leadership positively predicts job satisfaction
	Supported (β = .585, p < .001)


[bookmark: _Toc240889996]Chapter Five: Conclusions and Recommendations
[bookmark: _Toc240889997]5.1 Introduction
In this final chapter, the results of the study are summarised and their significance and implications are discussed. It starts with a summary of the key findings in the context of the research questions and goals set in Chapter One. It then discusses the implications of findings based on the literature and recommends some practical suggestions for the hospitality organisations, and the contribution of the study. The chapter ends with a discussion of the study's shortcomings and suggestions for future research as well as some concluding thoughts.
[bookmark: _Toc240889998]5.2 Summary of Key Findings
The purpose of this study is to investigate the relationship between employee perceptions of DEI initiatives, perceived inclusion and inclusive leadership and employee job satisfaction in the UK tourism and hospitality sector. The results in IBM SPSS Statistics were clear and consistent after analysing the responses that were provided in the survey (159). The measurement scales were very reliable and all three predictors were positively and strongly correlated with job satisfaction. The overall regression model was highly significant (R²=0.75), and all three predictors were significant in the model.
The answers to the research questions are positive. Perceptions of DEI significantly predicted satisfaction (supporting the first question and H1) as did perceived inclusion (supporting the second question and H2) and inclusive leadership (supporting the third question and H3). In addition to the hypotheses, results showed that, compared to supervisory and managerial employees, frontline employees were significantly less satisfied and that provision of diversity training was not different between these job levels. The results answered questions related to the study's aim to explore the relationship between DEI perceptions and satisfaction, the relationship between perceived inclusion, inclusive leadership and satisfaction, and the combined predictive power of the three constructs.
The results also have a definite message of awareness. While many organisations were implementing more than one measure, a significant minority reported that they did not know what specific DEI measures were being provided and/or were not providing any. This indicates that there may be a correlation between an awareness gap and the lack of action in DEI efforts as people are only able to take action if they are aware of what they are doing. The results of the pattern are clues to what organisations do and how clearly and consistently they communicate.
Taken together, the results paint a consistent picture. There are high levels of correlations between the scales and between the predictors and satisfaction, which suggests reliability of the measures, but also that all three predictors uniquely contribute when measured together. That these results are consistent across the various analyses leads to the overall finding that perceptions of DEI, perceived inclusion and inclusive leadership are all relevant to job satisfaction in the UK's hospitality sector.
[bookmark: _Toc240889999]5.3 Discussion and Conclusions
The key takeaway is that inclusion is more about the lived reality of inclusion than it is about formal DEI provision. The most significant predictor was inclusive leadership, consistent with the theory that only good formal commitments will be followed through if supported by inclusive behaviours exhibited by immediate managers (Carmeli, Reiter-Palmon and Ziv, 2010; Kim et al., 2024). Perceived inclusion is an independent pathway to positive outcomes, thereby emphasizing the importance of inclusion as a unique aspect of diversity policy beyond just its consequences (Nishii, 2013; Song et al., 2024). This aligns with social exchange theory (Blau, 1964) that states that employees who are fairly and inclusively treated return with more satisfaction.
The result of frontline workers being the least satisfied group is especially significant for the sector. Frontline staff are the largest, most stressed group in hospitality, and have the greatest demographic diversity (Robinson et al., 2019). The lower satisfaction levels signify a risk of losing these talents and are where inclusive management is most likely to make a difference. In the study, the authors found that DEI in the UK hospitality sector is not a policy issue, but a practice issue, and that the most common way this happens is through frontline leadership.
The conclusions are in line with the theoretical framework. The centrality of inclusive leadership and perceived inclusion is in line with climate for inclusion theory (Nishii, 2013) which proposes that the formal provision for inclusive leadership indirectly affects outcomes through the felt experience of employees; the direction of the relationships is consistent with social exchange theory (Blau, 1964); and the lower satisfaction of frontline staff is consistent with Herzberg (Herzberg, Mausner and Snyderman, 1959) and Maslow (1943) which suggest that the unmet needs for recognition and belonging help to depress satisfaction even when basic conditions are met.
[bookmark: _Toc240890000]5.4 Recommendations for Practice
The results lead to some practical recommendations. First, inclusive leadership demonstrated the greatest association with satisfaction, suggesting that fostering inclusive behaviours at the frontline and supervisory level – as opposed to having a written policy alone – should be a priority, as this can be done through training, coaching and expectations. Second, as felt inclusion was an important factor of satisfaction on its own, organisations should pay attention to the day to day experience of working there, actively listening and responding to employee voice, recognising employee achievements and ensuring that the day-to-day treatment reflects the commitment expressed.
Third, as the third group reported the lowest satisfaction, this group should be targeted specifically including making sure inclusion initiatives reach frontline staff and are not limited to supervisory and managerial levels. Fourth, given that in some instances the respondents were not aware of the specific measures that an organisation was taking in relation to DEI, organisations should make their DEI provision more visible, enabling employees to know what is available for their support. Together and separately they should enhance satisfaction and therefore help to retain the workforce in a sector that has been plagued by a long labour shortage (CIPD, 2021).
Lastly, organisations should not see measurement as a one-off, but an ongoing measurement process. Employee perceptions of inclusion and leadership may be gathered on a regular basis, anonymously gathered, and then acted upon in a way that is clearly visible to all employees, which would enable the employer to detect issues early and focus their efforts accordingly. The least contented and most diverse group is frontline staff, so breaking down such measurement by role level would be more effective to focus inclusion efforts on those levels of staff where satisfaction is lower, not those where it is higher.
Managers may also be given incentives for inclusive behaviour, for example, by organisations recognizing and rewarding inclusive behaviour as part of their job evaluation and promotion process. Inclusive leadership as a metric turned out to be the most important predictor of satisfaction, therefore making it a part of the selection, development and retention of managers would help it become a routine expectation instead of an optional quality, and would align the incentive to managers with the outcomes sought by the organisation.


Lessons from overseas practice
A significant proportion of the evidence of what works in DEI in the hospitality sector is from outside the UK, meaning employers can find good and bad examples of DEI practice elsewhere. Some of the most common examples of good practice can be found in large international hotel chains, where some are linking leaders' pay and career progression to certain DEI metrics and have employee resource groups (ERGs) and mentoring programmes (American Hotel and Lodging Association Foundation, 2023; Manoharan, Madera and Singal, 2024). The implications of this research for these connect to the implications from this study: accountability for inclusive behaviour highlights the importance of inclusive leadership, and mentoring and networks speak to the felt aspects of inclusion and to the progression barriers experienced by women and frontline staff (Dashper, 2020; Kalargyrou and Volis, 2014). Something that is missing from the UK at present, in terms of leadership diversity, could be implemented by employers in the UK.
International experience can also provide lessons learned for cautionary and worst practice. First, the recent backlash against DEI in the United States, which has seen many companies remove their public DEI commitments, illustrates the fragility of commitments when they are not built into the everyday management, and how they can be rescinded. This is representative of the studies main finding that symbolic policy will likely have less staying power than inclusion through regular day-to-day management. Second, the wider literature has also shown ‘diversity without inclusion': where organisations have more diversity but not different experiences for members and, therefore, do not reap the benefits of diversity (Nishii, 2013; Roberson, 2006; Mor Barak, Luria and Brimhall, 2022). The government, therefore, urges UK employers to implement representation targets as a first step, not a final goal.
Theory-based recommendations
Recommendations may also be based on the theoretical framework of the study. Social exchange theory (Blau, 1964; Cropanzano and Mitchell, 2005) suggests that employees' reciprocation to fair and inclusive treatment occurs more readily when such treatment is consistently provided rather than on a sporadic basis. According to the theory of climate for inclusion (Nishii, 2013), the felt inclusion needs to be measured rather than assumed; then it needs to be acted. Herzberg's two factor theory (Herzberg et al., 1959) and Maslow's hierarchy (Maslow, 1943) suggest that the workplace ought to be concerned with ‘motivators’ like recognition and belonging and ‘hygiene’ factors like fair pay: the latter were found to be most closely associated with satisfaction, specifically amongst the frontline and younger employees.
[bookmark: _Toc240890001]5.5 Contribution of the Study
The study is a modest but meaningful contribution. It is conceptual, theoretically, as it offers rare UK hospitality evidence of the relationship between DEI perceptions, perceived inclusion and inclusive leadership and their prediction of job satisfaction, building on the idea that inclusion should be measured as perceived by employees (Nishii, 2013) and recent empirical research (Liu et al, 2025). In practice it provides the evidence to hospitality managers on where they should invest limited resources - into daily inclusive leadership, but also into the sense of inclusion, not just policy.
The study is also practically and methodologically valuable as an illustration of how sound and meaningful evidence can be provided on DEI and employee outcomes through the use of a clear, easy-to-understand conceptual framework, and commonly available software and scales. It has gone to great lengths to carefully screen the data, test the reliability of the scales and present the analysis openly, making it a model for other practitioners for use and making it a model for student researchers. It's important this is accessible as it reduces the barriers for the hospitality industry which is largely made up of small to medium-sized organisations to engage in evidence-informed DEI practice.
The results also have implications for policy-makers and sector organisations who are interested in the quality of the hospitality industry's occupations. The study highlights the significance of the informal nature of the job, and the need to focus on how jobs are managed at the frontline, which is where the majority of employee experience takes place and is likely to be where the most gains in satisfaction and retention can be realised if the sector is to enhance the quality of jobs.
[bookmark: _Toc240890002]5.6 Limitations of the Study
The results must be considered in the context of some restrictions. It cannot be causally concluded because of the cross-sectional design, as it is still possible that more satisfied employees have a more positive view on their organisations. All information is self reported, and comes from the same source, therefore there is potential for common method bias; the distribution is slightly negatively skewed, indicating a possible response bias. The sample size of 159 is small compared to the UK's hospitality sector, and being a non-probability sample sourced via professional digital channels may be skewed towards younger, more connected and more senior staff. Results are therefore to be interpreted as a reflection of the respondents and not the sector as a whole.
Another constraint relates to measuring DEI provision. Respondents responded without reference to documents, and therefore, the actions they cited may not have been all implemented or some may have been under-reported. Furthermore, the responses tend to be skewed toward the positive end of the rating scales, which is not unusual in surveys, but could have limited the range that could be analyzed. The general conclusions are coherent, robust, and theoretically sound, although these caveats should be noted and highlight the need for cautious interpretation and replication with larger and more representative samples.
[bookmark: _Toc240890003]5.7 Recommendations for Future Research
The restrictions indicate possible avenues for further research. The causal direction of the relationships between inclusion, leadership and satisfaction would be furthered by a longitudinal study. A bigger, random sample would provide more representativeness and generalizability. Qualitative interviews could be used in a mixed methods approach to gain a deeper understanding of the statistical relationships and to enrich the lived experience of the relationships. Future research should also differentiate the constructs of DEI, investigate the role of perceived inclusion and inclusive leadership as mediators and/or moderators (using appropriate methods), and add other measures like turnover intention and job performance.
Further research may also benefit from comparisons between organisations of varying size and size of sector – for instance, large hotel chains might be nearer to managers and have greater resources than small, independent restaurants. Comparative work of this type would enable the generalisation of the findings of this study to a broad range of varying contexts that can be found within the hospitality industry and provide specific guidance to employers in diverse contexts.
[bookmark: _Toc240890004]5.8 Concluding Remarks
The aims of this dissertation have been to explore the links between DEI perceptions, perceived inclusion, inclusive leadership, and job satisfaction of UK tourism and hospitality employees. It identified that all three predictors positively impact satisfaction, with inclusive leadership being the top predictor, and frontline staff being the least satisfied predictor. The overall takeaway is that DEI works for employees, and that's done largely by those who interact with them directly in their day-to-day work—particularly frontline leaders. A decision and an investment in the real world, everyday inclusion is not only an ethical decision, it is a practical approach to a more satisfied and stable workforce in an industry that requires a diverse workforce, but can't keep it.
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[bookmark: _Toc240890006]Appendix A: Research Questionnaire
Participant Information and Consent
You are invited to take part in an academic research study exploring how diversity, equity and inclusion (DEI), inclusion and leadership relate to job satisfaction among employees in the UK tourism and hospitality sector. The study is conducted as part of an MBA dissertation at the University of Wales Trinity Saint David.
Taking part is entirely voluntary. The questionnaire is anonymous and confidential, takes under 10 minutes to complete, and asks no questions that could identify you. Because responses are anonymous, it will not be possible to withdraw your data once you have submitted the questionnaire. Your data will be stored securely and used only for academic purposes, in line with the Data Protection Act 2018 and GDPR. By continuing to the questions below, you confirm that you are aged 18 or over, that you have read this information, and that you consent to take part.
Section A – Eligibility
A1. Are you currently employed in a tourism or hospitality organisation in the UK, and are you aged 18 or over?   ☐ Yes    ☐ No
(If “No”, the survey ends here. Thank you for your interest.)
Section B – About You
B1. Gender:  ☐ Male   ☐ Female   ☐ Non-binary   ☐ Prefer not to say
B2. Age group:  ☐ 18–29   ☐ 30–39   ☐ 40–49   ☐ 50–59   ☐ 60 and above
B3. Employment type:  ☐ Full-time   ☐ Part-time   ☐ Seasonal or Casual
B4. Job level:  ☐ Frontline staff   ☐ Supervisory staff   ☐ Managerial staff
B5. Length of service:  ☐ Less than 6 months   ☐ 6 months to 2 years   ☐ 2 to 5 years   ☐ 5 to 10 years   ☐ More than 10 years
B6. Ethnic background (optional):  ☐ White   ☐ Asian / Asian British   ☐ Black / Black British   ☐ Mixed / Multiple   ☐ Other   ☐ Prefer not to say
B7. Which best describes your hospitality sub-sector?  ☐ Hotels / Accommodation   ☐ Restaurants / Food service   ☐ Bars / Pubs   ☐ Events / Catering   ☐ Travel / Tourism services   ☐ Other
Section C – Diversity, Equity and Inclusion (DEI)
C1. Which of the following DEI actions does your organisation currently provide? (Select all that apply.)  ☐ Diversity or inclusion training   ☐ A written DEI or equality policy   ☐ Employee networks or support groups   ☐ Mentoring or career development for underrepresented staff   ☐ A clear way to report discrimination or unfair treatment   ☐ Flexible working arrangements   ☐ None of the above   ☐ Not sure
For the following statements, please indicate your level of agreement (1 = Strongly disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly agree).
C2. My organisation has clear diversity, equity and inclusion policies.   1  2  3  4  5
C3. Recruitment and promotion in my organisation are fair and free from bias.   1  2  3  4  5
C4. My organisation provides adequate DEI training and guidance.   1  2  3  4  5
C5. My organisation’s stated DEI commitments are reflected in everyday practice.   1  2  3  4  5
Section D – Inclusion at Work
(1 = Strongly disagree … 5 = Strongly agree)
D1. I feel a sense of belonging at my workplace.   1  2  3  4  5
D2. My ideas and contributions are valued at work.   1  2  3  4  5
D3. I feel comfortable being myself at work.   1  2  3  4  5
D4. I am treated with respect by my colleagues and my organisation.   1  2  3  4  5
Section E – Your Manager (Inclusive Leadership)
(1 = Strongly disagree … 5 = Strongly agree)
E1. My immediate manager is approachable.   1  2  3  4  5
E2. My immediate manager listens to my views.   1  2  3  4  5
E3. My immediate manager actively supports inclusion.   1  2  3  4  5
E4. My immediate manager makes me feel valued.   1  2  3  4  5
Section F – Job Satisfaction
(1 = Strongly disagree … 5 = Strongly agree)
F1. Overall, I am satisfied with my job.   1  2  3  4  5
F2. I feel recognised for the work I do.   1  2  3  4  5
F3. I am satisfied with my working environment.   1  2  3  4  5
F4. I would recommend my organisation as a good place to work.   1  2  3  4  5
Section G – Final Comments
G1. Is there anything else you would like to add about DEI, inclusion or your job satisfaction? (Optional) __________________________________________
Scale sources: DEI perceptions adapted from Nishii (2013); perceived inclusion from Shore et al. (2011); inclusive leadership from Carmeli, Reiter-Palmon and Ziv (2010); job satisfaction from the short-form Minnesota Satisfaction Questionnaire (Weiss et al., 1967). Thank you for your participation.
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APPLICATION FOR ETHICAL APPROVAL – INTRODUCTORY NOTES



In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.



The University follows the OECD Frascati manual definition of research activity: 

“[C]reative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. 

As such this covers activities undertaken by:

· Members of staff (academic staff or support staff);

· Individuals holding honorary title from the University;

· Postgraduate research students;

In all of these cases ethical review is required regardless of discipline.



The individual undertaking the research activity is known as the lead researcher.



Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism. 



For most projects you will only need to complete sections in the main part of the form. A few projects will need more detailed ethical consideration and will need you to fill in sections in an appendix. At some points in this form you will be asked questions about your research in the following way:



		1

		Does your research involve <<something specific>>?

		YES

		Click to continue to appendix <<N>>

		NO

		Continue to the next section



		2

		Have you completed appendix <<N>>? 

		YES

		☐

		NO

		☐







Clicking in the appropriate box will take you to the appropriate location in the text. At the end of each appendix is a box. Clicking on this will return you to the question that originally took you to the appendix.



		

		

		

		

		





		Return to the main form







NB These clickable links will only work if you are editing the document in the desktop version of Word, not the browser version. Please download and save the form before editing it.



Guidance notes are provided as comments or as text IN GREEN throughout this form. Please ensure that the comments are removed and that the green text is replaced by your own text or removed as appropriate BEFORE submitting this form.



Please ensure that you have read the UWTSD Research Ethics and Integrity Policy and the UWTSD Research Data Management Policy BEFORE submitting this form.








APPLICATION FOR ETHICAL APPROVAL

SECTION A: About You (Lead Researcher)

		1

		Full Name:

		Md Rakibul Hasan



		2

		Tick all boxes that apply:

		Member of staff:

		☐

		Honorary research fellow:

		☐



		

		Undergraduate Student

		☐		Taught Postgraduate Student

		☒		Postgraduate Research Student

		☐

		3

		Institute/Academic Discipline/Centre:

		Business and Management 





		4

		Campus:

		UWTSD Swansea





		5

		E-mail address:

		2438287@student.uwtsd.ac.uk





		6

		Contact Telephone Number:

		+44 7466 104961



		7

		Project Title

		The Impact of Diversity, Equity and Inclusion (DEI) Initiatives on Employee Perceptions and Job Satisfaction in the UK Tourism and Hospitality Industry: A Quantitative Methods of Study.





		8

		Proposed Start Date

		May 2026



		Proposed End Date

		September 2026





		For students:



		9

		Student Number:

		2438287



		10

		Programme of Study:

		MBA Business and Management (Level 7)



		11

		Director of Studies/Supervisor:

		Kathryn FLYNN







SECTION B: Grant or Contract Funding 

		1

		Has your research been awarded, applied for, or intend to apply for external funding?

		YES

		Click to continue to appendix 1

		NO

		Continue to the next section



		2

		Have you completed appendix 1? 

		YES

		☐

		NO

		☐







[bookmark: SEC_C]SECTION C:  Internal and External Ethical Guidance Materials

		Ethical Guidance Documents

Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.



		1

		UWTSD Research Ethics & Integrity Policy

		☒

		2

		UWTSD Research Data Management Policy

		☒



		3

		UWTSD Open Access Publications Policy

		☒



		4

		UWTSD Export Control Policy 

Required if Appendix 8 completed

		☐

		5

		UWTSD Trusted Research and Innovation Policy 

Required if research is taking place outside the UK

		☐



		6

		British Hospitality Association Code of Conduct

		☒









[bookmark: SEC_D]SECTION D: External Collaborative Research Activity 

		1

		Does your research involve collaborating partners at another institution or organisation?

		YES

		Click to continue to appendix 2

		NO

		Continue to the next section



		2

		Have you completed appendix 2? 

		YES

		☐

		NO

		☐







[bookmark: SEC_E]SECTION E: Details of Research Activity

		Aims, Vision and Approach of the Research (maximum 200 words per section)

Please outline what are you hoping to achieve with your proposed work and how will you deliver it?



		1

		Research aims and objectives



		This research aims to critically evaluate the extent to which diversity, equity and inclusion (DEI) initiatives influence employee perceptions and job satisfaction within the UK tourism and hospitality sector, with a specific focus on gender equity, ethnic diversity, and inclusive leadership practice. The study pursues five objectives: (1) to evaluate employee perceptions of DEI initiatives in selected UK hospitality organisations; (2) to assess the relationship between DEI perceptions and job satisfaction; (3) to examine perceived inclusion as a mediating variable in that relationship; (4) to investigate inclusive leadership as a moderating variable; and (5) to generate evidence-based recommendations for improving DEI effectiveness and employee retention outcomes in the sector.



		2

		Vision



		The UK tourism and hospitality sector employs a highly diverse workforce and faces persistent challenges relating to employee retention and workplace inequality, compounded by post-Brexit labour shortages (CIPD, 2021). Despite growing investment in DEI, evidence of its effectiveness in improving employee experience remains limited and inconsistent. This study addresses a recognised gap in the literature by developing and testing an integrated model that examines mediating and moderating mechanisms in DEI research within a hospitality context (Liu et al., 2025). Findings will be of direct relevance to HR practitioners, hospitality managers, and policymakers, offering actionable insights into how DEI initiatives can be designed and implemented more effectively to improve job satisfaction and staff retention. The study is theoretically grounded in social exchange theory, inclusion climate theory, Herzberg's two-factor theory and Maslow's hierarchy of needs, which collectively inform the conceptual model linking DEI perceptions, perceived inclusion, inclusive leadership and job satisfaction. DEI perceptions will be measured using diversity climate items adapted from Nishii (2013), perceived inclusion using items from Shore et al. (2011), job satisfaction using the Minnesota Satisfaction Questionnaire short form (Weiss et al., 1967), and inclusive leadership using behavioural scale items from Carmeli et al. (2010).



		3

		Approach



		This study adopts a quantitative, cross-sectional survey design grounded in a positivist epistemological stance. Primary data will be collected through a structured self-administered online questionnaire incorporating validated measurement scales for DEI perceptions, perceived inclusion, job satisfaction and inclusive leadership. The questionnaire will be administered via Microsoft Forms and distributed through LinkedIn and professional hospitality networks. Data analysis will be conducted using Partial Least Squares Structural Equation Modelling (PLS-SEM) via SmartPLS 4. The measurement model will assess reliability and validity, and the structural model will test direct effects, mediation and moderation through bootstrapping with 5,000 subsamples. A minimum of 190 to 200 valid questionnaire responses will be sought from UK tourism and hospitality employees. This sample size is justified by Hair et al.'s (2010) guideline of a minimum of ten observations per predictor variable in regression-based analysis. With four latent constructs in the structural model, 190 to 200 responses provides a robust and conservative dataset for PLS-SEM mediation and moderation testing, comfortably exceeding the statistical minimum. 

All responses will be screened for eligibility at the point of entry using a filtering question confirming that the respondent is currently employed in UK tourism and hospitality for a minimum of six months. Respondents who do not meet this criterion will be redirected out of the survey and their responses excluded from analysis.



		4

		Location of research activity

Identify all locations where research activity will take place.



		Online only. The questionnaire will be distributed digitally via Microsoft Forms. Participants will be recruited through the researcher’s LinkedIn profile, relevant LinkedIn professional groups including UK Hospitality Professionals and Institute of Hospitality member networks, and supplementary online hospitality communities if required. No in-person or on-site data collection will take place.







		5

		Will any of your research be undertaken outside of the UK?

		YES

		Click to continue to appendix 3

		NO

		Continue to the next section



		6

		Have you completed any of appendix 3? 

		YES

		☐

		NO

		☐







[bookmark: SEC_F]SECTION F: Research Methods 

		Will the research activity include:

		YES

		NO
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		Use of a questionnaire or similar research instrument?

		☒

		☐



		2

		Use of interviews?

		☐

		☒



		3

		Use of focus groups?

		☐

		☒



		4

		Use of participant diaries? 

		☐

		☒



		5

		Use of video or audio recording?

		☐

		☒



		6

		Use of computer-generated log files?

		☐

		☒



		7

		Participant observation with their knowledge?

		☐

		☒



		8

		Participant observation without their knowledge?

		☐

		☒



		9

		Access to personal or confidential information without the participants’ specific consent?

		☐

		☒



		10

		Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?

		☐

		☒



		11

		Performance of any acts which may cause embarrassment or affect self-esteem?

		☐

		☒



		12

		Investigation of participants involved in illegal activities?

		☐

		☒



		13

		Use of procedures that involve deception?

		☐

		☒



		14

		Administration of any substance, agent or placebo?

		☐

		☒



		15

		Working with live vertebrate animals?

		☐

		☒



		16

		Procedures that may have a negative impact on the environment?

		☐

		☒



		17

		Other primary data collection methods. Please indicate the type of data collection method(s) below.

		☐

		☒



		Details of any other primary data collection method:

		

		







SECTION G: Research Participants 



		Research participants include people who will be taking part in your research as providers of research data (e.g. being interviewed, answering questionnaires, or doing user testing of hardware or software). This includes animal participants.



		1

		Does your research involve human or non-human participants?

		YES

		Continue this section

		NO

		Click to continue to section N









		Participant numbers and source

How will you ensure an appropriately convened sample group in order to meet the aims of the research? Give details for subgroups separately, if appropriate. How will any potential pitfalls, for example dual roles or potential for coercion, be addressed?



		1

		How many participants will be recruited and how was the number decided upon?

		A minimum of 190 to 200 valid questionnaire responses will be sought from UK tourism and hospitality employees. This sample size is justified by Hair et al.'s (2010) guideline of a minimum of ten observations per predictor variable in regression-based analysis. With four latent constructs in the structural model, 190 to 200 responses provides a robust and conservative dataset for PLS-SEM mediation and moderation testing, comfortably exceeding the statistical minimum. All responses will be screened for eligibility at the point of entry using a filtering question confirming that the respondent is currently employed in UK tourism and hospitality for a minimum of six months. Respondents who do not meet this criterion will be redirected out of the survey and their responses excluded from analysis.



		2

		Who will the participants be?

		Participants are employees currently working in UK tourism and hospitality organisations, with a minimum of six months of continuous employment in their current role. This tenure criterion ensures sufficient exposure to organisational DEI practices to provide meaningful evaluations of inclusion and job satisfaction. Participants may be at any job level including frontline, supervisory or management. Employees from the following organisations will be approached via LinkedIn, selected because they represent the largest UK hospitality employers across a range of sub-sectors and have publicly available DEI reporting confirming their relevance to the research topic: 

· Whitbread plc (Premier Inn and Beefeater), 

· Mitchells and Butlers plc (All Bar One, Toby Carvery, Harvester),

· Greene King, Brains Brewery and SA Brain and Co, Celtic Collection (ICC Wales and Celtic Manor Resort), 

· Compass Group UK, and Sodexo UK. 

The sample is distributed across hotels and accommodation, food and beverage, and contract catering and hospitality services, providing breadth across the sector. Demographic data will be collected to enable subgroup comparison across the following control variables: gender, age group, ethnic background (optional), job level, sub-sector and employing organisation. These variables will be used as control variables in the PLS-SEM structural model to isolate the effect of DEI perceptions on job satisfaction and to test whether relationships differ across groups. The study will specifically examine whether perceptions of DEI differ across gender, ethnic background and job level, as these are the three DEI dimensions under investigation. The structural model will test whether DEI perceptions predict job satisfaction after controlling for potential confounders including pay satisfaction and job level, ensuring that the effect attributed to DEI is not conflated with other influencing factors.



		3

		How will you identify the participants?

		Participants will be identified and recruited through LinkedIn. The researcher will post the survey link on their personal LinkedIn profile with a clear eligibility statement specifying current employment in UK tourism and hospitality for a minimum of six months. The survey will also be shared within relevant LinkedIn professional groups including UK Hospitality Professionals and Institute of Hospitality member networks. Targeted connection requests will be sent to employees at the identified organisations, followed by a short personalised message containing the survey link and eligibility criteria. Where early respondents share the link with colleagues, this constitutes a supplementary snowball element. It is acknowledged that snowball sampling may introduce homogeneity bias by producing respondents with similar characteristics and networks; to mitigate this, active efforts will be made to reach a diverse range of organisations, sub-sectors, job levels and demographic groups through direct LinkedIn targeting across multiple companies and regions. If the target of 190 to 200 responses is not met within three weeks, distribution will be extended to online hospitality communities and professional forums as a contingency.



		4

		Will you be excluding any groups of people, and if so what is the rationale for that?

		Self-employed individuals without an identifiable organisational affiliation will be excluded, as the core constructs of inclusion climate and perceived organisational support require an institutional context. Individuals employed for fewer than six months will also be excluded, as they are unlikely to have sufficient exposure to organisational DEI practices to provide meaningful responses. Participants under 18 years of age will not be included. No other groups will be actively excluded. Active efforts to achieve diversity will include targeting LinkedIn connections across different job levels (frontline staff, supervisors and managers), posting in hospitality groups that attract ethnically and gender-diverse membership, and distributing the survey link to multiple organisations across different sub-sectors and UK regions. The demographic profile of respondents will be monitored during the data collection period so that targeted supplementary outreach can be applied if any group appears underrepresented relative to the study's aims.



		5

		Will the research involve any element of deception?  If yes, please describe why this is necessary and whether participants will be informed at the end of the study

		No deception will be used at any stage of this research. All participants will be provided with a full Participant Information Sheet in advance, clearly explaining the purpose of the study, the data to be collected, how it will be used, and their rights as participants.



		6

		Describe whether participants will be able to withdraw from the study, and up to what point (eg if data is to be anonymised). If withdrawal is not possible, after a certain point, explain why not. 

		Participants may choose not to answer any individual question and may abandon the survey at any point before submission. Once a completed questionnaire is anonymised and submitted, withdrawal from that specific dataset will not be possible as individual identification will no longer be feasible. This will be stated explicitly in the Participant Information Sheet accompanying the survey link.



		7

		How long will the participant have to decide whether to take part in the research?

		As the questionnaire is anonymous and self-administered, participants may complete it at any point during the data collection window, which will remain open for a minimum of four weeks. The Participant Information Sheet accompanies the survey link and is read before the questionnaire begins, giving participants adequate time to make an informed decision before proceeding.



		8

		What arrangements have been made for participants who might have difficulties understanding verbal explanations or written information, or who have particular communication needs that should be taken into account to facilitate their involvement in the research?

		

The questionnaire and accompanying Participant Information Sheet will be written in clear, plain English. As the survey is self-administered online, participants may complete it at their own pace. If a potential participant contacts the researcher to indicate a specific accessibility need, reasonable adjustments will be made, including providing the questionnaire in an alternative accessible format where possible.











SECTION H: Research with Vulnerable People 

		1

		Are your participants classed as vulnerable people?

		YES

		Click to continue to appendix 4

		NO

		Continue to the next section



		2

		Have you completed appendix 4? 

		YES

		☐

		NO

		☐







[bookmark: SEC_I]SECTION I: Research Involving Animals 

		1

		Are your participants non-human animals?

		YES

		Click to continue to appendix 5

		NO

		Continue to the next section



		2

		Have you completed appendix 5? 

		YES

		☐

		NO

		☐







[bookmark: SEC_K]SECTION J: Research with the Prison Service or the Probation Service

		1

		Are your participants staff or offenders within the Prison Service or the Probation service?

		YES

		Click to continue to appendix 6

		NO

		Continue to the next section



		2

		Have you completed appendix 6? 

		YES

		☐

		NO

		☐







[bookmark: SEC_J]SECTION K: Health and Social Care Research

		1

		Are your participants selected due to their health or social care needs?

		YES

		Click to continue to appendix 7

		NO

		Continue to the next section



		2

		Have you completed appendix 7? 

		YES

		☐

		NO

		☐







[bookmark: SEC_L]SECTION L: Types of Personal Data

		Personal Data

Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?

		YES

		NO
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		Personal data means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants and transcription of such are considered to be personal data.

		☒



		☐



		

		If you ticked YES, provide a description of the data and explain why this data needs to be collected:

		

		



		

The questionnaire will collect the following personal data: demographic information including job level (frontline, supervisory or management), gender, age group, employing organisation, sub-sector and optional ethnic background. Attitudinal data will be collected on four constructs using validated five-point Likert scales. DEI perceptions will be measured using six items assessing fairness, representation and inclusion climate, adapted from Nishii (2013). Perceived inclusion will be measured using five items capturing belonging, respect and organisational value, drawn from Shore et al. (2011). Job satisfaction will be measured using six items from the Minnesota Satisfaction Questionnaire short form (Weiss et al., 1967). Inclusive leadership will be measured using five items assessing openness, accessibility and support for diversity, drawn from Carmeli et al. (2010). Audio recordings and interview transcripts are not collected in this study. All questionnaire responses are anonymous and no names, contact details or organisational identifiers are collected at any point.







		Special Category Data 

Does the research involve the processing of special category data (as defined by the General Data Protection Regulation 2016 and the Data Protection Act 2018)?

		YES

		NO
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		Racial or ethnic origin

		☒

		☐



		3

		Political opinions

		☐

		☒



		4

		Religious or philosophical beliefs

		☐

		☒



		5

		Genetic, biometric or health data

		☐

		☒



		6

		Sex life or sexual orientation

		☐

		☒



		7

		Trade union membership

		☐

		☒



		If you ticked YES to any of questions L2-L7, provide a description of the data and explain why this special category data needs to be collected to support the research and that it is in the public interest to do so:



		8

		The quantitative questionnaire will include optional items on racial or ethnic origin. This special category data is necessary because ethnic diversity is one of the three primary DEI dimensions under investigation, and without it the study cannot evaluate differential experiences of DEI across ethnic groups. Collection of this data is in the public interest, as it contributes to evidence on workforce equality in a sector with a documented history of ethnic underrepresentation in management (Baum et al., 2016). Participation in the ethnic origin item will be explicitly optional, and respondents may select "prefer not to say". No other special category data will be collected.



		9

		Please describe how the research has been designed to gather the minimum amount of personal data necessary for the specified research purpose:



		The research has been designed to collect the minimum data necessary. The questionnaire does not collect names, email addresses, specific job titles, employer names or organisational identifiers. Demographic items are limited to job level in broad categories, gender and optional ethnic origin. No audio recordings, transcripts, or sensitive personal data outside these items are collected. All responses are anonymous at the point of submission.



		10

		Demonstrate that the processing is not likely to cause substantial damage or distress to individuals and that their interests will be safeguarded:



		The questionnaire collects attitudinal and demographic data only. Questions relate to workplace perceptions and experiences and are not intended to cause distress. Data is fully anonymous and cannot be linked to individual respondents. Respondents are not obliged to answer any question, including the optional ethnic origin item. No personal data will be shared with employers or third parties. The processing of this data is not likely to cause substantial damage or distress to any participant.



		11

		Demonstrate that the data will not be used to take any action or make decisions in relation to the individuals concerned:



		The data collected in this study will be used solely for academic research purposes. No decisions concerning individual participants, including employment, performance evaluation, or any other matter, will be made on the basis of this data. The research findings will be reported at an aggregate and anonymised level in the dissertation and any subsequent academic publications. Individual data will not be shared with participating organisations, employers, or any third party.



		12

		Data should be anonymised wherever possible, either at point of capture or once collated. If the data cannot be anonymised, and if pseudonymisation is not possible, demonstrate why the that is possible.  If special category data cannot be anonymised, explicit consent to share that data must normally be obtained.



		All questionnaire data is anonymised at the point of submission. Responses are not linked to names or contact details. No pseudonymisation key is required as the data is fully anonymous from collection. The optional ethnic origin item is collected anonymously and reported only in aggregate. Anonymised data will be retained for five years following project completion in accordance with UWTSD Research Data Management Policy and then securely deleted.



		13

		If special category data cannot be anonymised, will you obtain explicit consent to share that data?

		YES

		NO

		N/A



		

		

		☒

		☐

		☐







SECTION M: Participant Information and Consent 



		Information for participants

It is normally expected that those participating in research should do so having given their informed consent. If this is not appropriate or practical, explicit justification must be provided, in line with prevailing disciplinary conventions.  Please note however, that informed consent to participate in the research is separate from consent to process (e.g. collect, analyse, store, reuse or share) personal data, as the University’s lawful basis for processing personal data in research activities is part of its ‘public task’. 

		YES

		NO

		N/A
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		Will you obtain written consent for participation?

		☐

		☒

		☐



		2

		Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?

		☒

		☐

		☐



		3

		Will you tell participants that their participation is voluntary?

		☒

		☐

		☐



		4

		Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?

		☒

		☐

		☐



		5

		If the research is observational, will you ask participants for their consent to being observed?

		☐

		☐

		☒



		6

		Will you tell participants that they may withdraw from the research at any time and for any reason?

		☒

		☐

		☐



		7

		Will participants be made aware of how you will treat any information that may reasonably by considered as confidential? 

		☒

		☐

		☐



		8

		If your research requires your participants to sign up for a service provided by an external company or organisation will you inform them that their data may be stored and processed outside UWTSD?

		☒

		☐

		☐



		9

		Will you give participants the UWTSD Privacy Notice for Research?

		☐

		☐

		☐



		If you have answered NO to any of questions M1-M9, please provide justification detailing why this is necessary for the research.  



		10

		Written consent will not be obtained for this study. The research uses an anonymous self-administered online questionnaire for which implied consent is the appropriate and accepted mechanism. Implied consent is obtained through the act of completing and submitting the questionnaire, following the participant's review of the Participant Information Sheet, which is presented on the opening page of the survey before any questions are displayed. The Participant Information Sheet clearly explains the study purpose, what participation involves, how data will be used, the anonymous nature of the questionnaire, and the participant's right to close the survey at any point before submission. No personal identifiers are collected at any stage, making a signed written consent form both unnecessary and impractical. This approach is consistent with established ethical guidance for anonymous survey research and is proportionate to the minimal risk level associated with this study (British Psychological Society, 2021).  



		Informed consent: Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before the research begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded. 
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		The online questionnaire is administered via Microsoft Forms, hosted within the UWTSD Microsoft 365 institutional environment in the UK and EU. No free consumer AI tools or third-party platforms based outside the UK or EU will be used for data collection. Participants will be informed in the Participant Information Sheet of the platform used and the applicable data protection arrangements.



		Confidentiality: Confidential information refers to information that can be related to an identifiable individual, whether living or deceased, which is not in the public domain and which is given with the expectation that it will be kept confidential.  Under Common Law when an individual entrusts a researcher or research team with confidential information, the team must handle this in line with ‘reasonable expectations’. In other words, confidential information should only normally be shared when there would be ‘no surprises’ for the individuals concerned. Where participants would not expect the researcher to be sharing their confidential information with others, researchers can manage their expectations by informing them of their intentions (e.g. in the participant information sheet or during discussions about participation) and asking them if they are happy with these plans. They should understand what is being proposed and what this might mean for them, before they decide whether the researcher can share their confidential information with others.  



		Please detail how you will treat confidential information:



		12

		As the questionnaire is fully anonymous, no personal identifiers are collected and confidentiality is maintained by design. Anonymous responses will be stored on the UWTSD secure OneDrive platform, accessible only to the researcher and supervisor. Results will be reported in aggregate form only. No individual responses will be shared with employers, organisations or any third party. Data will be retained for five years following project completion and then securely deleted in accordance with UWTSD Research Data Management Policy.



		Copies of any written consent form, written information and all other explanatory material should accompany this application. If you have included these then please list the documents included here.
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		Sample information sheets and consent forms are available from the University ethical review intranet page at https://intranet.uwtsd.ac.uk/research/research-integrity-and-ethics 





		14

		Consent form attached?

		YES

☒

		NO

☐

		N/A

☐







SECTION N: Research with Potential Military Application

		1

		Does your research have any potential military application?

		YES

		Click to continue to appendix 8

		NO

		Continue to the next section



		2

		Have you completed appendix 8? 

		YES

		☐

		NO

		☐







[bookmark: SEC_O]SECTION O: Use of Artificial Intelligence Tools

		Use of generative AI and other AI-based tools

There are a number of ethical issues relating to the use of generative AI and other AI-based tools, including data security, output bias, and output errors. In general you should assume that any generative AI or other AI-based tool that you pay to use is more secure and accurate than one which is free to use.



Will the research use AI tools to do any of the following:

		YES

		NO

		N/A



		1

		Capture data?

		☐

		☒

		☐



		2

		Generate and/or edit text?

		☐

		☒

		☐



		3

		Generate graphics?

		☐

		☒

		☐



		4

		Generate video?

		☐

		☒

		☐



		5

		Generate sound/music?

		☐

		☒

		☐



		6

		Generate code?

		☐

		☒

		☐



		7

		Generate synthetic data?

		☐

		☒

		☐



		8

		Analyse data?

		☐

		☒

		☐



		9

		Analyse personal or sensitive data?

		☐

		☒

		☐



		10

		Classify data?

		☐

		☒

		☐



		11

		Do you intend to use the free version of any AI tools?

		☐

		☒

		☐



		If you have answered YES to any of questions O1-O11, please provide justification detailing why this is necessary for the research.  
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		No AI tools will be used to capture, generate, or analyse research data in this study. Standard academic word processing (Microsoft Word) and statistical analysis software (SPSS or equivalent) will be used for data processing. If AI-assisted writing tools are used at any stage for drafting or editing text, this will be declared in line with current UWTSD guidance on AI use. No personal or sensitive participant data will be processed through any AI system.









Section P: Research Data Management Plan



		1

		Data Summary



		

This research will generate one type of primary data: anonymous online questionnaire responses from a minimum of 190 to 200 UK tourism and hospitality employees. Secondary data sources include publicly available DEI reports, UK industry workforce statistics and legislative documents. No audio recordings, interview transcripts or identifiable personal data will be generated. Data collection will take place following ethics approval in June 2025. 





		2

		Responsibilities



		The lead researcher (Md Rakibul Hasan, Student No. 2438287) will be solely responsible for all data collection, management, storage, and disposal. The supervising academic will provide oversight and guidance. There are no partner institutions involved. The researcher will adhere to UWTSD Research Data Management Policy throughout.



		3

		Assessment of existing data



		Existing secondary data sources include the CIPD Labour Market Outlook reports, UKHospitality workforce diversity publications, and academic literature on DEI in hospitality. These provide contextual and benchmarking information but do not contain the employee-level perceptual data required to test the study’s hypotheses. The gap between available data and research requirements justifies the generation of new primary data through the quantitative online questionnaire.



		4

		Management and curation of data



		Questionnaire data will be exported from Microsoft Forms as a password-protected spreadsheet and stored in a dedicated folder on UWTSD OneDrive immediately following each export. All files will follow a consistent naming convention and be organised by date and version. A research log will be maintained throughout to record data collection activities, screening decisions, and any deviations from the original plan. No audio files or interview transcripts will be generated or stored.



		5

		Quality assurance of data



		The questionnaire will be pilot-tested with ten respondents drawn from the target population prior to full deployment. Pilot respondents will be asked to flag unclear wording, ambiguous response options and any items they find difficult to interpret or answer. The instrument will be revised accordingly before the full survey is launched. Once data collection begins, returned data will be screened for incomplete responses (defined as fewer than 80 percent of items completed), straight-lining (selecting the same response value for every item in a scale), and implausible patterns such as contradictory answers on reverse-scored items. Responses failing these checks will be removed from the dataset before analysis. Cronbach's alpha will be calculated for each validated scale, with a minimum acceptable threshold of 0.70 confirming internal consistency (Hair et al., 2010). Within SmartPLS 4, the measurement model will be assessed for convergent validity by ensuring that the average variance extracted (AVE) exceeds 0.50 for each construct, confirming that the indicators explain more than half of the variance in the latent variable. Discriminant validity will be confirmed using the heterotrait-monotrait (HTMT) ratio, with a threshold below 0.90 applied across all construct pairs (Henseler et al., 2015).



		6

		Short-term data storage



		During the research period, all questionnaire data will be exported from Microsoft Forms and stored on the UWTSD Microsoft OneDrive platform, which provides institutional-grade encryption, access control and automatic backup. The researcher’s working laptop will hold encrypted working copies. Access is restricted to the researcher and supervisor only. No data will be stored on personal cloud services or unencrypted devices.



		7

		Long-term data storage and preservation 



		The anonymised questionnaire dataset is of long-term value and will be retained following project completion. It will be archived in the UWTSD institutional data repository. As the data is fully anonymous from the point of collection, it may be retained indefinitely if deposited with an external repository such as the UK Data Service. Otherwise it will be retained for five years and then securely deleted in accordance with UWTSD policy.



		8

		Documentation and metadata



		The questionnaire dataset will be accompanied by a README file recording: the date and method of data collection, the survey platform used, the variable definitions and scale sources for each construct, the screening criteria applied, and any modifications made during data cleaning. No interview fieldwork log is required. This documentation will be stored alongside the dataset files and updated throughout the project.



		9

		Data sharing



		Anonymised questionnaire data may be made available to other researchers following dissertation submission, as it has value for the wider DEI and hospitality management research community. Data will be released no earlier than six months after project completion. As the data is fully anonymous from collection, there is no residual identifiability concern. Data will be made available free of charge through the UWTSD repository or UK Data Service. No updates to the dataset are planned after archiving.



		10

		Copyright and intellectual property ownership



		Copyright and intellectual property rights in all new data generated by this research vest in the University of Wales Trinity Saint David (UWTSD), in accordance with the University's standard IP policy for student research. The researcher retains moral rights in the work. Participants retain no rights in the anonymised data generated from their responses.



		11

		Resources



		No additional financial resources are required for data management. Storage will be provided through UWTSD Microsoft OneDrive and the institutional repository at no cost. The survey platform (Microsoft Forms) is provided through the UWTSD Microsoft 365 subscription. No transcription services, specialist software licences beyond SmartPLS 4 (available as a student licence), or paid storage solutions are required.







SECTION Q: Risk Assessment 



		
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 



If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  



		1

		Full risk assessment completed and appended? 

		YES

		NO



		[bookmark: _Hlk152919011]

		

		☐

		☒



		Risks to participants, researchers, and the University 



		2

		Social risks: disclosures that could affect participants standing in the community, in their family and their job.

		YES

		NO



		

		

		☒

		☐



		Risk:



There is a low risk that employees may feel their anonymous questionnaire responses could somehow be identified, particularly if they work in a small team or a smaller organisation. There is also a minor risk that questions about workplace inclusion could cause mild discomfort if a respondent has personally experienced exclusion or unfair treatment.

		How will you address any risks?



The questionnaire is fully anonymous. No names, job titles, employer names or contact details are collected. This is stated explicitly in the Participant Information Sheet. Participants are reminded they may skip any question they find uncomfortable. Results will be reported in aggregate form only and no individual response can be attributed to any person or organisation.



		3

		Legal risks: activities that could result in the participant, researchers and / or University committing an offence; activities that might lead to a participant disclosing criminal activity to a researcher which would necessitate reporting to enforcement authorities; activities that could result in a civil claim for compensation

		YES

		NO



		

		

		☒

		☐



		Risk:



There is a standard risk of non-compliance with data protection legislation if questionnaire data is stored or processed insecurely. There is no risk of interview-based legal disclosure in this study as no interviews are conducted.

		How will you address any risks?



All data collection, storage and processing will comply with UK GDPR and the Data Protection Act 2018. Questionnaire data will be stored on password-protected UWTSD OneDrive. Access is restricted to the researcher and supervisor only. Microsoft Forms is operated within the UWTSD institutional Microsoft 365 environment under institutional data protection arrangements.



		4

		Economic harm: financial harm to participant, researcher and / or University through disclosure or other event.

		YES

		NO



		

		

		☒

		☐



		Risk:

Participation in an online questionnaire (approximately 10 to 15 minutes) represents a minor time commitment. There is no direct financial harm anticipated. There is a minor residual risk of financial liability if a data protection breach occurred, mitigated by the secure storage arrangements described above.

 

		How will you address any risks?



The online questionnaire is designed to be completed in 10 to 15 minutes, minimising the time burden on respondents. Participants are informed in advance through the Participant Information Sheet of the expected time commitment and may abandon the survey at any point without penalty. No in-person visits or interviews are required, removing any time cost to organisations. All institutional ethical, legal and data protection requirements will be followed throughout the study, and the researcher will seek guidance from UWTSD's ethics office if any obligation is unclear.



		5

		Reputational risk: damage to public perception of University or the University / researchers’ reputation in the eyes of funders, the research community and / or the general public.

		YES

		NO



		

		

		☐

		☒



		This research is independently funded (unfunded), involves no conflicts of interest, and is conducted in compliance with UWTSD ethical guidelines. Findings will be reported objectively and without institutional or organisational bias. The researcher will not name participating organisations in any output without explicit permission. No reputational risk to UWTSD is anticipated.

 

		



		6

		Safeguarding risks:  Risk to young people, vulnerable adults and / or researcher from improper behaviour, abuse or exploitation. Risk to researcher of being in a comprising situation, in which there might be accusations of improper behaviour.

		YES

		NO



		

		

		☐

		☒



		All participants are adults (18 and over) in standard employment settings. The research does not involve children, vulnerable adults, or clinical populations. No DBS check is required. Interviews will be conducted in professional workplace settings or via institutional video call, maintaining professional boundaries throughout.

		



		7

		Sensitive, embarrassing or upsetting topics. If research activity may include sensitive, embarrassing or upsetting topics or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities.  

		YES

		NO



		

		

		☒

		☐



		Risk: There is a low risk that some respondents may feel mild discomfort when answering questions about workplace inclusion, particularly if they have personally experienced exclusion or unfair treatment. Mitigation: The Participant Information Sheet will notify participants that questions relate to workplace inclusion experiences. Participants will be reminded they may skip any question at any time. As the questionnaire is anonymous and self-administered, there is no researcher present to observe distress. Signposting to ACAS (0300 123 1100) and the Samaritans (116 123) will be included in the closing page of the questionnaire.







		

		Health and safety risks



		8

		Location hazards: for example: fire; visiting or working in participant’s homes; working in remote locations and in high crime areas; overseas travel; hot, cold or extreme weather conditions; working on or by water. Also hazardous work locations, such as construction sites, confined spaces, roofs or laboratories. For overseas travel, researchers will need to check country / city specific information, travel health requirements and consider emergency arrangements as part of their research planning. In all cases the University’s International Travel Policy must be followed.

		YES

		NO



		

		

		☐

		☒



		All research activity is conducted online. The questionnaire is distributed and completed digitally via Microsoft Forms. There are no in-person visits, field sites, laboratories, outdoor locations or hazardous premises involved.

		





		9

		Activity hazards: for example: potentially mentally harmful activities; distressing and stressful work and content; driving; tripping or slipping; falling from height; physically demanding work; lifting, carrying, pushing and pulling loads; night time and weekend working.

		YES

		NO



		

		

		☒

		☐



		Risk:



Not applicable. This study involves online questionnaire distribution and digital data analysis only. No interviews are conducted and no exposure to distressing content through repeated face-to-face interactions is anticipated.

		How will you address any risks?



Not applicable. The researcher will complete all data collection and analysis activities online using standard computing hardware. No physical activity hazards, emotionally challenging field encounters, or night-time working are involved.



		10

		Machinery and equipment: for example: ergonomic hazards, including computer workstations and equipment; contact with electricity; contact with moving, rotating, ejecting or cutting parts in machinery and instruments; accidental release of energy from machines and instruments.

		YES

		NO



		

		

		☐

		☒



		

		



		11

		Chemicals and other hazardous substances: the use, production, storage, waste, transportation and accidental release of chemicals and hazardous substances; flammable, dangerous and explosive substances; asphyxiating gases; allergens; biological agents, blood and blood products. 

		YES

		NO



		

		

		☐

		☒



		

		



		12

		Physical agents: for example: excessive noise exposure, hand-arm vibration and whole body vibration; ionising radiation; lasers; artificial optical radiation and electromagnetic fields

		YES

		NO



		

		

		☐

		☒



		

		



		13

		Environmental risks: for example: accidental spillage of pollutants, damage to local ecosystems

		YES

		NO



		

		

		☐

		☒



		Not applicable. This research is conducted entirely online. The questionnaire is distributed and completed digitally via Microsoft Forms, with no in-person fieldwork, site visits, laboratory work or outdoor activity of any kind. All data collection, analysis and storage takes place through institutional digital platforms. No environmental risks of any kind are associated with this study.

		







SECTION R: Disclosure and Barring Service



		Disclosure and Barring Service



		1

		If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.

		YES



		NO



		N/A





		

		Does your research require you to hold a current DBS Certificate?

		☐

		☒

		☐



		2

		If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.

		









[bookmark: SEX_S]SECTION S: Declaration

		The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.



In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Policy which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 





		1

		Name of applicant

		Md Rakibul Hasan



		2

		Electronic or written signature of applicant:

		



		3

		Date

		29 May 2025



		4

		Name of Director of Studies

		Kathryn FLYNN



		5

		Electronic or written signature of Director of Studies:

		



		6

		Date

		







Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:

		1

		☒

		I have read the guidance notes supplied before completing the form.



		2

		☒

		I have completed all relevant sections of the form in full.



		3

		☒

		I have attached a copy of the Participant Information Sheet (PIS) or Consent Form



		4

		☐

		I have attached a completed copy of the Trusted Research and Innovation Checklist (where applicable)



		5

		☐

		I have attached a full risk assessment (where appropriate) 



		6

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice



		7

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Data Management Policy



		8

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Export Control Policy



		9

		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Open Access Research Policy



		10

		I have completed the following appendices:

		1

		☐

		2

		☐

		3

		☒

		4

		☐



		

		

		5

		☐

		6

		☐

		7

		☐

		8

		☐







		

All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.























END OF MAIN FORM


[bookmark: APP_1]APPENDIX 1 – Grant or Contract Funding



		A1.1

		Has your research been awarded external funding?

		YES

		☐

		NO

		☐



		A1.2

		Have you applied for funding / awaiting decision?

		YES

		☐

		NO

		☐



		A1.3

		Are you intending to apply for funding?

		YES

		☐

		NO

		☐



		A1.4

		[bookmark: _Hlk152243903]Funding Body

		



		A1.5

		Lead institution (grant holder)

		



		A1.6

		If awarded, grant reference

		



		A1.7

		If awarded, grant value

		



		A1.8

		If awarded, start date and duration

		







		

		

		

		

		





		Return to the main form












[bookmark: APP_2]APPENDIX 2: External Collaborative Research Activity



		INSTITUTION 1                        



		[bookmark: _Hlk152247185]A2.1

		Name

		





		A2.2

		Researcher name and position 

		





		A2.3

		Role in project (e.g. co-investigator)

		





		A2.4

		Contact e-mail address

		





		A2.5

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☐

		☐



		[bookmark: _Hlk152841402]

		

		









		INSTITUTION 2                      



		A2.6

		Name

		





		A2.7

		Researcher name and position 

		





		A2.8

		Role in project (e.g. co-investigator)

		





		A2.9

		Contact e-mail address

		





		A2.10

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☐

		☐



		

		

		









		INSTITUTION 3                       



		A2.11

		Name

		





		A2.12

		Researcher name and position 

		





		A2.13

		Role in project (e.g. co-investigator)

		





		A2.14

		Contact e-mail address

		





		A2.15

		External Ethical Approval

Please detail the ethical approval required and arrangements for this partner. See Section 14 of the UWTSD Research Ethics and Integrity Policy. If approved, please supply confirmation. 

		Obtained?

		YES

		NO

		PENDING



		

		

		

		☐

		☐

		☐



		

		

		









Add additional collaborators as needed



		

		

		

		

		





		Return to the main form





[bookmark: APP_3]




APPENDIX 3: Research Undertaken Outside of the UK



		A3.1

		Research activity outside of the UK

If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. Describe the measures you have taken to comply with these and provide evidence of approvals etc. If you live in the country where you will do the research then please state this. If you have a local research supervisor or research advisor then please give their contact details here.



		If you are working outside the UK provide details of the location(s) in terms of country and city/town. Where you are working with organisations such as museums, schools, universities, or government departments include them here together with details of the contact person involved. Where there are specific local legal codes covering your research, e.g. for child protection or data protection, list them here and state how you will ensure that you comply with them.

If you plan to work outside your home country then check your government’s recommendations for the country in which you will be working. For the UK this information is available at https://www.gov.uk/foreign-travel-advice. It is also a good idea to make sure that you have the contact details of your nearest embassy or consulate in case of emergency. Travel insurance that covers working outside of your home country is recommended.



(this box should expand as you type)



		A3.2

		Responsible Research and Innovation

If research is taking place overseas please refer to the UWTSD Trusted Research and Innovation Policy and complete the Trusted Research and Innovation Checklist and submit it with this form.



		A3.3

		Confirm that you have read the Trusted Research and Innovation Policy

		☐







		If you are a postgraduate research student working with a research supervisor or research advisor at your local university then you do not need to fill in any more sections of this appendix.

If you are working in a research collaboration with an overseas partner please complete the remaining sections of this appendix.

		Return to the main form





[bookmark: _Hlk160779412]

		Organisational Details



		A3.4

		Name of Organisation 



		



		A3.5

		Country where organisation is based:



		



		A3.6

		Registration number and name of registration body (examples of relevant registration bodies are government, tax, corporation, charity, educational authority):



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.7

		What is the legal status of the organisation? (for example: public university, private university, charity, private company, non-profit making company, government research organisation, independent research organisation) Please include the date of foundation. Note: We may be required to ask for evidence of this at a later stage.



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.8

		Is your organisation affiliated to any other organisation? (i.e. is the organisation legally part of a larger organisation or a group of larger organisations).



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.9

		Name(s) of investigators in the organisation who will be responsible for the collaborative research and innovation 



		



(this box should expand as you type)









		About New Partners



		A3.10

		Why does a partner want to work with you?



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.11

		What are they expecting in return for their financial support or involvement?



		Contact INSPIRE for support on this section.



(this box should expand as you type)





		A3.12

		Is the organisation associated with a country which may be viewed as hostile to the UK or one which has different democratic and ethical values from our own? If you have ticked YES, please briefly describe below how you will maintain the UK’s democratic and ethical values within the research.

		YES

		NO



		

		

		☐

		☐



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.13

		Has due diligence into the partner identified any involvement in research on behalf of the military or police with links to a hostile state? If you have ticked YES, please summarise below how you will prevent information from this research from being released to these organisations.

		YES

		NO



		

		

		☐

		☐



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.14

		Set within the context of any information gained from due diligence, could your research be misused or have unintended applications which would be negative? If you have ticked YES, please summarise below how this might occur.

		YES

		NO



		

		

		☐

		☐



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.15

		Are there any legal, regulatory or university policy constraints on undertaking your research with this partner? If you have ticked YES, please summarise these below.

		YES

		NO



		

		

		☐

		☐



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.16

		Having considered the answers to questions A3.10-A3.15, are there potential reputational or ethical risks to you or the university? If you have ticked YES, please summarise these risks below.

		YES

		NO



		

		

		☐

		☐



		Contact INSPIRE for support on this section.



(this box should expand as you type)









		About Research Relationships

		YES

		NO



		A3.17

		Are the terms of any proposed Memorandum of Understanding (MoU) in keeping with the expectations of your department and university?

		☐

		☐



		A3.18

		Are you providing existing intellectual property (IP), research data, confidential or personally identifiable data to the project? If so, how is this going to be protected?

		☐

		☐





		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.19

		Who will own any IP that is generated?



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.20

		What plans do you have in place for protecting the resulting IP?



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.21

		What contractual requirements are you able to put in place to protect the interests of your academic institutions?



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.22

		What access will the research partner have to your IT network? If they do have access, what broader visibility might this provide?



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.23

		Is there any physical separation or protection required between research in similar fields?



		Contact INSPIRE for support on this section.



(this box should expand as you type)









		About Existing Partners



		A3.24

		Would proceeding with the research raise potential conflicts of interest with existing research partners? If you have ticked YES, please explain these conflicts below.

		YES

		NO



		

		

		☐

		☐



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.25

		Have you spoken with your existing partners about any potential conflict of interest? If you have ticked YES, please briefly summarise their response(s) below.

		YES

		NO



		

		

		☐

		☐



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.26

		Does any non-disclosure agreement for this project include an expectation that you will need to provide visibility to existing partners? If you have ticked YES, please explain below how this will be managed.

		YES

		NO



		

		

		☐

		☐



		Contact INSPIRE for support on this section.



(this box should expand as you type)



		A3.27

		Will this research breach any existing contractual agreements that you, your department or university already have? If you have ticked YES, please explain below how this will be managed.

		YES

		NO



		

		

		☐

		☐





		Contact INSPIRE for support on this section.



(this box should expand as you type)







		

		

		

		

		





		Return to the main form










[bookmark: APP_4]APPENDIX 4: Research with Vulnerable People



		Will the research involve data processing involving the following data subjects:

		YES

		NO



		A4.1

		Children under 16

		☐

		☐



		A4.2

		Adults with learning disabilities

		☐

		☐



		A4.3

		Adults with other forms of mental incapacity or mental illness

		☐

		☐



		A4.4

		Adults in emergency situations

		☐

		☐



		A4.5

		Prisoners or young offenders

		☐

		☐



		A4.6

		Those who could be considered to have a particularly dependent relationship with the investigator, e.g. members of staff, students

		☐

		☐



		A4.7

		People who have not given their explicit consent to participate in the project

		☐

		☐



		A4.8

		People engaged in illegal activities

		☐

		☐



		A4.9

		Any other people who can be considered vulnerable in the context of this project

		☐

		☐



		Please justify the inclusion of the above people (if applicable), explaining why the research cannot be conducted on non-vulnerable people.



		A4.10

		Any inclusion of vulnerable people must be fully justified.







(this box should expand as you type)



		Please give details of extra steps taken to assure the protection of vulnerable people participating in the research.  You should describe any arrangements to be made for obtaining consent from a legal representative.



		A4.11

		How will you protect your participants from any negative impacts caused by your research process? This might include physical or emotional harm or discomfort. If vulnerable participants will be giving consent themselves then explain the steps you will take to ensure that they are not coerced into giving consent. If consent is to be obtained from a legal representative then how will you identify the appropriate person?





(this box should expand as you type)



		It is the researcher’s responsibility to check whether a DBS check (or equivalent) is required and to obtain one if it is needed. Please confirm:



		A4.12

		DBS Check required? 

		YES

		NO



		

		

		☐

		☐



		A4.13

		DBS certificate obtained? 

		YES

		NO

		N/A



		

		

		☐

		☐

		☐







		

		

		

		

		





		Return to the main form










[bookmark: APP_5]APPENDIX 5: Research Involving Animals

		The use of animals in research is tightly governed and monitored by law and by the Home Office, specifically under the Animals (Scientific Procedures) Act 1986 and its accompanying codes of practice and processes. The Act regulates procedures that are carried out on protected animals for scientific or educational purposes that may cause pain, suffering, distress or lasting harm. Under the Act, a protected animal is ‘any living vertebrate, other than man, and any living cephalopod’. The University does not hold a Home Office issued Establishment Licence and therefore researchers must ensure that any proposed work involving animals is either exempt from the Act or falls outside of its scope. Exempted research, for example involving routine veterinary practice or clinical veterinary research, may still require external ethical approval from the Royal Society of Veterinary Surgeons. When undertaking collaborative research involving animals, the UWTSD Research Ethics Committee must be assured that the partner institution(s) conform to the appropriate regulatory framework or legislation, and have approval from their local Research Ethics Committee. Any such work must follow the guidance of the National Centre for the Replacement, Reduction and Refinement of Animals in Research, known as the 3Rs.  In all cases, advise must be sought from INSPIRE for any proposed research involving animals, either at UWTSD, or by research collaborators in partnership with UWTSD. This should be at the very early stages of research design, so that an appropriate due diligence exercise can be undertaken.



		Will the research involve any work with any of the following animals (including observation in their natural habitat)

		YES

		NO



		[bookmark: _Hlk156319509]A5.1

		Any living vertebrates, other than humans?

		☐

		☐



		A5.2

		Any living cephalopods?

		☐

		☐



		A5.3

		[bookmark: _Hlk156462984]Has INSPIRE undertaken an initial due diligence exercise?

		☐

		☐



		A5.4

		[bookmark: _Hlk156464303]Due diligence assessment appended to this application?

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 



		[bookmark: _Hlk156464347]A5.5

		Contact INSPIRE for support on this section.



(this box should expand as you type)







		

		

		

		

		





		Return to the main form










[bookmark: APP_6]APPENDIX 6: Research with Staff or Offenders in Prison Establishments and Probation Services 



		Research with staff and/or offenders in prison establishments, the Probation Service or within His Majesty’s Prison and Probation Services requires additional approvals.



		Will the research involve any of the following?

		YES

		NO



		A6.1

		Staff in prison establishments

		☐

		☐



		A6.2

		Offenders in prison establishments

		☐

		☐



		A6.3

		The Probation Service

		☐

		☐



		A6.4

		His Majesty’s Prison and Probation Services

		☐

		☐



		All researchers wanting to conduct research with staff and/or offenders in prison establishments, the Probation Service regions or within HM Prison and Probation Service (HMPPS) Headquarters are required to formally apply for research approval to the HMPPS National Research Committee (NRC). Before doing so, INSPIRE must undertake an initial due diligence exercise. If you have not contacted INSPIRE, please do so immediately. If YES to any of the above, please confirm:



		A6.5

		[bookmark: _Hlk156464314]Has INSPIRE undertaken an initial due diligence exercise?

		☐

		☐



		A6.6

		Have you applied to the HMPPS National Research Committee (NRC)?

		☐

		☐



		A6.7

		Has HMPPS National Research Committee approval been granted? If yes, please append to this application. 

		☐

		☐



		A6.8

		Due diligence assessment appended to this application?

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. 



		A6.9

		Contact INSPIRE for support on this section.







(this box should expand as you type)







		

		

		

		

		





		Return to the main form










[bookmark: APP_7]APPENDIX 7:  Health and Social Care Research 

		All health and social care research must have a sponsor as defined by the Health Research Authority UK Policy Framework for Health & Social Care.  The University will under no circumstances act as the sponsor of health and social care research (i.e. that which requires approval by a NHS Research Ethics Committee). In all cases, therefore, an appropriate collaborating partner must lead the research.  Any health and social care research therefore requires an initial due diligence exercise, which will be undertaken by INSPIRE. The purpose of the due diligence exercise is to ensure that the University has the capability to undertake the research, either independently or in collaboration with research partners. This will include advice on suitable collaborative arrangements and the appropriate involvement of UWTSD researchers in the proposed research study.  This is likely to apply to the following areas:



		Will the data processing involve:

		YES

		NO



		A7.1

		Participants who have been recruited on the basis of medical and health conditions, life stage or other physical or mental attribute.

		☐

		☐



		A7.2

		Participants who will engage in physical exercise, activity or exertion of any kind, or who use exercise equipment, assistive devices or other apparatus for the purposes of the research study. This includes interventions that are minimally invasive.

		☐

		☐



		A7.3

		Patients and users of the NHS (including NHS patients treated in the private sector).

		☐

		☐



		A7.4

		Individuals identified as potential participants because of their status as relatives or carers of patients and users of the NHS.

		☐

		☐



		A7.5

		Patients who are cared for in private and voluntary sector nursing homes.

		☐

		☐



		A7.6

		Confidential patient information.

		☐

		☐



		A7.7

		Clinical trial of a medicinal product or medical device.

		☐

		☐



		A7.8

		Access to organs or other bodily material of past and present NHS patients, or any material consisting of or containing human cells.

		☐

		☐



		A7.9

		Use of human tissue (including non-NHS sources) where the collection is not covered by a Human Tissue Authority licence.

		☐

		☐



		A7.10

		Foetal material and IVF involving NHS patients.

		☐

		☐



		A7.11

		The recently deceased under NHS care.

		☐

		☐



		A7.12

		NHS staff or premises.

		☐

		☐



		A7.13

		Practising midwives conducting a clinical trial.

		☐

		☐



		A7.14

		Investigational medicinal product.

		☐

		☐



		A7.15

		Medical devices that are not CE-marked or CE-marked medical devices that have been modified or are being used for a new purpose.

		☐

		☐



		A7.16

		Exposure to ionising radiation.

		☐

		☐



		A7.17

		Other health and social care related research.

		☐



		☐





		Please specify 

Contact INSPIRE for support on this section.



(this box should expand as you type)

		

		



		Researchers proposing to work on projects involving health and social care research must check whether their study meets the HRA definition of research and whether it should undergo ethics review by a NHS Research Ethics Committee. If you have answered YES to any of questions A7.1-A7.17 then this is likely to be the case and sponsorship by a third party will be required. This can be checked via the Health Research Authority’s Decision Tool : https://www.hra-decisiontools.org.uk/research/  



		A7.18

		Does the research meet the HRA definition of research?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.19

		Is the Research being sponsored by a collaborating partner?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.20

		Has NHS ethics approval been granted?

		YES 

		NO

		N/A



		

		

		☐

		☐

		☐



		A7.21

		Has INSPIRE undertaken an initial due diligence exercise?

		YES 

		NO



		

		

		☐

		☐



		Please provide a summary of the due diligence exercise, noting arrangements for compliance with the necessary regulatory frameworks and legislation. Please append the full due diligence assessment from INSPIRE. If you have not contacted INSPIRE, please do immediately. 



		A7.22

		Contact INSPIRE for support on this section.





(this box should expand as you type)







		A7.23

		Have you been granted NHS ethical approval?

		YES

		Click to continue to Section R

		NO

		Return to the main form












[bookmark: APP_8]APPENDIX 8: Export Control for Research with Potential Military End Uses

		Export controls apply to the physical, electronic or oral transmission outside the UK of applied research, sensitive technology, software and equipment that could potentially be misused, either directly or indirectly, for military purposes. These legal controls are a serious obligation and UWTSD researchers must actively manage the risks of these being misused to fuel conflict, threaten national security, support terrorism and crime, violate human rights or proliferate Weapons of Mass Destruction.  UWTSD’s Export Control Policy provides a clear six step process to determine if your research is covered by export controls. Please complete the following screening to judge if you need to compete a full export control assessment. If you are in any doubt, then please contact INSPIRE. Any research in UWTSD involving the following high-risk areas must be screened.

Will the research involve:



		Defence

		YES

		NO



		A8.1

		Military equipment and munitions

		☐

		☐



		A8.2

		Defence equipment, including satellites

		☐

		☐



		A8.3

		Technical data, including some border and port information

		☐

		☐



		A8.4

		Dual use research

		☐

		☐



		Materials and Technologies

		YES

		NO



		A8.5

		Nuclear materials, facilities and equipment

		☐

		☐



		A8.6

		Chemicals, microorganisms and toxins

		☐

		☐



		A8.7

		Electronics design, development and production

		☐

		☐



		 A8.8

		Computers

		☐

		☐



		A8.9

		Telecommunications

		☐

		☐



		A8.10

		Sensors and lasers

		☐

		☐



		A8.11

		Navigation and avionics

		☐

		☐



		A8.12

		Marine technology

		☐

		☐



		A8.13

		Composite materials

		☐

		☐



		A8.14

		Aerospace and propulsion

		☐

		☐



		Sensitive Information

		YES

		NO



		A8.15

		Cryptology

		☐

		☐



		A8.16

		Counterterrorism

		☐

		☐



		A8.17

		Counternarcotics

		☐

		☐



		A8.18

		Cyber-related

		☐

		☐



		A8.19

		Non-proliferation

		☐

		☐



		A8.20

		Transnational criminal organisations

		☐

		☐










		Genetic Resources

		YES

		NO



		A8.21

		Genetic material of actual or potential value

		☐

		☐



		A8.22

		Organisms, or parts thereof

		☐

		☐



		A8.23

		Populations (or organisms)

		☐

		☐



		A8.24

		Other biotic components of ecosystems

		☐

		☐



		A8.25

		Domesticated or cultivated species in which the evolutionary process has been influenced by humans

		☐

		☐







		Will you be exporting military or dual-use technology, now or possibly in the future? This information may take many forms, including:

		YES

		NO



		A8.26

		Physical transfer of goods, technologies, material or equipment

		☐

		☐



		A8.27

		Blueprints

		☐

		☐



		A8.28

		Plans

		☐

		☐



		A8.29

		Diagrams

		☐

		☐



		A8.30

		Models

		☐

		☐



		A8.31

		Formulae

		☐

		☐



		A8.32

		Tables

		☐

		☐



		A8.33

		Engineering designs and specifications

		☐

		☐



		A8.34

		Manuals and instructions

		☐

		☐



		A8.35

		Software

		☐

		☐



		A8.36

		Know-how

		☐

		☐







		Will your project transfer technology using any of the following physical methods?

		YES

		NO



		A8.37

		USB flash drives

		☐

		☐



		A8.38

		Portable hard drives

		☐

		☐



		A8.39

		Laptops

		☐

		☐



		A8.40

		Tablets

		☐

		☐



		A8.41

		Intangible forms by using electronic media, such as email, phone storage and cloud file sharing

		☐

		☐



		A8.42

		Physical exports

		☐

		☐







		Will your project involve any of the following?

		YES

		NO



		A8.43

		Oral transfer by phone or videoconferencing or presentations

		☐

		☐



		A8.44

		Travelling overseas for any purpose, while unintendingly carrying any of the above.

		☐

		☐



		A8.45

		Will you be hosting foreign visitors?

		☐

		☐










		If you answer YES to any of questions A8,1-A8.45 then you should complete a full export control assessment and append that to this application. Before doing this please contact INSPIRE who will advise further.

		YES

		NO



		A8.46

		Full export control assessment required?

		☐



		☐





		A8.47

		Full export control assessment completed?

		☐



		☐





		A8.48

		Full export control assessment appended?

		☐



		☐









		

		

		

		

		





		Return to the main form
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Research  Questionnaire Rakibul (Responses).xlsx


Research Questionnaire Rakibul (Responses).xlsx
Form responses 1

		Timestamp		A1. Are you currently employed in a tourism or hospitality organisation in the UK, and are you aged 18 or over?		B1. Gender		B2. Age group (you must be aged 18 or over to take part)		B3. Employment type		B4. Job level		B5. Length of service in your current organisation		B6. Ethnic background (optional)		B7. Hospitality sub-sector		C1. Which of the following DEI-related actions or support does your organisation currently provide? (Please tick all that apply.)		For each statement below, please tick one box per row [C2. My organisation has clear policies on diversity, equity and inclusion.]		For each statement below, please tick one box per row [C3. Recruitment and promotion processes in my organisation are applied fairly to all employees.]		For each statement below, please tick one box per row [C4. My organisation provides training or guidance on diversity and inclusion.]		For each statement below, please tick one box per row [C5. My organisation's stated DEI commitments are reflected in everyday practice.]		For each statement below, please tick one box per row [D1. I feel a strong sense of belonging in my workplace.]		For each statement below, please tick one box per row [D2. My ideas and contributions are valued by others at work.]		For each statement below, please tick one box per row [D3. I feel comfortable being myself at work.]		For each statement below, please tick one box per row [D4. I am treated with respect regardless of my background.]		For each statement below, please tick one box per row [E1. My manager is approachable when employees have concerns.]		For each statement below, please tick one box per row [E2. My manager listens to different viewpoints before making decisions.]		For each statement below, please tick one box per row [E3. My manager actively supports inclusion within the team.]		For each statement below, please tick one box per row [E4. My manager's behaviour makes employees feel valued.]		For each statement below, please tick one box per row [F1. I am satisfied with my current job.]		For each statement below, please tick one box per row [F2. I feel recognised for the work I do.]		For each statement below, please tick one box per row [F3. I am satisfied with the working environment in my organisation.]		For each statement below, please tick one box per row [F4. I would recommend my organisation as a good place to work.]		G1. What factors, if any, would help to create a more inclusive workplace?

		8/11/2026 10:10:40		Yes		Male		18-29		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		Employee networks or support groups		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		2 - Disagree		2 - Disagree		2 - Disagree		2 - Disagree		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		Collaboration 

		8/11/2026 10:11:22		Yes		Male		30-39		Part-time		Supervisory staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		A written DEI or equality policy		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		4 - Agree		4 - Agree		4 - Agree		4 - Agree

		8/11/2026 12:10:48		Yes		Male		30-39		Part-time		Frontline staff		6 months - 2 years		Other		Restaurants / Food service		Diversity or inclusion training, Employee networks or support groups		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		 No 

		8/12/2026 16:02:33		Yes		Male		30-39		Part-time		Frontline staff		More than 10 years		Asian / Asian British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		4 - Agree		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		4 - Agree		We can follow some applying point such as, supportive employment relationship, respect for diversity, anti discrimination policies etc.

		8/15/2026 19:07:07		Yes		Male		18-29		Full-time		Supervisory staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		4 - Agree		2 - Disagree		3 - Neutral		4 - Agree		5 - Strongly agree		3 - Neutral		5 - Strongly agree		4 - Agree		3 - Neutral		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		Provide some entertainment facilities 

		8/15/2026 19:10:59		Yes		Female		18-29		Part-time		Frontline staff		Less than 6 months		Asian / Asian British		Restaurants / Food service		Flexible working arrangements		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/15/2026 19:11:24		Yes		Male		18-29		Part-time		Supervisory staff		2 - 5 years		Mixed / Multiple		Events / Catering		Diversity or inclusion training, Employee networks or support groups, Mentoring or career development for underrepresented staff, Flexible working arrangements		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree

		8/15/2026 19:13:13		Yes		Female		18-29		Part-time		Managerial staff		6 months - 2 years		White		Hotels / Accommodation		Diversity or inclusion training, Mentoring or career development for underrepresented staff, Flexible working arrangements, Not sure		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		5 - Strongly agree		4 - Agree		3 - Neutral		5 - Strongly agree		4 - Agree		4 - Agree

		8/15/2026 19:14:18		Yes		Female		40-49		Full-time		Managerial staff		5 - 10 years		Asian / Asian British		Travel / Tourism services		Diversity or inclusion training, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements, Not sure		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/15/2026 19:15:37		Yes		Male		40-49		Full-time		Managerial staff		More than 10 years		Black / Black British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, Flexible working arrangements, Not sure		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/15/2026 19:16:40		Yes		Female		50-59		Full-time		Supervisory staff		More than 10 years		White		Events / Catering		Not sure		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		2 - Disagree		1 - Strongly disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree

		8/15/2026 19:17:43		Yes		Male		18-29		Full-time		Frontline staff		Less than 6 months		Black / Black British		Other		Not sure		3 - Neutral		3 - Neutral		2 - Disagree		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		3 - Neutral		2 - Disagree		1 - Strongly disagree		2 - Disagree		2 - Disagree

		8/15/2026 19:18:38		Yes		Female		40-49		Full-time		Managerial staff		2 - 5 years		Black / Black British		Hotels / Accommodation		Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		3 - Neutral		5 - Strongly agree		5 - Strongly agree

		8/15/2026 19:19:49		Yes		Prefer not to say		18-29		Seasonal / Casual		Supervisory staff		2 - 5 years		Prefer not to say		Other		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements, Not sure		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/15/2026 19:20:56		Yes		Male		40-49		Seasonal / Casual		Supervisory staff		More than 10 years		White		Restaurants / Food service		Not sure		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		3 - Neutral		3 - Neutral		4 - Agree		5 - Strongly agree

		8/15/2026 19:21:54		Yes		Female		40-49		Full-time		Supervisory staff		5 - 10 years		Other		Other		Not sure		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/15/2026 19:23:05		Yes		Male		40-49		Full-time		Frontline staff		2 - 5 years		Other		Travel / Tourism services		Diversity or inclusion training, A written DEI or equality policy, Flexible working arrangements		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/15/2026 19:24:08		Yes		Prefer not to say		60+		Full-time		Managerial staff		More than 10 years		Black / Black British		Hotels / Accommodation		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		3 - Neutral		2 - Disagree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/15/2026 19:29:24		Yes		Male		30-39		Full-time		Frontline staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/15/2026 19:30:17		Yes		Male		18-29		Part-time		Managerial staff		Less than 6 months		Asian / Asian British		Events / Catering		Flexible working arrangements		3 - Neutral		4 - Agree		4 - Agree		5 - Strongly agree		3 - Neutral		3 - Neutral		3 - Neutral		1 - Strongly disagree		4 - Agree		4 - Agree		5 - Strongly agree		1 - Strongly disagree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral

		8/15/2026 19:31:52		Yes		Male		18-29		Full-time		Frontline staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		Diversity or inclusion training, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/15/2026 19:32:39		Yes		Male		30-39		Part-time		Frontline staff		Less than 6 months		Mixed / Multiple		Bars / Pubs		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		2 - Disagree		1 - Strongly disagree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		4 - Agree		5 - Strongly agree

		8/15/2026 19:33:23		Yes		Non-binary		40-49		Part-time		Frontline staff		Less than 6 months		Black / Black British		Hotels / Accommodation		None of the above, Not sure		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree

		8/15/2026 19:34:08		Yes		Female		40-49		Seasonal / Casual		Managerial staff		2 - 5 years		Other		Restaurants / Food service		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/15/2026 19:35:08		Yes		Male		18-29		Part-time		Frontline staff		Less than 6 months		Asian / Asian British		Restaurants / Food service		None of the above, Not sure		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/15/2026 19:36:03		Yes		Male		18-29		Part-time		Supervisory staff		Less than 6 months		White		Bars / Pubs		Not sure		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/15/2026 19:37:25		Yes		Prefer not to say		18-29		Seasonal / Casual		Supervisory staff		2 - 5 years		Mixed / Multiple		Events / Catering		Not sure		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		5 - Strongly agree		2 - Disagree		4 - Agree

		8/15/2026 19:38:59		Yes		Male		18-29		Full-time		Supervisory staff		Less than 6 months		White		Bars / Pubs		A written DEI or equality policy, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		4 - Agree		4 - Agree		3 - Neutral

		8/15/2026 19:40:10		Yes		Male		30-39		Full-time		Supervisory staff		6 months - 2 years		White		Hotels / Accommodation		A written DEI or equality policy, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/15/2026 19:41:16		Yes		Female		30-39		Seasonal / Casual		Frontline staff		6 months - 2 years		Black / Black British		Events / Catering		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		4 - Agree		4 - Agree		4 - Agree		4 - Agree		2 - Disagree		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/15/2026 19:42:24		Yes		Prefer not to say		30-39		Seasonal / Casual		Supervisory staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		3 - Neutral		3 - Neutral		4 - Agree

		8/15/2026 20:01:45		Yes		Male		18-29		Part-time		Frontline staff		Less than 6 months		Asian / Asian British		Restaurants / Food service		Not sure		4 - Agree		2 - Disagree		2 - Disagree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		4 - Agree		3 - Neutral		3 - Neutral		2 - Disagree		3 - Neutral		3 - Neutral		3 - Neutral		1 - Strongly disagree

		8/15/2026 20:01:59		Yes		Male		30-39		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		Diversity or inclusion training		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/15/2026 20:02:41		Yes		Male		18-29		Full-time		Frontline staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		A written DEI or equality policy, A clear way to report discrimination or unfair treatment, Flexible working arrangements		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral		4 - Agree		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral		2 - Disagree		3 - Neutral		3 - Neutral		I think better communication, equal opportunities, and fair treatment would help create a more inclusive workplace. Managers should listen to employees and make sure everyone feels comfortable sharing their opinions and concerns.

		8/15/2026 20:05:19		Yes		Female		18-29		Part-time		Frontline staff		2 - 5 years		Asian / Asian British		Other		Not sure		1 - Strongly disagree		3 - Neutral		3 - Neutral		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		3 - Neutral		1 - Strongly disagree		1 - Strongly disagree		3 - Neutral		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		3 - Neutral		More training and better communication would help improve inclusion.

		8/15/2026 20:14:55		Yes		Male		18-29		Full-time		Frontline staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		Flexible working arrangements		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/15/2026 20:16:49		Yes		Female		18-29		Full-time		Frontline staff		Less than 6 months		White		Hotels / Accommodation		Diversity or inclusion training		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree

		8/15/2026 20:18:01		Yes		Male		18-29		Full-time		Frontline staff		6 months - 2 years		Asian / Asian British		Bars / Pubs		Diversity or inclusion training		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		Communication 

		8/15/2026 20:50:52		No		Female		18-29		Full-time		Supervisory staff		Less than 6 months		White		Hotels / Accommodation		Diversity or inclusion training		1 - Strongly disagree		2 - Disagree		2 - Disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		3 - Neutral		2 - Disagree		2 - Disagree		1 - Strongly disagree		3 - Neutral		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree

		8/15/2026 21:14:30		Yes		Male		18-29		Part-time		Managerial staff		6 months - 2 years		Asian / Asian British		Events / Catering		Flexible working arrangements		3 - Neutral		3 - Neutral		3 - Neutral		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		3 - Neutral		4 - Agree		4 - Agree		5 - Strongly agree		3 - Neutral		4 - Agree		5 - Strongly agree		4 - Agree		Flexibility 

		8/15/2026 21:28:25		Yes		Male		18-29		Seasonal / Casual		Frontline staff		Less than 6 months		Asian / Asian British		Other		A written DEI or equality policy		3 - Neutral		1 - Strongly disagree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		1 - Strongly disagree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		1 - Strongly disagree		1 - Strongly disagree

		8/15/2026 21:32:18		Yes		Male		30-39		Full-time		Managerial staff		2 - 5 years		Asian / Asian British		Hotels / Accommodation		Employee networks or support groups		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		3 - Neutral		2 - Disagree		4 - Agree		5 - Strongly agree		3 - Neutral		3 - Neutral		3 - Neutral		4 - Agree		4 - Agree		3 - Neutral		Increasing the salary every year

		8/15/2026 21:35:40		Yes		Male		30-39		Part-time		Frontline staff		5 - 10 years		Asian / Asian British		Other		Employee networks or support groups		1 - Strongly disagree		4 - Agree		1 - Strongly disagree		4 - Agree		4 - Agree		1 - Strongly disagree		3 - Neutral		3 - Neutral		3 - Neutral		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral		Need more experience 

		8/15/2026 22:46:27		Yes		Female		18-29		Part-time		Frontline staff		5 - 10 years		Asian / Asian British		Restaurants / Food service		Employee networks or support groups		3 - Neutral		2 - Disagree		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		2 - Disagree		2 - Disagree		3 - Neutral		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		2 - Disagree		2 - Disagree		2 - Disagree		pertiality,unequality

		8/15/2026 22:57:30		Yes		Female		30-39		Part-time		Frontline staff		2 - 5 years				Restaurants / Food service		Diversity or inclusion training, Employee networks or support groups, A clear way to report discrimination or unfair treatment, Flexible working arrangements		1 - Strongly disagree		3 - Neutral		1 - Strongly disagree		3 - Neutral		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		4 - Agree		4 - Agree		2 - Disagree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree

		8/15/2026 23:00:09		Yes		Male		18-29		Part-time		Frontline staff		6 months - 2 years		Prefer not to say		Restaurants / Food service		Diversity or inclusion training		3 - Neutral		4 - Agree		2 - Disagree		4 - Agree		3 - Neutral		3 - Neutral		4 - Agree		3 - Neutral		3 - Neutral		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		2 - Disagree		3 - Neutral

		8/15/2026 23:51:02		Yes		Male		18-29		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		Diversity or inclusion training		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree

		8/16/2026 0:50:41		No		Male		18-29		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Travel / Tourism services		Diversity or inclusion training, Employee networks or support groups, Flexible working arrangements		3 - Neutral		2 - Disagree		3 - Neutral		1 - Strongly disagree		2 - Disagree		3 - Neutral		3 - Neutral		1 - Strongly disagree		3 - Neutral		3 - Neutral		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		2 - Disagree		1 - Strongly disagree		Good behaviour from manager 

		8/16/2026 0:52:14		Yes		Male		18-29		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		Employee networks or support groups		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		4 - Agree		4 - Agree		2 - Disagree		4 - Agree		3 - Neutral		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		They always support me to learning new activities.

		8/16/2026 0:53:48		Yes		Male		30-39		Part-time		Frontline staff		6 months - 2 years		Other		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, Flexible working arrangements		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree

		8/16/2026 0:58:11		Yes		Male		30-39		Full-time		Managerial staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		Diversity or inclusion training, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		5 - Strongly agree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/16/2026 1:03:22		Yes		Male		18-29		Part-time		Frontline staff		6 months - 2 years		White		Restaurants / Food service		Mentoring or career development for underrepresented staff		4 - Agree		4 - Agree		3 - Neutral		5 - Strongly agree		4 - Agree		4 - Agree		3 - Neutral		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		4 - Agree		2 - Disagree		4 - Agree		To getting better opportunities for this sector

		8/16/2026 1:09:46		Yes		Male		60+		Full-time		Managerial staff		More than 10 years		White		Events / Catering		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree

		8/16/2026 1:10:43		Yes		Prefer not to say		18-29		Seasonal / Casual		Frontline staff		Less than 6 months		White		Bars / Pubs		Not sure		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree

		8/16/2026 1:11:40		Yes		Male		30-39		Part-time		Supervisory staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 1:12:33		Yes		Male		30-39		Part-time		Supervisory staff		6 months - 2 years				Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 1:13:40		Yes		Male		30-39		Full-time		Managerial staff		2 - 5 years		Black / Black British		Travel / Tourism services		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 1:14:29		Yes		Male		30-39		Full-time		Supervisory staff		5 - 10 years		White		Hotels / Accommodation		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 1:15:15		Yes		Male		40-49		Full-time		Managerial staff		5 - 10 years		Black / Black British		Bars / Pubs		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree

		8/16/2026 1:16:23		Yes		Female		30-39		Seasonal / Casual		Supervisory staff		6 months - 2 years		Mixed / Multiple		Events / Catering		Employee networks or support groups, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 1:17:17		Yes		Female		40-49		Seasonal / Casual		Supervisory staff		5 - 10 years		Mixed / Multiple		Bars / Pubs		Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 1:18:23		Yes		Male		40-49		Full-time		Managerial staff		2 - 5 years		Black / Black British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, A clear way to report discrimination or unfair treatment		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 1:19:28		Yes		Male		40-49		Part-time		Supervisory staff		2 - 5 years		White		Hotels / Accommodation		Employee networks or support groups, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 1:20:30		Yes		Male		40-49		Full-time		Managerial staff		2 - 5 years		Asian / Asian British		Travel / Tourism services		A written DEI or equality policy, Mentoring or career development for underrepresented staff, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 1:21:34		Yes		Female		18-29		Part-time		Managerial staff		6 months - 2 years		White		Hotels / Accommodation		Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 1:22:25		Yes		Male		18-29		Full-time		Supervisory staff		6 months - 2 years		Black / Black British		Bars / Pubs		A written DEI or equality policy, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree

		8/16/2026 1:23:22		Yes		Female		30-39		Part-time		Supervisory staff		2 - 5 years		Mixed / Multiple		Restaurants / Food service		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/16/2026 1:24:17		Yes		Male		40-49		Full-time		Supervisory staff		2 - 5 years		Prefer not to say		Restaurants / Food service		Diversity or inclusion training, Employee networks or support groups, Flexible working arrangements		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree

		8/16/2026 1:25:09		Yes		Male		30-39		Part-time		Managerial staff		6 months - 2 years		White		Restaurants / Food service		Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 1:25:58		Yes		Male		30-39		Part-time		Supervisory staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		A written DEI or equality policy, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree

		8/16/2026 1:26:56		Yes		Male		18-29		Part-time		Frontline staff		Less than 6 months		White		Hotels / Accommodation		Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 1:27:42		Yes		Male		18-29		Part-time		Supervisory staff		Less than 6 months		White		Bars / Pubs		A written DEI or equality policy, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree

		8/16/2026 1:28:40		Yes		Male		30-39		Full-time		Supervisory staff		Less than 6 months		White		Hotels / Accommodation		A written DEI or equality policy, Flexible working arrangements, Not sure		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		3 - Neutral		3 - Neutral		2 - Disagree		2 - Disagree		3 - Neutral		3 - Neutral		2 - Disagree		2 - Disagree		3 - Neutral		3 - Neutral		4 - Agree		4 - Agree

		8/16/2026 1:29:38		Yes		Male		30-39		Full-time		Frontline staff		Less than 6 months		Mixed / Multiple		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 1:30:30		Yes		Prefer not to say		60+		Full-time		Managerial staff		More than 10 years		White		Events / Catering		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 1:31:20		Yes		Female		18-29		Part-time		Supervisory staff		Less than 6 months		White		Hotels / Accommodation		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/16/2026 1:32:03		Yes		Male		30-39		Part-time		Supervisory staff		6 months - 2 years		Mixed / Multiple		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree

		8/16/2026 1:32:43		Yes		Male		40-49		Full-time		Supervisory staff		6 months - 2 years		Black / Black British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree

		8/16/2026 1:33:23		Yes		Female		30-39		Part-time		Supervisory staff		2 - 5 years		Black / Black British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree

		8/16/2026 1:34:00		Yes		Male		30-39		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 1:34:27		Yes		Male		30-39		Part-time		Supervisory staff		2 - 5 years		Mixed / Multiple		Bars / Pubs		Flexible working arrangements		4 - Agree		4 - Agree		3 - Neutral		2 - Disagree		3 - Neutral		4 - Agree		4 - Agree		4 - Agree		2 - Disagree		3 - Neutral		3 - Neutral		3 - Neutral		4 - Agree		3 - Neutral		4 - Agree		4 - Agree

		8/16/2026 1:34:47		Yes		Female		18-29		Full-time		Frontline staff		Less than 6 months		White		Hotels / Accommodation		Employee networks or support groups, Mentoring or career development for underrepresented staff		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 1:35:25		Yes		Male		30-39		Full-time		Supervisory staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		4 - Agree		4 - Agree		4 - Agree

		8/16/2026 1:36:12		Yes		Female		30-39		Full-time		Supervisory staff		2 - 5 years		Asian / Asian British		Hotels / Accommodation		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		4 - Agree		4 - Agree		4 - Agree

		8/16/2026 1:38:33		Yes		Male		18-29		Part-time		Managerial staff		Less than 6 months		Asian / Asian British		Hotels / Accommodation		Diversity or inclusion training		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 2:41:10		Yes		Female		18-29		Part-time		Managerial staff		Less than 6 months		Prefer not to say		Other		None of the above		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		A respectful and supportive work environment, equal opportunities for everyone, open communication, and fair treatment regardless of background would help create a more inclusive workplace.

		8/16/2026 2:59:45		Yes		Male		18-29		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral

		8/16/2026 4:36:42		Yes		Male		18-29		Part-time		Supervisory staff		6 months - 2 years		Mixed / Multiple		Events / Catering		A written DEI or equality policy, Employee networks or support groups, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 4:37:24		Yes		Male		30-39		Part-time		Managerial staff		2 - 5 years		Black / Black British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		2 - Disagree		5 - Strongly agree		4 - Agree

		8/16/2026 4:43:17		Yes		Male		30-39		Full-time		Frontline staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		A written DEI or equality policy, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		3 - Neutral		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		5 - Strongly agree		4 - Agree		5 - Strongly agree

		8/16/2026 4:44:02		Yes		Male		18-29		Part-time		Supervisory staff		Less than 6 months		Black / Black British		Hotels / Accommodation		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 4:44:51		Yes		Female		18-29		Part-time		Supervisory staff		Less than 6 months		Asian / Asian British		Events / Catering		A written DEI or equality policy, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 4:45:40		Yes		Female		18-29		Full-time		Frontline staff		2 - 5 years		Black / Black British		Restaurants / Food service		Diversity or inclusion training, Employee networks or support groups, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 4:46:23		No		Male		18-29		Part-time		Frontline staff		Less than 6 months		White		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree

		8/16/2026 5:22:46		Yes		Female		30-39		Part-time		Supervisory staff		6 months - 2 years		White		Bars / Pubs		Diversity or inclusion training, A written DEI or equality policy, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 5:23:32		Yes		Female		40-49		Part-time		Supervisory staff		6 months - 2 years		Black / Black British		Events / Catering		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 5:24:21		Yes		Non-binary		40-49		Part-time		Managerial staff		6 months - 2 years		Mixed / Multiple		Travel / Tourism services		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree

		8/16/2026 5:25:13		No		Non-binary		30-39		Part-time		Supervisory staff		Less than 6 months		Other		Other		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree

		8/16/2026 8:38:03		Yes		Male		30-39		Full-time		Supervisory staff		2 - 5 years		Prefer not to say		Other		Diversity or inclusion training, Not sure		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree

		8/16/2026 8:47:20		No		Male		18-29		Part-time		Supervisory staff		Less than 6 months		White		Events / Catering		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 9:16:26		Yes		Male		30-39		Full-time		Managerial staff		2 - 5 years		Asian / Asian British		Restaurants / Food service		Diversity or inclusion training, Employee networks or support groups, Mentoring or career development for underrepresented staff, Flexible working arrangements		2 - Disagree		3 - Neutral		3 - Neutral		2 - Disagree		2 - Disagree		3 - Neutral		2 - Disagree		2 - Disagree		3 - Neutral		2 - Disagree		2 - Disagree		2 - Disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		2 - Disagree		Creation of more training opportunities to make  better workplace

		8/16/2026 9:27:28		Yes		Male		18-29		Part-time		Supervisory staff		Less than 6 months		Asian / Asian British		Restaurants / Food service		Not sure		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		Fair treatment  equal opportunities, respectful communication and diversity and inclusion training.

		8/16/2026 9:42:58		No		Female		18-29		Seasonal / Casual		Frontline staff		Less than 6 months		Other		Other		Diversity or inclusion training		2 - Disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		3 - Neutral		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		3 - Neutral		1 - Strongly disagree		3 - Neutral		1 - Strongly disagree		2 - Disagree		2 - Disagree		1 - Strongly disagree

		8/16/2026 9:48:21		No		Male		30-39		Full-time		Supervisory staff		Less than 6 months		Asian / Asian British		Other		Not sure		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 9:55:12		Yes		Male		18-29		Full-time		Frontline staff		2 - 5 years		Asian / Asian British		Travel / Tourism services		None of the above		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		2 - Disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		3 - Neutral

		8/16/2026 11:10:05		Yes		Male		30-39		Part-time		Supervisory staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		None of the above		2 - Disagree		2 - Disagree		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		1 - Strongly disagree		3 - Neutral		3 - Neutral		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		2 - Disagree		2 - Disagree

		8/16/2026 11:37:18		No		Male		18-29		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Other		Not sure		3 - Neutral		4 - Agree		2 - Disagree		2 - Disagree		4 - Agree		3 - Neutral		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		3 - Neutral		4 - Agree		4 - Agree		4 - Agree

		8/16/2026 13:10:52		No		Male		18-29		Part-time		Supervisory staff		Less than 6 months		Asian / Asian British		Events / Catering		Diversity or inclusion training		3 - Neutral		3 - Neutral		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		2 - Disagree		3 - Neutral		3 - Neutral		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 13:34:37		Yes		Female		18-29		Part-time		Managerial staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		Diversity or inclusion training		4 - Agree		2 - Disagree		4 - Agree		3 - Neutral		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		3 - Neutral		4 - Agree		4 - Agree		3 - Neutral		4 - Agree		5 - Strongly agree		Supportive Colleagues

		8/16/2026 13:42:30		Yes		Male		18-29		Part-time		Supervisory staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		Mentoring or career development for underrepresented staff		3 - Neutral		2 - Disagree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		2 - Disagree		3 - Neutral		4 - Agree		4 - Agree		2 - Disagree		4 - Agree		5 - Strongly agree		Comfortable Work Environment

		8/16/2026 13:46:16		Yes		Female		40-49		Full-time		Managerial staff		6 months - 2 years		Black / Black British		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 13:46:52		Yes		Non-binary		40-49		Part-time		Supervisory staff		5 - 10 years		Mixed / Multiple		Bars / Pubs		A written DEI or equality policy		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 13:47:28		No		Male		30-39		Part-time		Managerial staff		5 - 10 years		Other		Travel / Tourism services		A written DEI or equality policy, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 13:48:13		No		Male		18-29		Part-time		Frontline staff		Less than 6 months		Other		Bars / Pubs		Diversity or inclusion training		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		3 - Neutral		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		No

		8/16/2026 13:48:49		Yes		Female		30-39		Part-time		Frontline staff		6 months - 2 years		Black / Black British		Events / Catering		Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 13:49:23		Yes		Female		30-39		Part-time		Supervisory staff		Less than 6 months		Asian / Asian British		Restaurants / Food service		Employee networks or support groups, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		3 - Neutral		2 - Disagree		1 - Strongly disagree		2 - Disagree		2 - Disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree

		8/16/2026 13:49:59		Yes		Male		18-29		Full-time		Managerial staff		Less than 6 months		Black / Black British		Restaurants / Food service		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree

		8/16/2026 13:50:31		Yes		Female		40-49		Part-time		Managerial staff		2 - 5 years		Mixed / Multiple		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 13:51:04		Yes		Female		40-49		Part-time		Frontline staff		2 - 5 years		Mixed / Multiple		Events / Catering		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 13:51:42		Yes		Female		18-29		Part-time		Supervisory staff		2 - 5 years		Black / Black British		Restaurants / Food service		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 13:52:15		Yes		Male		18-29		Full-time		Managerial staff		2 - 5 years		Mixed / Multiple		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree

		8/16/2026 13:52:51		Yes		Female		40-49		Part-time		Supervisory staff		6 months - 2 years		Mixed / Multiple		Travel / Tourism services		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree

		8/16/2026 13:53:33		Yes		Male		40-49		Seasonal / Casual		Supervisory staff		5 - 10 years		Asian / Asian British		Events / Catering		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree

		8/16/2026 13:54:11		Yes		Male		18-29		Full-time		Frontline staff		6 months - 2 years		Black / Black British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 14:07:08		No		Male		18-29		Full-time		Frontline staff		6 months - 2 years		Other		Other		A written DEI or equality policy, A clear way to report discrimination or unfair treatment		4 - Agree		1 - Strongly disagree		1 - Strongly disagree		3 - Neutral		3 - Neutral		3 - Neutral		4 - Agree		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		5 - Strongly agree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		just need to apply the existing policy properly .

		8/16/2026 14:42:35		Yes		Male		18-29		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		None of the above		2 - Disagree		1 - Strongly disagree		3 - Neutral		3 - Neutral		3 - Neutral		5 - Strongly agree		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		4 - Agree		2 - Disagree		3 - Neutral

		8/16/2026 14:48:45		No		Male		18-29		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Other		Diversity or inclusion training, Flexible working arrangements		3 - Neutral		1 - Strongly disagree		1 - Strongly disagree		3 - Neutral		3 - Neutral		3 - Neutral		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		3 - Neutral		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		2 - Disagree		1 - Strongly disagree

		8/16/2026 15:21:19		No		Male		18-29		Part-time		Managerial staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		Employee networks or support groups		2 - Disagree		3 - Neutral		1 - Strongly disagree		3 - Neutral		2 - Disagree		1 - Strongly disagree		2 - Disagree		3 - Neutral		2 - Disagree		2 - Disagree		3 - Neutral		3 - Neutral		2 - Disagree		2 - Disagree		1 - Strongly disagree		3 - Neutral

		8/16/2026 15:59:21		Yes		Male		18-29		Full-time		Frontline staff		6 months - 2 years				Restaurants / Food service		Not sure		4 - Agree		4 - Agree		3 - Neutral		5 - Strongly agree		3 - Neutral		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral		2 - Disagree		4 - Agree		3 - Neutral		4 - Agree		4 - Agree

		8/16/2026 16:39:43		Yes		Male		30-39		Part-time		Frontline staff		2 - 5 years		Asian / Asian British		Other		Not sure		4 - Agree		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree

		8/16/2026 16:40:21		Yes		Female		40-49		Part-time		Supervisory staff		2 - 5 years		Asian / Asian British		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, None of the above		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/16/2026 16:40:58		Yes		Male		40-49		Part-time		Supervisory staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree

		8/16/2026 16:41:41		Yes		Female		18-29		Part-time		Supervisory staff		Less than 6 months		White		Hotels / Accommodation		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements, None of the above, Not sure		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/16/2026 16:42:26		Yes		Male		18-29		Part-time		Managerial staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 16:43:11		Yes		Male		18-29		Part-time		Supervisory staff		2 - 5 years		Mixed / Multiple		Events / Catering		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 16:43:55		Yes		Female		18-29		Part-time		Managerial staff		2 - 5 years		White		Events / Catering		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		3 - Neutral		2 - Disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree

		8/16/2026 16:44:28		Yes		Female		30-39		Part-time		Supervisory staff		2 - 5 years		Black / Black British		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree

		8/16/2026 16:45:07		No		Female		50-59		Part-time		Supervisory staff		5 - 10 years		Other		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree

		8/16/2026 16:45:45		Yes		Male		18-29		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		3 - Neutral		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		5 - Strongly agree		4 - Agree		4 - Agree		3 - Neutral		3 - Neutral		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 16:46:22		Yes		Prefer not to say		40-49		Part-time		Supervisory staff		2 - 5 years		Black / Black British		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		2 - Disagree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 16:47:00		Yes		Female		18-29		Part-time		Supervisory staff		6 months - 2 years		White		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 16:47:42		Yes		Prefer not to say		60+		Seasonal / Casual		Frontline staff		5 - 10 years		Other		Other		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 16:48:18		Yes		Female		30-39		Part-time		Supervisory staff		2 - 5 years		Black / Black British		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		3 - Neutral		3 - Neutral		4 - Agree		4 - Agree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		3 - Neutral		5 - Strongly agree

		8/16/2026 16:48:54		Yes		Male		30-39		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		3 - Neutral		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree

		8/16/2026 16:49:29		Yes		Female		30-39		Part-time		Supervisory staff		2 - 5 years		Asian / Asian British		Bars / Pubs		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree

		8/16/2026 16:50:08		Yes		Male		18-29		Full-time		Supervisory staff		2 - 5 years		Black / Black British		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 16:50:40		Yes		Male		30-39		Part-time		Supervisory staff		6 months - 2 years		Black / Black British		Bars / Pubs		Diversity or inclusion training, Employee networks or support groups, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 16:51:10		Yes		Male		30-39		Part-time		Supervisory staff		6 months - 2 years		Black / Black British		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 16:51:43		Yes		Male		40-49		Part-time		Managerial staff		5 - 10 years		Mixed / Multiple		Events / Catering		Mentoring or career development for underrepresented staff, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 16:52:20		Yes		Male		30-39		Full-time		Supervisory staff		2 - 5 years		Black / Black British		Travel / Tourism services		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements, None of the above, Not sure		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		Yes

		8/16/2026 16:52:56		Yes		Female		30-39		Full-time		Managerial staff		Less than 6 months		Asian / Asian British		Other		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		4 - Agree		4 - Agree		4 - Agree		4 - Agree		2 - Disagree		2 - Disagree		2 - Disagree		2 - Disagree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree

		8/16/2026 16:53:30		Yes		Female		18-29		Full-time		Supervisory staff		6 months - 2 years		Mixed / Multiple		Events / Catering		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 16:54:02		Yes		Female		30-39		Part-time		Supervisory staff		2 - 5 years		Mixed / Multiple		Bars / Pubs		Diversity or inclusion training, Employee networks or support groups, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 16:54:31		Yes		Male		18-29		Full-time		Frontline staff		Less than 6 months		White		Hotels / Accommodation		Diversity or inclusion training, A written DEI or equality policy, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 16:55:02		Yes		Male		40-49		Part-time		Frontline staff		6 months - 2 years		Black / Black British		Restaurants / Food service		A written DEI or equality policy, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		5 - Strongly agree		4 - Agree		4 - Agree		3 - Neutral		2 - Disagree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 16:55:40		Yes		Male		60+		Full-time		Managerial staff		More than 10 years		Mixed / Multiple		Travel / Tourism services		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements, None of the above, Not sure		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree

		8/16/2026 16:56:12		Yes		Male		50-59		Part-time		Managerial staff		More than 10 years		Other		Other		None of the above, Not sure		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 16:57:28		No		Female		18-29		Part-time		Supervisory staff		Less than 6 months		Prefer not to say		Travel / Tourism services		Employee networks or support groups, Mentoring or career development for underrepresented staff, Not sure		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 17:02:29		Yes		Male		30-39		Part-time		Supervisory staff		6 months - 2 years		Asian / Asian British		Restaurants / Food service		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/16/2026 17:03:05		Yes		Female		30-39		Part-time		Frontline staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		2 - Disagree		3 - Neutral		3 - Neutral		2 - Disagree

		8/16/2026 17:25:39		Yes		Female		18-29		Full-time		Frontline staff		6 months - 2 years				Restaurants / Food service		Diversity or inclusion training		1 - Strongly disagree		1 - Strongly disagree		2 - Disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree

		8/16/2026 18:04:14		Yes		Male		18-29		Part-time		Managerial staff		Less than 6 months		Asian / Asian British		Restaurants / Food service		Not sure		3 - Neutral		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		3 - Neutral		3 - Neutral		3 - Neutral		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/16/2026 21:37:35		No		Male		30-39		Full-time		Supervisory staff		Less than 6 months		Other		Other		Not sure		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		2 - Disagree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/17/2026 5:37:23		No		Female		30-39		Part-time		Supervisory staff		2 - 5 years		Black / Black British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:38:04		No		Female		18-29		Part-time		Frontline staff		Less than 6 months		White		Travel / Tourism services		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements, None of the above		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:38:48		Yes		Male		18-29		Seasonal / Casual		Managerial staff		6 months - 2 years		Asian / Asian British		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:39:23		Yes		Female		30-39		Part-time		Supervisory staff		2 - 5 years		Black / Black British		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:40:01		Yes		Male		30-39		Seasonal / Casual		Supervisory staff		2 - 5 years		Other		Travel / Tourism services		Flexible working arrangements, Not sure		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:40:34		Yes		Female		18-29		Part-time		Supervisory staff		2 - 5 years		Black / Black British		Events / Catering		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:41:04		Yes		Male		30-39		Part-time		Supervisory staff		2 - 5 years		Black / Black British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:41:48		Yes		Non-binary		18-29		Part-time		Supervisory staff		Less than 6 months		Mixed / Multiple		Events / Catering		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:42:25		Yes		Female		40-49		Seasonal / Casual		Frontline staff		More than 10 years		Black / Black British		Restaurants / Food service		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree

		8/17/2026 5:43:02		Yes		Female		30-39		Full-time		Supervisory staff		2 - 5 years		Asian / Asian British		Travel / Tourism services		A written DEI or equality policy, Employee networks or support groups, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:43:37		Yes		Female		40-49		Full-time		Managerial staff		5 - 10 years		Black / Black British		Restaurants / Food service		Diversity or inclusion training, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree

		8/17/2026 5:44:12		No		Male		30-39		Part-time		Supervisory staff		2 - 5 years		Black / Black British		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		4 - Agree		4 - Agree		4 - Agree

		8/17/2026 5:44:43		Yes		Female		30-39		Part-time		Managerial staff		2 - 5 years		Black / Black British		Travel / Tourism services		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:45:18		Yes		Male		40-49		Full-time		Frontline staff		5 - 10 years		Black / Black British		Restaurants / Food service		Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements, Not sure		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:45:49		Yes		Non-binary		40-49		Part-time		Managerial staff		2 - 5 years		Black / Black British		Bars / Pubs		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:46:20		Yes		Male		18-29		Full-time		Frontline staff		Less than 6 months		Asian / Asian British		Restaurants / Food service		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		3 - Neutral		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:46:54		Yes		Male		30-39		Full-time		Supervisory staff		2 - 5 years		Mixed / Multiple		Travel / Tourism services		A written DEI or equality policy, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:47:27		No		Male		18-29		Part-time		Frontline staff		Less than 6 months		White		Hotels / Accommodation		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:48:01		No		Female		30-39		Part-time		Supervisory staff		5 - 10 years		Black / Black British		Restaurants / Food service		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral		3 - Neutral

		8/17/2026 5:48:37		Yes		Male		18-29		Part-time		Supervisory staff		6 months - 2 years		Mixed / Multiple		Events / Catering		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:49:12		Yes		Male		30-39		Part-time		Supervisory staff		2 - 5 years		Black / Black British		Hotels / Accommodation		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:49:48		Yes		Male		18-29		Full-time		Supervisory staff		2 - 5 years		Asian / Asian British		Events / Catering		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:50:21		Yes		Female		30-39		Part-time		Supervisory staff		6 months - 2 years		Black / Black British		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:50:57		Yes		Male		18-29		Full-time		Managerial staff		2 - 5 years		Black / Black British		Restaurants / Food service		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:51:39		Yes		Male		18-29		Full-time		Supervisory staff		6 months - 2 years		Asian / Asian British		Hotels / Accommodation		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements, None of the above		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree

		8/17/2026 5:52:13		Yes		Female		30-39		Seasonal / Casual		Managerial staff		5 - 10 years		Other		Events / Catering		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:52:46		Yes		Male		30-39		Part-time		Supervisory staff		2 - 5 years		Black / Black British		Restaurants / Food service		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:53:24		Yes		Male		30-39		Part-time		Supervisory staff		6 months - 2 years		Asian / Asian British		Bars / Pubs		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:53:59		Yes		Male		30-39		Part-time		Supervisory staff		5 - 10 years		Asian / Asian British		Events / Catering		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:54:33		Yes		Female		30-39		Part-time		Supervisory staff		6 months - 2 years		Black / Black British		Hotels / Accommodation		Diversity or inclusion training, A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree

		8/17/2026 5:55:03		Yes		Female		40-49		Full-time		Managerial staff		6 months - 2 years		Mixed / Multiple		Bars / Pubs		A written DEI or equality policy, Employee networks or support groups		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		2 - Disagree		3 - Neutral		2 - Disagree		2 - Disagree		3 - Neutral		2 - Disagree		2 - Disagree		3 - Neutral		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree

		8/17/2026 5:55:35		Yes		Male		30-39		Full-time		Managerial staff		2 - 5 years		Black / Black British		Bars / Pubs		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree

		8/17/2026 5:56:10		Yes		Female		40-49		Part-time		Supervisory staff		2 - 5 years		Asian / Asian British		Travel / Tourism services		A written DEI or equality policy, Mentoring or career development for underrepresented staff		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		3 - Neutral		2 - Disagree		3 - Neutral		2 - Disagree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:56:39		Yes		Female		40-49		Part-time		Managerial staff		2 - 5 years		Black / Black British		Other		Not sure		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree		1 - Strongly disagree

		8/17/2026 5:57:11		Yes		Prefer not to say		60+		Part-time		Managerial staff		More than 10 years		Mixed / Multiple		Other		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:57:46		Yes		Male		40-49		Part-time		Frontline staff		2 - 5 years		Mixed / Multiple		Other		Diversity or inclusion training, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements, None of the above, Not sure		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		3 - Neutral		2 - Disagree		3 - Neutral		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree

		8/17/2026 5:58:14		Yes		Male		40-49		Part-time		Supervisory staff		5 - 10 years		Other		Restaurants / Food service		Mentoring or career development for underrepresented staff, Flexible working arrangements, None of the above		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:58:46		Yes		Male		18-29		Full-time		Supervisory staff		6 months - 2 years		Asian / Asian British		Bars / Pubs		Employee networks or support groups, A clear way to report discrimination or unfair treatment, None of the above		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		3 - Neutral		2 - Disagree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:59:17		Yes		Female		50-59		Seasonal / Casual		Managerial staff		More than 10 years		Asian / Asian British		Bars / Pubs		A written DEI or equality policy, Mentoring or career development for underrepresented staff, Flexible working arrangements		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 5:59:48		Yes		Male		18-29		Full-time		Supervisory staff		5 - 10 years		Mixed / Multiple		Events / Catering		Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements, None of the above		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		5 - Strongly agree

		8/17/2026 6:00:19		Yes		Prefer not to say		60+		Seasonal / Casual		Managerial staff		More than 10 years		Prefer not to say		Other		Not sure		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 6:00:52		Yes		Female		30-39		Part-time		Supervisory staff		2 - 5 years		Asian / Asian British		Events / Catering		A written DEI or equality policy, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements		3 - Neutral		3 - Neutral		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 6:01:35		Yes		Male		30-39		Full-time		Supervisory staff		6 months - 2 years		Black / Black British		Restaurants / Food service		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/17/2026 6:02:18		Yes		Male		30-39		Full-time		Managerial staff		2 - 5 years		White		Travel / Tourism services		A written DEI or equality policy, Employee networks or support groups, Mentoring or career development for underrepresented staff, A clear way to report discrimination or unfair treatment, Flexible working arrangements, Not sure		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/19/2026 7:12:16		Yes		Male		18-29		Part-time		Frontline staff		Less than 6 months		Asian / Asian British		Restaurants / Food service		Employee networks or support groups, Mentoring or career development for underrepresented staff, Flexible working arrangements		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree		4 - Agree		5 - Strongly agree		4 - Agree

		8/25/2026 23:29:00		Yes		Male		18-29		Full-time		Supervisory staff		2 - 5 years		Asian / Asian British		Restaurants / Food service		Diversity or inclusion training, Flexible working arrangements		4 - Agree		4 - Agree		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		4 - Agree		3 - Neutral		4 - Agree		5 - Strongly agree		4 - Agree		4 - Agree		4 - Agree		5 - Strongly agree		5 - Strongly agree		5 - Strongly agree
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Adapted from Saunders, Lewis and Thornhill (2023). Red labels indicate the methodological path adopted in this study.




