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[bookmark: _Toc127117868]Abstract
In order to analyse factual data and assure the validity of the research context, the study was carried out with the aid of positivist philosophy. With the aid of the quantitative method, the inductive approach has been taken into account for appropriate study outputs. To obtain accurate data for the research, the survey approach has been considered as part of the major data gathering method. 100 workers from the UK telecommunication industry have been considered for the survey strategy in order to collect data. The theme analysis has also been selected for the section on research findings. Diversity is a practical strategy that can improve productivity by raising staff morale. HRM is essential to the growth of diversity and moral behaviour within the organisation. By resolving cultural disputes, HR managers promote inclusion and diversity in the workplace. Companies can improve the retention rate within their organisations by putting effective human resource development methods into practise. Racial and cultural diversity in the workforce can assist the organisation improve its overall performance, in addition to workforce diversity. With the aid of cultural variety, the organisation may also increase employee motivation and retention. Along with this, organisations place a strong emphasis on employee involvement to manage the organization's processes for diversification.
Diversity management in the workplace is critically dependent on top-level management and HR management. The HR department is in charge of hiring a diverse workforce and determining how employees are valued and recognised inside the company. The practises of HRM inside an organisation are impacted by a number of factors, including poor communication, inefficient HR management, and many others. Training programmes are also a useful tool for managing diversity in the workplace. The diversification practises adopted by the organisation as a result of the training method are more successful. Since only a small number of employees were used in the primary data collection method, there may not be enough information to evaluate the entire telecommunication industry as a whole. The primary data technique also requires a significant amount of time for data collecting.
It has been suggested that businesses concentrate on developing successful team-building exercises to improve employee communication and effectively eradicate racist attitudes. The organisation should concentrate on establishing various anti-racist and zero-tolerance policies with regard to topics like racism, inequality, and many others. Additionally, to address the challenges of racism and inequality within the organisation, the corporation can teach and educate its employees about their rights, issues, and ethical practises.
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[bookmark: _Toc127117869]Chapter 1: Introduction
[bookmark: _Toc127117870]1.1 Background
A company's HR specialists play a significant leadership and management role that contributes to the development of a varied and empowered culture. The performance of the company can be influenced by HR managers because they play a vital part in boosting employee productivity. Different people define diversity differently. For some, it also refers to the acceptance of certain conventions, such as the idea that each person has distinctive qualities that, when combined, make up a diverse population (Ghislain and Clair, 2017). Employees at diverse workplaces have distinct traits, but they are not all of the same ethnicity, educational level, gender, or socioeconomic background. Many organisations are currently incorporating various diversity training programmes into their everyday operations. The promotion of an efficient working organisation is the primary goal behind the implementation of many diverse training programmes.
In order to hire qualified workers who can guarantee the success of the business, human resource management is crucial in the creation of diversity management efforts. Organizational members that participate in diversity training are better able to connect with their peers and co-workers. Maintaining a positive reputation with the management team and the supervisors is another aspect of positive interactions. Being responsible for handling the hiring process and bringing in qualified personnel who can aid in an organization's growth, the human resources department is a crucial aspect of any company. The procedure to ensure diversity and efficient management in the organisation heavily rely on human resources (Ghislain and Clair, 2017).
Telecommunication companies have begun promoting cultural diversity as part of their corporate goal to draw in clients from a variety of backgrounds. The modern strategy for fostering a company's growth and success is to hire a diverse workforce, which has a number of advantages, including higher profitability. The idea of workplace diversity has gained popularity since it has been emphasised as a key paradigm that can assist organisations in gaining a more significant, active, and attainable competitive edge. Workplace diversity helps unite individuals from various cultures, backgrounds, opinions, and personalities while teaching them how to function as a cohesive team. The significance of promoting diversity and ensuring diversity in the workplace is to identify the team members who are thought to be the best, regardless of their opinions, personalities, or race, as great employees are not restricted by social standards (Rahman, 2019). Diversity in the workplace has become a popular idea since it has been recognised as a key model for giving organisations a more effective, active, and attainable competitive advantage. Diversity in the workplace encourages communication and teamwork by bringing together individuals from various cultures, backgrounds, opinions, and personalities. Finding the team members who are regarded as the best, regardless of their opinions, personalities, or colour, is crucial to ensuring diversity in the workplace since brilliant individuals are not restricted by social standards.
[bookmark: _Toc127117871]1.2 Problem statement
Due to the adoption of poor workplace diversity policies, the telecommunication industry is currently experiencing challenges with employee unproductivity. These problems that organisations deal with have a detrimental effect on their performances and disrupt the placement of their brands in the market. The outdated and conventional approaches to diversity in an organisation serve as a barrier and impede its expansion. Due to the intense rivalry that exists in the market, it can be difficult for business leaders to implement the right strategies that will promote workplace diversity. The lack of diverse human resource strategies has an impact on the company's productivity in a cutthroat industry. The company's development and profitability are negatively impacted by the adoption of poor workplace diversity initiatives. The restricted viewpoint at work also prevents a company from expanding and creates a toxic workplace culture (Voegtlin, and Greenwood, 2016).
[bookmark: _Toc118752544][bookmark: _Toc127117872]1.3 Aims and objectives
To analyse the roles of human resource managers in developing the diverse workplace management in the telecommunication sector.
Objectives
· To analyse the concept and theories of human resource management in the workplace diversity
· To study the factors which impact workplace diversity management at the workplace
· To evaluate the role of human resource management in managing employee diversity
· To determine the challenges HR managers face in developing diverse workplace management
· To recommend the right practices for human resource managers in developing diverse workplace management
[bookmark: _Toc118752543][bookmark: _Toc127117873]1.4 Research questions
Primary question
What is the role of human resource managers in developing diverse workplace management in the telecommunication sector?
Secondary questions
· What are the roles of human resource managers in managing a diverse workplace?
· What are the benefits of workplace management in the telecommunication centre?
· What are the methods of improving workplace diversity?
[bookmark: _Toc127117874]1.5 Research rationale
Some businesses in the telecommunication industry are primarily dealing with issues related to inadequate workplace diversification, which fosters an unfavourable work atmosphere. Businesses in the telecommunication industry are unable to increase employee productivity as a result of the implementation of poor workplace diversity policies. The necessity of doing this study has been made easier by this newly discovered issue. In order to guarantee a productive working environment in the telecommunication industry, awareness of the application and significance of workplace diversity is required. 
The study was conducted to address the problem of low office productivity brought on by a lacklustre workplace diversity programme (Hochbein and Smeaton, 2018). The research has highlighted the value of diversification in an organisation and how it can be leveraged to improve staff productivity and the organization's brand recognition in the telecommunication sector. The elements influencing workplace diversity management are also evaluated by this study. The report also mentions the integration of human resource management tactics as a way to improve the organization's job efficiency, employee retention, and staff members' ability to work more methodically.
[bookmark: _Toc127117875]1.6 Research significance
Currently, the incorporation of diversity and HRM practises in organisations have shown considerable results in terms of creating insights and improving employee productivity. The primary goal of this study is to analyse how the human resources division contributes to varied workplace management inside an organisation. The study's conclusions are essential for the managers of telecommunication companies if they want to improve employee retention and promote diversity in the workplace (Voegtlin, and Greenwood, 2016). 
The application of operational human resource management strategies gives organisation managers significant insights and aids in their analysis of the most practical alternatives for achieving their objectives.  Human resource managers can use the study's findings to better understand the reputation of diverse staff retention methods and put them into practice to protect their organisations. Effective tactics and ideas to reduce the problem of low workplace productivity have been shown by the research. It is also advantageous for the organization's managers to resolve the problem successfully and improve the performance of the company in the cutthroat market.
[bookmark: _Toc127117876]1.7 Structure of the research
The main supporting evidence for the research's hypothesis is presented in this section. This section contains a succinct explanation of the aims, objectives, research topics, and associated issues. The concepts and hypotheses put forth by various authors in the pertinent field of study are included in this section of the research. The literature review's creation has benefited from the various contributors' critical perspectives. The study design was created with the use of Saunders's Research onion, and the methodology provides the appropriate framework of proper methods and approaches. With the aid of the selected technique, the study's major findings and research study outcomes are explained in the study and reviewed. This chapter has also explored the data analysis using the chosen tools. This section contains the summary findings from the various sources. The organisations involved in the telecommunication sector have been advised on the proper practices in light of the findings.
[bookmark: _Toc127117877]1.8 Research method
The study employs a quantitative research methodology, which aids in gathering accurate and useful data. With the aid of a survey questionnaire, the research's major data-collecting tool, it was possible to gather data for the study. It aids in comprehending the significance of diversity and HRM procedures to promote employee retention in the telecommunication industry. The Saunders' Research onion is chosen because it is useful to examine the various tools and techniques that aid in the research's simplification. The study collected and analysed the data using a quantitative research methodology. The research utilising statistics and information is made simpler by using the quantitative method. The primary data collection approach will be used for the research, in which data will be gathered with the aid of a survey questionnaire. 100 telecommunication industry workers from different sectors have provided information for the following research.


[bookmark: _Toc127117878]Chapter 2: Literature review and theory
[bookmark: _Toc127117879]2.1 Introduction
The chapter includes various thoughts, opinions, and insights from various authors on the primary subject of the study. The study also offers insightful information and background information to strengthen the research's capabilities. To accomplish the research's goal, secondary sources such journals, research papers, and articles have been used. Additionally, it improves the ability of the findings and makes it easier to grasp the purpose of the study. The trustworthiness of the research is also improved by the critical analysis of the understandings. The main study topic is " What is the role of human resource managers in developing diverse workplace management in the telecommunication sector?
[bookmark: _Toc127117880]2.2 The concept and theories of human resource management in the workplace diversity
As per, Ariss and Sidani, (2016), the organisation can adapt to the quickly evolving corporate culture and meet the growing demand for qualified workers with the help of human resource management. Finding, selecting, and employing qualified individuals for open positions is the primary responsibility of the human resource department, which is vital to the success of the business. Employee benefit packages are another strategy HR managers use to increase productivity and efficiency. Secondary sources of data were used in the current study to gather details about the idea of human resource management. The primary duties of the human resources division include increasing productivity and protecting the company from any problems that can negatively impact employee performance and production (Albrecht, et al., 2015). 

(Figure 1: Human Resource Management concept)
(Source: By Author)
The above-mentioned diagram illustrates several duties and tasks associated with human resource management, including compensation, hiring, planning, and retention. The integration of workers with different upbringings, racial groups, sexual orientations, ages, and religious activities in the organisation is indicated as workplace diversity, according to the article "Organizational citizenship behaviour: A critical review of its development in a diversity is driven workplace." Employing personnel with a varied range of talents and competencies is another requirement. Journals and articles were used to build a varied work culture in the organisation, which helped to make the information credible (Alharahsheh and Pius, 2020).
According to, Azungah, (2018), increasing the contribution of human resource management to corporate social responsibility and sustainability A multi-stakeholder, multidimensional approach to HRM is what is meant when we talk about managing human capital, which is a corporate asset. A literature review was used to help gather the data. These services concentrate on maximising worker performance in order to get a competitive edge in the market. All decisions involving employees, including those involving training, workplace modifications, and diversity management, are made by HR management. A varied workplace also includes workers who have a variety of backgrounds and personality traits (Azevedo, et al., 2021).
The definition of workforce diversity has been expanded to include a number of factors, including sexual choice, religion, sexual orientation, economic status, talents, and so forth. When there is a feeling of belonging among the employees of an organisation, employee loyalty is higher. The specific skills and opinions of the person working for an organisation determine employee loyalty (Browne, et al., 2019). Therefore, organisations that emphasise diversity as well as inclusion attract a skilled staff. If a company wants to succeed in the market, it can hire the smartest people. Strategic contingency theory is a human resource management theory that is included to help provide diversified management in the workplace. The human resources division can create a varied workplace in the company with the use of this notion. Maintaining a better working environment depends heavily on diversification. It is essential for accurately predicting and keeping track of staff members' levels of motivation. A situational approach that is also frequently acknowledged is contingency theory (Cloutier, et al., 2015).
In the opinion of, Delery and Roumpi, (2017), this idea assists the organisation in changing the variables in accordance with workplace requirements. Through the incorporation of various workplace management, the factors of this theory may be used to successfully analyse the working culture and improve employee motivation and productivity. That data is gathered for this particular study via a survey questionnaire. The organisation may be able to expand its hiring practises by including various work cultures. Organizations can hire personnel with a wide range of skills that will raise the performance level and productivity of the company (Collings, et al., 2018). Diverse staff members help the company increase financial performance through innovation. This theory might help the business achieve its objectives. Therefore, using strategic contingency theory to create a varied workplace culture in the organisation is suitable. The similarity-attractive paradigm idea is applied in order to create a varied working culture within the organisation. People who operate in various workplace cultures are more effective and productive. Based on their mindset and beliefs, it may be said that variety and skills may reduce conflict. This is a highly important quality of different people since it aids in the achievement of the organization's purpose (Elvi and Tunjungsari, 2022). The main data gathering technique was used to collect trustworthy data and authentic data. A diverse culture could help the organisation maintain employee retention. They are drawn to and inclined toward a sense of community since it gives them the confidence to use their talents in an upbeat manner to advance the organization's objectives. It is clear that workplace diversity is essential to the expansion and development of the company (Etikan and Bala, 2017).
[bookmark: _Toc127117881]2.3 The factors which impact workplace diversity management at the workplace
Based on the views of, Froehlich, et al., (2021), management of workforce diversity: a thorough survey of the literature "Diversity management is a practise that aims to establish and maintain a positive working environment. In order to maximise each person's potential and contributions to the growth of an organisation, the likelihood and distinctiveness of each person is taken into consideration. The study analysed the information from 19 studies that have been released since 2015. The main conclusion of this study states that age, gender, race, cultural background, religion, language, sexual orientation, education, lifestyle, beliefs, capabilities, and economic status are the main elements that influence workplace diversity. The control of these variables encourages innovation and aids in the company's growth and transformation. The main goals of the DM concept in a telecommunication industry workplace are to increase job opportunities and improve employee welfare (Liu, 2016). Therefore, it can be said that WDM helps the employees pursue their goals without being constrained by those things that could have a negative effect on their performance. The graphs below can be used to identify the various elements influencing workplace diversity.



(Figure 2: Factors which impact diversity at workplace)
(Source: By Author)
According to, Marsonet, (2019), in inclusive atmosphere with equal rights and opportunities for all workers and employees is referred to as a varied workplace. According to the survey, female employees have a more favourable opinion of Diversity Management practises than do male employees. An organised questionnaire with 260 survey questions was used to analyse the study's findings. Gender diversity of this kind acts as a mediator in the link between civic engagement and job satisfaction. A workforce that is gender diverse helps the telecommunication business serve a customer base that is becoming more and more diversified. The term "gender diversity" describes a balance in the representation of men and women. Equal rights and opportunities are present for all workers and employees in a diverse company. Diversity Management practises are viewed more favourably by female employees than by male ones, according to the study. A structured survey with 260 survey questions was used to analyse the study's findings. Gender diversity of this kind acts as a mediator between organised civic behaviour and job pleasure (Meyers, et al., 2020). The telecommunication industry benefits from having a workforce that represents a variety of genders by better serving its increasingly diversified clientele. In terms of gender diversity, both men and women must be equally represented.
As per, Moser and Korstjens, (2018), management of Diversity and Gender Organizational citizenship, opinions, and workplace contentment Behavior, diversity management is a rapidly expanding phenomena that is characterised by a blend of individual difference and analogy. Diversity encompasses traits, ideologies, tastes, and backgrounds. The most often used definitions of diversity in the study's summary are "age diversity," "racial diversity," and "gender diversity," which refer to the employees' differences in education, gender, and ethnicity. Based on a questionnaire survey with 100 respondents, the study's key findings were assessed. The variances that people have based on their racial, ethnic, and gender backgrounds are referred to as racial diversity. This kind of diversity enables a business to expand its diversified consumer base, which boosts productivity and increases sales. Racial diversity is essential for raising staff members' levels of motivation (Mousa, et al., 2020). Therefore, it can be concluded that having a racially varied workplace in the telecommunication sector increases potential for increased profitability, values, and helps a brand adapt and survive in the marketplace.
According to, Neuendorf, et al., (2018), diversity management in the workplace" is a concept that is quickly becoming a reality on a global scale. A telecommunication brand's ability to spread tolerance and understanding of other groups while also making significant profits is a result of the diversity of its cultures, values, and ethnicities. To properly conduct the study, the primary data collection approach was adopted. The study's key finding is that the definition of age diversity is the acceptance of workers of various ages in a professional setting. With less personnel turnover, a company may be able to boost performance thanks to this type of diversity. It is a characteristic that offers a telecommunication company a wide range of employee experiences and aids the brand in identifying the telecommunication sense and consumer needs of a diverse group of customers (Ng and Sears, 2020). Therefore, it may be concluded that age diversity encourages employees of various ages to learn from and support one another.
As per, Ozturk and Tatli, (2016), diversity at work not only fosters peace but also makes it more attractive to work there: "Walking the talk on diversity: CEO beliefs, moral values, and the implementation of workplace diversity practises." Diversity promotes employee engagement, which has a good effect on the company's expansion. Additionally, several factors, including as acceptance of diversity, cultural differences, language and communication styles, and leadership abilities, indirectly affect the notion while improving trust, respect, and understanding among coworkers. The most crucial factor in whether diversity is implemented by HR management in a company is whether or not the employees will embrace it. The leadership skills of HR management are crucial for implementing cultural diversity since they inspire and guide employees to adhere to management standards. In order to create an appropriate atmosphere with high expectations for all employees, HR management analyses the various communication styles (Patel and Patel, 2019).
[bookmark: _Toc127117882]2.4 The role of human resource management in managing employee diversity
According to, Schamp, et al., (2019), the human resource department of an organisation generally places a strong emphasis on controlling employee performance and maintaining compliance with employment law. "Challenges and Opportunities Affecting the Future of Human Resource Management" They now have a larger strategic role and are more actively involved in business operations. The main data collection technique was used for this investigation. The human resource department is divided into several core divisions, each of which performs a separate task. Recruitment is the HR department's primary duty in an organisation. The primary responsibility of the human resources team is to maintain workforce levels and make sure that the company hires qualified employees who can manage their time well. Employee relations make up the other key function because employees are an organization's lifeblood. The HR managers also pay attention to workers who are skilled and productive and who are invested in the company (Seliverstova, 2021). The organisation focuses on giving them all the essential skills and benefits in order to improve employee relations. The investigation was carried out using a secondary data collection technique. 
According to, Shah and Khan, (2019), the organisations gain from this as they are able to hire more qualified personnel who are dedicated to ensuring the organization's expansion. Making strategic partners who aid and assist the company and guide it toward progress is the primary function of human resources in an organisation, according to the adage "the field of strategic human resource management, human capital, and competitive advantage is running in circles." It also entails explaining the pay and benefits offered by an organisation to its employees and going over its policies with them. The HR department is also in charge of making sure that the workers are completely obedient, dedicated, and supportive of the organization's expansion (Shore, et al., 2018). The HR manager is also in charge of resolving problems that arise at work so that it doesn't influence the productivity of the workers. 
According to, Singh and Babbar, (2021), human resource management is an organisational function that significantly contributes to managing diversity through its proactive policies. Diversity management is a strategy. Additionally, it assists in keeping a diverse staff motivated and in eliminating workplace inequality. The responsibility of managing and integrating the organization's whole personnel diversity falls to the human resources department. The strain on an organisation, which can come from both internal and external sources, has given diversity inside that organisation a boost. Building organisational innovation through HRM, employee voice, and engagement, HRM plays a key part in creating a diverse workplace as it identifies employee needs and develops novel approaches to meet those needs. The study was carried out based on interviews done with retail organisation workers. The HR department fosters a varied workplace culture that values each employee's rights to an inclusive workplace and gives them the chance to develop professionally (Snyder, 2019). The recruitment processes are planned by HR management to broaden the company's human resources. In order to foster talent in a wide range of people, the management makes sure that the organisation organises mechanisms for employee training and development.
Employers can identify the newest trends by having a workforce that is representative of their consumers and serves as a major source of motivation for their employees thanks to workplace diversity. Additionally, it aids in fostering an inclusive environment that values diversity and raises employee productivity. The human resource staff can commit to programmes that support the advancement of diverse employees from various racial and cultural backgrounds. HR managers can also take steps to guarantee that talented workers are identified and hired in order for them to realise their full potential (Stahl, et al., 2020). The leaders of an organisation must promote diversity in the workplace because of the growing globalisation in today's economy, according to the study "Religious Diversity at Workplace: a Literature Review." It can be advantageous for the organisation when a range of people from various backgrounds, cultures, and nationalities are combined. This is so that they can all provide a variety of ideas that can aid in the expansion of an organisation. They all have unique perspectives and modes of thought. This can help the business become more innovative, boost production, and establish connections with a variety of customers (Stone and Deadrick, 2015).
[bookmark: _Toc127117883]2.5 The challenges HR managers face in developing diverse workplace management
Based on the views of, Suharnomo, (2017), the most significant obstacle managers confront when creating diverse workplaces is communication. If the team's staff members are diverse, communication may be challenging. Additionally, not all squad members may speak English as their native tongue. Teammates who struggle with language may engage and understand one another ineffectively. Secondary data were used to help with the research for this study. Due to a diversified work environment, team productivity and efficiency may suffer dramatically. Managers who foster a diverse workplace make an effort to close the gender and age gaps. As a result, and with the help of the information above, it can be said that creating varied workplace management is a very difficult task for human resource managers.

(Figure 3: Challenges faced by managers in building workplace diversity)
(Source: By Author)
Another difficulty faced by the human resource manager when creating a diverse workplace is the difference in the employees' ways of thinking or behaving. See "Gender Identity Inclusion in the Workplace: Broadening Diversity Management Research and Practice Through the Case of Transgender Employees." Due to their unique backgrounds and perspectives, a diverse workforce approaches the same scenario and clearly conveys their opinions. Employees who follow this strategy are beneficial to the company since they can keep generating new ideas and spotting issues. There are too many points of view, nevertheless, to establish consensus. The multitude of proposals, especially original answers to important problems, could be disregarded. Several papers were examined in order to collect the data. Productivity may suffer as a result of a diverse workplace culture, and an organization's capacity to fulfil obligations may be jeopardised by an abundance of perspectives or proposals (Tamunomiebi, M.D. and Onah, et al., 2019). The main issue of the organization's human resource managers is the variety of implementation challenges. On paper, having diverse staff makes sense, but in practise, managers find it challenging to implement. A manager, however, may not always have the time to carry out such a significant and time-consuming task. As a result, diversity initiatives don't get the attention they need.
According to, Thomas, et al., (2016), the activities and services provided by an HR department are primarily focused on the welfare and contentment of the employees. This is known as the "role of human resource management and organisational behaviour on employee motivation: route analysis method." The most frequent issue that HR departments run into when trying to implement new diversity-related initiatives in the workplace is the business's financial situation. To secure the effectiveness of its operations and execute long-lasting changes in the workplace environment, management requires a significant quantity of funding. If the administration of the organisation wants to raise money to put its sustainable principles into action, poor economic conditions constitute a barrier (Urbancova, et al., 2016). Due to the company's inability to pay competent employees enough, these conditions also contribute to social problems at work. On the other hand, the circumstance also places the organisations at a competitive disadvantage and reduces their revenue.
The most difficult objective for a human resource management to complete is equal inclusion. Creating an inclusive workplace might mean different things to different people. For a transgender employee working for an organisation, it might feature a spot to add pronouns to the personnel platform and restrooms for people of a certain sexual orientation. The creation of a varied workplace may always be continuous, and team members' suggestions ought to be taken into consideration. The main problem faced by HR managers is listening to the feedback of those employees who are having the worst experiences while working. As a result of a varied workforce, discrimination presents another difficult task for HR managers. Employees may encounter prejudice and harassment (Wiggins-Romesburg and Githens, 2018). A survey questionnaire is used in this article to collect the necessary data. On the other side, many employees nowadays may experience or be the victim of workplace discrimination because to their age, skin tone, quality, or LGBTO+ status. This could make it difficult for employees to be authentic at work, which might reduce opportunities for teamwork, innovation, and success. A proper code of conduct can be established by the manager to provide guidelines for behaviour and inform the team members of each member's importance. The manager can bring up diversity and inclusion at any point in the lifecycle of a person, including during hiring and training as well as in group conversations, to prevent any confrontation. Additionally, managers struggle to comprehend the value and necessity of diversity and inclusion in the workplace (Shah and Khan, 2019).
[bookmark: _Toc127117884]2.6 The right practices for human resource managers in developing diverse workplace management
According to, Shore, et al., (2018), diversity management and a leader's responsibility The term "workplace diversity" refers to the range of differences that exist among employees of a company. The most important factor in preserving diversity at work is leadership. Successful leaders are aware of their team members' expectations and how to meet them. The research's findings were derived from 14 journal publications published on the relevant subject. The responsibility of HR managers in managing a varied workplace is to recognise individual differences and carry out a strategy plan to demonstrate the brand's diversity ethos. HR professionals are in favour of diversity in the workplace since, in general, workers in a firm uphold the values of their boss (Singh and Babbar, 2021). Additionally, they can learn about the essential mindsets and abilities of the workers to successfully handle these variances. This leads to the conclusion that HR managers put a lot of emphasis on preserving workplace diversity while adding cultural understanding to the telecommunication sector.
As per, Snyder, (2019), management of diversity and the responsibility of the leader To reduce risks for the business and its employees, HR management puts changes into place and offers solutions to issues. The management makes use of its practical expertise to empower human capital for organisational success, foster a healthy work environment, and increase productivity. It makes suggestions and plans employee reward and benefit programmes to enhance the company's perception among staff members and to keep the most talented and productive workers on board. HR management dispels false and disruptive diversity rumours and incorporates diversity into the company's hiring procedures. In order to combat systemic inequality, management aligns the company's goals and puts the best practises into practise. The management works with the business to establish a forgiving and compassionate working environment (Suharnomo, 2017).
According to, Schamp, et al., (2019), utilizing multiple job brands is one of the most efficient strategies that human resource managers can use to create diverse workplace management, according to the study Comparative International Human Resource Management: Future Research Directions. Encourage employers to list job openings on career websites with an emphasis on workplace diversity. The HR managers can also implement an effective strategy by emphasising diversity and inclusion policies on the company website. Managers can ensure that the diversity declaration and any active recruitment efforts for qualified personnel for the company are prominently featured on the website (Marsonet, 2019). Effective strategies that human resource managers can use to create diversified workplace management include leveraging different job brands (Comparative international human resource management: Future research directions). Promote job posts on websites for careers that can concentrate primarily on workplace diversity. Highlighting diversity and inclusion practises on the website is another excellent strategy that HR managers can use. Managers can make sure that the organization's website prominently displays its diversity proclamation and any ongoing searches for qualified people.
According to, Elvi and Tunjungsari, (2022), conducting varied training can be seen as another tip for successfully adopting a diverse work culture. HR managers' talent philosophies: prevalence and correlations with perceived talent management strategies. For employees who want to guarantee the proper development of their careers, a diverse training programme may be required. The employees may be shocked by this training session when their weaknesses are brought to light. They can effectively begin raising diversity awareness within the organisation using their newly learned expertise. The best method for incorporating diversity is thought to be establishing an inclusion meeting. It may be possible to lessen the problems associated with cultural variety by putting together a council of powerful individuals who are dedicated to encouraging diversity (Etikan and Bala, 2017). To ensure the accuracy of the information, data was gathered via an online survey. The council can also hold monthly meetings to create strategies for fostering diversity. Another suggestion for the incorporation of diversified expertise is to honour a variety of referrals. encouraging personnel to promote job applications from underrepresented groups and providing incentives or rewards for suggesting diverse applicants who are working for the organisation. Thus, the suggestions made above are some of the most successful tactics that an organisation that values diversity can use. Additionally, diverse employees contribute to increasing the organization's production.
[bookmark: _Toc127117885]2.7 Research gap
The concept and theories of HR management and workplace diversity have been adequately covered by authors in prior study. The authors have also discussed the part HR management plays in creating a diverse workplace. Prior research, however, were unable to assess the difficulties associated with HR management and a diverse workplace. As a result, our study has significantly increased our knowledge of the difficulties HR departments face when creating a diverse workplace. The study also assessed the management's methods for resolving the relevant issues.
[bookmark: _Toc127117886]2.8 Summary
From the information provided above regarding the relevant research topic, it can be concluded that diversity and HR management in the workplace contribute favourably to an organization's expansion. In creating a diverse workplace, HR management's strong leadership abilities are crucial. HR management must overcome obstacles such communication issues, attrition, and unfavourable organisational economic situations when adopting diversity in the workplace. Management employs unique ways to meet these problems, including technological advancements in the workplace, assessing individual requirements, and fostering a workplace atmosphere that is mixed-cultural and meets the needs of all employees. As a result, the aforementioned interpretations concluded that HR management is essential to creating a diverse workplace in every organisation. 
The above data on the relevant research issue allows for the analysis that HR management and workplace diversity have a favourable impact on an organization's growth. In order to create a diverse workplace, HR management must possess strong leadership abilities. HR management faces difficulties adopting diversity in the workplace, such as communication issues, decimation, and bad organisational fiscal conditions. Management employs unique ways to meet these problems, including assessing employee requirements, implementing technological advancements in the office, and fostering a workplace climate that is inclusive of different cultural norms. Therefore, it can be concluded from the aforementioned interpretations that HR management is essential to creating a varied workplace in any organisation.


[bookmark: _Toc127117887]Chapter 3: Data and methods
[bookmark: _Toc127117888]3.1 Introduction
In this study's chapter, many methods and approaches are described that are used to collect and analyse data related to the study's issue. This chapter effectively addresses the research problem and explores the selection of several research approaches. The part is also useful in answering the study's main question, which is What is the role of human resource managers in developing diverse workplace management in the telecommunication sector?.
[bookmark: _Toc127117889]3.2 Research design
                       
(Figure 4: Saunders research onion)
(Source: By Author)
Saunders' Research Onion Framework was used to determine the best research techniques for this investigation. The framework has helped to advance knowledge about the most effective research methodologies. The many methods and procedures chosen to use the study's topic are shown in the aforementioned graphic. The framework was used since it supports the different approaches that can be used to streamline the research (Ahmad, et al., 2019). The study uses the quantitative research approach to collect and analyse the data. Saunders' Research Onion Framework was utilised to decide which research techniques would be most effective for this study. The framework has helped to advance knowledge regarding the best study-related strategies. The various strategies and methods used to use the research's topic are represented in the aforementioned figure. The framework was selected to help with the numerous approaches that might be used to streamline the research. The study applies the quantitative research method to data collection and analysis.
Additionally, the study uses a survey questionnaire approach as its primary method of data gathering, which allows for the acquisition of information. For the study, information from 100 UK telecommunication sector workers is collected (Ariss and Sidani, 2016). In light of the study's setting, employees in the telecommunication industry were selected as a human population. In order to guarantee that the research's findings were significant and pertinent to solving the research problem, the sample size was limited to 100 individuals. Different themes that help address the problem associated to the study's topic are made possible by the implications of the thematic analysis approach.
[bookmark: _Toc127117890]3.3 Research structure
It is a process that offers a systematic and deliberate plan to finish the research. It includes a variety of methods that can be used to achieve the research's goal. As a result, the research structure is the creative and strategic method used to gather information about the subject and address issues properly.

(Figure 5: Research procedure)
(Source: By Author)
The previously described figure offers a framework on which the entire research is conducted, which allows for the completion of the investigation. The topic for the research is chosen in the first step depending on the chosen research area. Goals and objectives are also developed in accordance with the research topic. Later, the research challenge was discovered by analysis of the research domain, which also aided in giving the research a useful focus (Albrecht, et al., 2015). The framework for the study's structure has helped to make the stages for carrying out the research more clear. Additionally, many periodicals and articles that aid in understanding the concept of the research issue are reviewed. Based on many authors' perspectives, critical analysis has been conducted (Ahmad, et al., 2019).
Additionally, with the aid of research methodology, several research approaches and methodologies have been identified for the specific research subject area. Later, using the data analysis technique outlined in the research methodology, the data was analysed. Additionally, the conclusion is started based on findings in order to fulfil the goal of the study and respond to the research question. The final phase is to offer suggestions and tactics for overcoming and fixing the research's issues. By submitting the research project by the deadline, the study is submitted while taking ethical norms into consideration.
[bookmark: _Toc127117891]3.4 Research philosophy
Study philosophy is a methodical technique that aids in giving the knowledge development related to the research field a proper direction. There are different types of philosophies such as positivism, post-positivism and pragmatism out of which the positivism philosophy has been selected for this study as it has a quantitative research methodology. This mindset makes it easier to evaluate how the human resources division can create a diversified working culture within the company. It also aids in the evaluation of real data to guarantee the study's validity. As a result, following this attitude makes it easier to follow an effective and well-thought-out structure to do the research (Alharahsheh and Pius, et al., 2020). Additionally, this concept can be used to understand the respondents' thoughts and perceptions. This attitude is useful in the study because it helps determine the best solutions for any issues that may develop. 
Analyzing data and examining empirical evidence will help the study reach its goal. The philosophy aids in the development of ideas and concepts that can guide the course of study. This idea was selected for this study because it makes it easier to gather real, objective data pertaining to the study's topic.
[bookmark: _Toc127117892]3.5 Research approach
A research approach is a strategy and set of actions that provide a thorough justification for achieving the research goal. Quantitative, qualitative, and mixed methods are different kinds of research approaches used in the studies. The deductive technique is used in the study since it is suitable for achieving the goal of the investigation. The research methodology is helpful in identifying the best hypothesis for the study's topic. The deductive method aids in removing the irrelevant hypothesis from the context of the study. Additionally, using the research findings and conclusions, the approach helps in evaluating the hypothesis (Azungah, 2018). The deductive method aids in defining the connections between ideas and factors related to the study topic. Additionally, it aids in the formation of informed judgments that support the study's hypothesis. The fundamental justification for choosing a specific strategy is that it effectively contributes to improving comprehension of the study's topic. The deductive method uses a hypothesis to evaluate how HRM contributes to establishing diversity in the workplace.
[bookmark: _Toc127117893]3.6 Research method and strategy
Because it offers a number of methods for gathering the data for the research, the research technique aids in gathering reliable information. The quantitative method was used for this study because it makes it easier to effectively study statistical data. This approach is regarded as beneficial since it offers thorough and precise data from the pertinent data sources. This method also includes a detailed analysis of the data and graphical depiction, which makes the study simple to understand. This approach has been used to obtain real-world experiences. When creating scenarios for the function of the human resources department in creating varied workplace management in the organisation, it helps to provide true information. Additionally, the viewpoint of the human participants contributes to a deeper comprehension of the study's subject matter.
The survey strategy has been used to collect data from the survey respondents in order to compile the quantitative facts of the research. To gather information and data on the subject, a closed-ended questionnaire was created. Furthermore, a number of UK telecommunication industry businesses emailed the participants. The choice of this strategy helps in selecting a specific set of inquiries to gather information from the participants. Therefore, choosing these methods helps with gathering quantitative data for the study. The survey approach is also used to obtain information about creating a diverse workplace culture in the organisation as well as real-world experience.
[bookmark: _Toc127117894]3.7 Data collection method
The data gathering technique enables the most important information to be extracted from a variety of sources that are relevant to the research's topic. For this study, the main data collecting approach is used to collect the relevant human population's actual data. To implement the survey plan and collect the necessary data, the close-ended questionnaire was selected as the data collection method. A set of essential questions that had been created and contained details about the different workplace management in the building were made available to the human participant. A questionnaire designed to gather the necessary data to meet the research's goal was distributed to 100 members of the telecommunication industry. The main data collecting approach can be used to extract the perspective and opinion of the human participants connected to the subject area since it is vital for the survey responses to capture appropriate insights into workplace diversity in the organisation.
[bookmark: _Toc127117895]3.8 Data analysis method
The data analysis method is sufficient for producing meaningful results for the assessment of the data as well as for obtaining the most appropriate results for the study. To obtain pertinent data regarding the research's topic, the theme analysis approach was chosen. This approach is said to be adaptable since it enables researchers to generate both original and fact-based ideas. Various kinds of graphs and charts are also utilised for completing the study. That would assist in developing a better analysis of the topic. The user-friendly nature of this method makes it ideal for teaching others how to do effective research. The primary findings of the study are examined and discussed in several categories based on the questions to address the problems raised by the research.
[bookmark: _Toc127117896]3.9 Population and sampling
The workforce employed in the UK's telecommunication industry has been selected as the study's targeted population. The workforce in the telecommunication sector is chosen as they learn about various organisational workplace management practises. A random sample technique was used in the study to select the right respondents and carry out the research. The study's survey population is 100 employees of the telecommunication sector. Additionally, 100 respondents are chosen by a random sampling technique based on their expertise and experience with the specific topic area.
[bookmark: _Toc127117897]3.10 Ethical considerations
Ethics are thought to be necessary for effectively promoting the study's integrity and morale. Discipline and decorum are upheld to carry out the research in an accurate manner. Making sure that the ethics are properly upheld in the study is essential. By getting participants' consent for the study, the research uses a primary data collection strategy in which participants are not coerced into providing the information. By effectively analysing the data, the study makes sure that it is accurate and valuable. The relevant data from the research has been effectively reviewed to ensure that the data is acquired from reliable and legitimate sources. Additionally, it guarantees that the research resources are credible and correct for gaining the knowledge required to understand the subject. Additionally, it makes sure that the research resources are accurate and trustworthy for learning everything there is to know about the study topic.
The research data is contained and stored on the pen drive. Additionally, it ensures that the research materials used in the study are accurate and have the references and citations needed to complete the research. The random sample approach is used in accordance with the study's requirements to prevent research impairment. Additionally, the study incorporates ethical consideration to demonstrate the need of creating varied workplace management in the organisation. The data collected from the participants is useful for achieving the research's goal and cannot be analysed by a third party. Additionally, the research tries to maintain the data's confidentiality, and it was destroyed after use.
[bookmark: _Toc127117898]3.11 Validity and reliability
The information acquired for the study is believed to be reliable and relevant for the research's topic. The information acquired makes sure that the study is valid for a longer time. As a result, it is determined that the research includes the perspectives of human participants and that primary data gathering method was used to analyse current data. The data acquired with the aid of survey respondents is interpreted and analysed to fulfil the goal of the research in order to ensure the validity and reliability of the study. The primary data helped to increase the research's consistency, which further serves to increase the study's validity by ensuring that the flaws of the research are addressed.


[bookmark: _Toc127117899]Chapter 4: Results
[bookmark: _Toc127117900]4.1 Introduction
The evaluation of the data acquired with the use of a survey approach has been demonstrated in this area of the study. Employees in the UK's telecommunication industry were selected as the study's population because the study's focus is on analysing the value of developing diverse workplace management in an organisation. To assess how respondents feel, the theme analysis method must be used as a tool.
[bookmark: _Toc127117901]4.2 Findings
What is your age?

As observed in the above graph it can be observed that most of the people involved in the survey from the telecommunication sector are of different age groups. Most of the people are 30-35 years which is around 40%. 20% of the people are between 20-25 years, while 30% of people are 25-30%, age group. Even people who are above 40 years of age are 25% and people below 20 years are only 5%. 


What is your gender?

As observed in the above graph it can be stated that 60% of the people involved in the survey are male while 40% are female. The gender group does not have much difference because the telecommunication sector is a great sector to work and most of the work are desk-based which eases up for people to get into the job role and follow it for a longer period of time. The selected people for survey although differ by 10% due to the availability of more males for interview then females in the time frame. 
What is your educational qualification?

Based on the analysis it can be stated that the education level of individuals is different who have participated in the interview. 25% of the individuals have studied in the postsecondary level and 35% have studied upto master's degree. 40% of the remaining people have worked in other sectors which shows that all the people who have participated have decent educational qualifications and they are right to be interviewed. 
Have you ever worked in any other sector?

The above graph shows the workings of people in different sectors. Based on the analysis it can be stated that 70% of the individuals who participated have worked in different sectors of the industry. 30% of the individuals have just started working and telecommunication is the only sector in which they have performed their tasks.


What is your income level?

It is important to know the income level of different individuals who have participated in the interview. 65% of the people who have worked are from the lower income segment while 35% of the people are from the higher income segment. 
Where have you grown up?

The above graph shows the different regions where people have grown up. From all the people who have been interviewed majority of them are from outside UK which is 32%. 25% of the people are from Norther Ireland and 15% are from Yokshire. 28% of the individuals are from England which shows that the candidates know more about the UK market and are right for the interview.
Did you face workplace conflicts in other sectors?

As per the interview done of 70% people who have worked in other sectors, it can be stated that 35% of them never faced any conflict at the workplace. 65% of the people had faced workplace conflicts at different levels. All the people stated that the conflict was at different levels and it affected them in various ways. 


Do you think ineffective diversity will affect growth of the sector?

As per the interview it can be said that 80% of people think ineffective diversity can affect the telecommunication sector in further growth. The other individuals think that the issue has been faced for years and there are still no solutions. The companies are also running, and it has not been impacted much so people think it will not also affect in future.
By how long have you been working in the telecommunication sector?

According to the graphical analysis, 30% of the survey respondents have experience ranging from 1-4 years, while only 10% have worked below 1 year. In addition, 20% of poll participants had experience of 6 to 8 years, 15% of respondents have experience of 8 years or more, and 25% have experience of more than 8 years. It has been established that the bulk of responses are young people with 1-4 years of experience who are inventive and creative thinkers who can help the study be successful. It can be shown that the results can assist in addressing the research topic by obtaining perspectives from both older participants and younger people.
Have you observed diversity in your workplace?

The aforementioned graph can be used to infer that 50% of survey respondents concurred that they saw diversity in the workplace. Additionally, 30 percent of responders received rejections. While 20% of the respondents weren't sure about the claim. It may be inferred that the vast majority of participants make sure they have seen diversity in the workplace. According to the respondents, increasing staff morale and performance through diversity is a beneficial strategy. Only a small percentage of participants agreed that they had not seen diversity at work in their organisation, and other respondents weren't sure about the assertion. Additionally, it may be said that workplace diversity enhances the employer's ability to connect with its workforce.


Is the human resource department taking the right measures for managing diversity at workplace?

According to the aforementioned statistic, 35% of respondents believe that their organization's human resources department is taking steps to improve workplace diversity. According to 30% of the respondents, the human resources division has not yet taken any steps to increase workplace diversity. It might be said that 20% of respondents think they are unsure about the given statement. It is possible to conclude that the human resources division is managing the organization's workforce diversity well. Additionally, it is apparent from the participant's responses that the human resources division is attempting to increase cultural diversity by employing effective tactics. According to the majority of respondents, firms may boost the retention rate inside the organisation by implementing effective human resource development methods. While a few responses disputed the assertion and a few others were perplexed by the claim.


Based on your experience which workplace diversity impacts performance of business?

The aforementioned statistic can be used to determine that 35% of survey respondents thought that cultural diversity has a significant impact on business performance. Age variety is one of the specific phenomena that helps improve organisational performance, according to 15% of respondents. 15 percent of respondents agreed that worker diversity was a key factor in boosting overall organisational success, while 17 percent of respondents said that racial diversity may help to improve corporate performance. 5% of the individuals have faced other kinds of diversity in their work. It is possible to conclude that cultural diversity is one of the crucial components that effectively improve corporate performance. According to the responses, it can also be said that the organisation can retain employees and increase employee engagement with the aid of cultural diversity. Cultural diversity has been recognised as a crucial component that can aid an organisation in enhancing its capacity to sustain harmony within the workplace. Few respondents agreed that employee capacity to work in a favourable environment can be increased by age variety, which is a key phenomenon.
According to the respondents, age diversity is a useful tool for preventing age-based discrimination within the organisation. Some of the respondents were in favour of racial diversity as well, which places a focus on achieving equality inside the organisation by embracing all cultures and eschewing racism. Few participants, meanwhile, claimed that all of the previously described workforce diversity factors actually improve corporate performance.
Which members play vital role in managing diversity at workplace?

According to the analysis of the aforementioned findings, 25% of all respondents concur that HR management efficiently preserves physical and mental tranquilly while fostering diversity in the workplace. A diverse workplace is managed by leaders who allow for freedom of speech, according to 30% of respondents. Only 10% of participants, however, said that shareholders are crucial to maintaining a diverse workplace. Additionally, 15% of participants thought that training managers helped new hires with governmental assistance while creating a diverse workplace.
With the use of the aforementioned findings, it has been determined that the majority of participants agree that business leaders effectively support the creation of diverse workplaces. According to the participant, leaders interact with staff members regarding their performance on the job and exhibit a positive work environment to help employees feel at ease in the diverse workplace. HR management alters company rules and regulations to make workers more physically and psychologically at ease to work in a variety of environments. HR management demonstrates belief in the employees and hopes for the best of their performance. Additionally, according to participants' opinions, training managers permit staff members to recognise and present issues relevant to their performance objectives. Participants felt that training supervisors also allowed employees to speak freely. A few respondents claimed that one helpful strategy of HR management is to help employees communicate more effectively by setting up informal group sessions where they can voice their issues and questions. Additionally, some of the participants claimed that shareholders help the public by guiding, motivating, and helping employees improve their performance and productivity by tying them to the current market trend.
Based on the opinion what are major roles of HRM in playing great role in diverse workplace management?

It has been shown that 18% of survey respondents think that human resource management plays a significant role in supporting a diverse workforce by preserving and monitoring employee diversity. In addition, 28% of respondents think that mentoring job candidates and employees, 15% think that promoting inclusive workplaces is important, 30% think that dealing with workplace bias is important, and 9% think that supporting all of the HRM functions mentioned above will help create a more diverse workplace. According to analysis, the majority of respondents think that human resource management plays a critical role in resolving workplace bias in order to create a diverse workplace. Promoting diversity and inclusion in the workplace by resolving cultural disputes is one of the most crucial jobs carried out by HR managers. According to the participants' perspectives, human resource professionals are essential in ensuring that a company hires a diverse team and develops an environment where each employee is recognised and respected for their work. A handful of the respondents said that adopting the inclusion and diversity plan was a sensible decision. According to the answers, businesses and employees are working together to value everyone, regardless of caste.
According to the answers, businesses and employees are working together to value every person, regardless of caste, gender, colour, and many other factors. The individuals that are included in the diversity have a skill set that is valuable to the development and success of the organisation, which is another major benefit of diversity inclusion. The first step in creating a diverse workplace is also changing the rules and regulations governing hiring and performance appraisal based on the observations of the respondents. A few of the participants said that one way to ensure diversity monitoring and maintenance is to encourage applicants from varied backgrounds to participate in the company's important decisions. According to the respondents, eliminating workplace bias can draw in a different pool of candidates by offering them numerous equitable benefits, including health insurance, disability insurance, paid time off, and retirement benefits. In order to improve workplace diversity, the organisation can monitor diverse persons by keeping an eye on what they do while they are at work. According to the observations of a few participants, addressing and resolving the cultural prejudice inside the organisation can result in the creation of a diverse workplace and improved chances for the organisation. Additionally, a diverse workplace improves the company's reputation and image, and more companies are willing to work together.
What barriers majorly impact HRM in building workplace diversity?

With the use of the aforementioned statistic, it can be deduced that 30% of survey participants identified a lack of communication mechanisms as a problem with the organization's human resource management. Furthermore, poor employee engagement was cited as a problem by 29% of participants, and inadequate diversity management practises were cited as a problem by 20% of respondents. The remaining 10% of participants supported all of the aforementioned challenges influencing HRM in fostering workplace diversity, while 11% of the participants supported inappropriate awareness regarding workplace diversity as a challenge. According to analysis, the majority of participants agreed that a lack of communication inside the organisation is a problem for managing diversity in the workforce. According to the respondents, one of the main problems the workforce in the organisation faces is low employee engagement. It has a detrimental effect on both the production and performance of the personnel. According to the participant's observations, low employee engagement also lowers staff morale and prevents workers from achieving the organization's goals. These types of changes are common in businesses because employees suffer when the benefits of change are not made clear. Ineffective management practises are a further challenge that the workers must deal with. These types of changes are common in businesses because employees suffer when the benefits of change are not made clear. Ineffective techniques for managing diversity are a problem that the workforce also has to deal with. According to the participants, one of the main issues facing the organization's human resources management is workplace diversity. Language hurdles and the difficulty of interacting with other staff members inevitably become worse with diversification, which hinders communication.


What do you think regarding barriers in communication system at the workplace?

With the help of the aforementioned statistic, it can be deduced that 20% of survey respondents thought that poor communication contributed to a lack of productivity in an organisation. While 20% claimed that the specific communication issue leads to improper management of diversity in the workplace. Additionally, 20% of survey participants felt that poor communication is a factor in the organization's declining sales. Additionally, 40% of respondents agreed that shoddy workplace communication mechanisms are to blame for all of the aforementioned issues. The majority of respondents agreed that all of the aforementioned problems were brought on by inadequate communication between individuals or groups at work, according to the analysis of the aforementioned findings. According to the respondents, communication is a crucial element in boosting productivity and successfully managing workplace diversity. Employees who communicate with one another are better able to define their objectives and instructions, which enables them to do the work in accordance with their expectations. Employees that lack effective communication are less productive because they are unable to access the information, people, and resources they desire. These limitations become a barrier for them as they work with passion and determination to achieve productivity that exceeds expectations.
Some of the participants concurred that poor communication also makes it difficult to manage diversity in the workplace. A tool for bringing coworkers together and closer is communication. In order to build a diverse workplace, it is, in the participants' opinion, crucial to comprehend the perspectives and cultures of different people. A few respondents claimed that poor staff communication has a negative impact on the organization's income. The company's new policies and marketing strategies may be thwarted by a breakdown in communication activities, which also contributes to the company's failure. Participants in this discussion agree that effective communication helps employees make well-timed and organised efforts in the company's favour, which have a beneficial impact on the company's revenue. Additionally, more individuals concur that all of the aforementioned problems are the result of inadequate communication. Poor communication makes the working atmosphere tense, which hinders managing diversity in the workplace, results in a loss of productivity, and lowers revenues.
Based on you what are effective measures which can be focused by HRM to manage diversity at workplace?

With the help of the aforementioned graph, it can be stated that 27% of survey participants felt that human resource departments can set up efficient training programmes to manage diversity in the workplace effectively. Additionally, 22% of respondents said that HR departments may successfully manage diversity by setting up a functional communication system at work. Additionally, 20% of the participants concurred that HR departments should concentrate on employee participation in the activities in order to effectively manage diversity. In addition, 17 percent of poll respondents agreed that HR departments should encourage diversity in groups or teams in order to sustain workplace diversity. Training programmes might be seen as a useful tool for handling diversity in the workplace. Additionally, based on the opinions of the respondents, it can be stated that the business can retain diversity in the workplace by organising efficient training campaigns and sessions. A small number of individuals also shared the opinion that HR departments may foster effective employee communication in order to manage workplace diversity. When there is good communication among the staff, they can settle 50% of the disputes on their own. Strong employee communication also aids the company's HR department in understanding the opinions and cultures of various personnel.
However, a small number of participants claimed that the company's HR departments could concentrate on employee engagement in order to handle diversity in the workplace effectively. These individuals had the opinion that increased levels of employee involvement help a business foster a diverse and inclusive workplace environment. Some participants agreed that HR departments should encourage diversity among teams at work so that staff members will see the value of variety. While others agreed that HR management should concentrate on all of the aforementioned strategies in order to handle diversity in the workplace effectively.
Do you agree with fact that application of effective training programs could be a suitable approach for HR managers in ensuring successful diversity management at long term?

As seen in the aforementioned graphical representation, 35% of poll respondents strongly believe that HR departments can benefit from excellent training sessions in order to ensure long-term diversity in the workplace. Additionally, 30% of those who responded to the study agreed with the phrase but were unsure about their choice. 10% of interviewees were undecided about the statement, though. In addition, 16% of those who responded to the survey disputed the assertion. 9% of participants also strongly disagreed with the idea that training sessions are a successful strategy for managing diversity in the workplace.
From the aforementioned readings, it may be deduced that a larger percentage of survey respondents agreed that training programmes give employees useful information. As a result, the knowledge helps the HR managers manage workplace diversity effectively and helps the employees realise the value of diversity. Additionally, while several of the participants agreed with the specific truth, they were unsure about their choice. These respondents view training programmes as a requirement for the development of the organisation, but they are unsure of whether the sessions will be an effective strategy for HR managers to handle diversity.
A few respondents, however, indicated that they were unsure about the efficacy of training efforts or disagreed with the statement, therefore they continued to mark their responses as neutral in the poll. A small number of participants also disagreed with the term and felt that training programmes are a poor strategy for the HR manager to appropriately maintain diversity in the workplace. These respondents believe that while training programmes aid in acquiring knowledge of concepts and in making goals clear, they have no bearing on the diversity of the organisation. Some respondents also disagreed strongly with the statement that HR managers can effectively manage diversity by organising training programmes. Therefore, based on the analysis above, the majority of the participants chose to agree with the fact. This leads to the conclusion that training programmes can be a useful strategy for HR managers to manage diversity at work.


Do you think HRM managers apply workplace diversity effectively?

Based on the above information it can be stated that HRM managers have a mixed response on taking responsibility for diversity in the workplace. 15% of the individuals think that the HRM managers do not take it seriously while 45% of them think that they are feeling responsible and they will be working towards the situations. 40% of the people are still having a mixed response and they don’t have a clear idea regarding the role of HRM managers in workplace diversity.
Do HR managers resolve conflicts among team members in the telecommunication sector?

As per the above pie chart, it can be said that 90% of the participants believe that the HR managers are effective in resolving conflicts and they take necessary steps to make sure diversity is maintained at the workplace. 10% of the employees don’t have much trust in the HR managers and they think they will not resolve the conflicts among the employees. 
Do you think workplace diversity helps in fostering healthy relationship among team members?

60% of the participants think that the HR managers have been working in different ways to foster an healthy relationship among the team members. 25% of the people believe that they won’t be helping much in developing a healthy relationship among all the team members in the telecommunication sector. 15% of the people are not sure about the need of workplace diversity in fostering healthy relations among the team members. 


Is it important to raise objections to workplace diversity conflicts in a professional manner?

Based on the above chart it can be stated that 82% which is majority of people think that the objections should be raised regarding workplace conflicts in a professional manner. 18% of the other participants think that raising the objection is important no matter it is done in professional manner or not. 
Have you ever faced conflicts among the team members during cross-departmental projects in the telecommunication sector?

The above graph describes regarding the conflicts faced by the team members during cross- departmental projects in the telecommunication sector. There are many situations where people need to work in different departments where all the team members are from different segments or backgrounds. It is evident that few people will face issues in such situations or get into conflicts. As per the survey 60% of the individuals never faced any conflicts while 40% faced conflicts while working in the teams. 
Is there biasness faced when conflicts are raised by the team members regarding diversity at different levels?

As per the interview 75% of the people don’t think that there is any kind of biasness among the team members when it comes to conflicts. There are situations when the team members raise their voice in conflicts, but few leaders turn them down. 25% think that the leaders take bias decisions while they report conflicts in the teams. The sector needs toprimary take necessary actions to make sure such issues are never faced again by the team.


Is it important for the HR managers to make sure healthy relation is facilitated for effective teamwork?

Based on the interview 100% of the respondents agree that HR managers need to maintain healthy relations which are facilitated for effective teamwork. All of them think that HR managers should work with all the team members so that good relation is maintained and they start working in a proper way so that the telecommunication sector can grow. 


[bookmark: _Toc127117902]Chapter 5: Discussion and conclusion
[bookmark: _Toc127117903]5.1 Introduction
The chapter offers a thorough examination of the findings and perceptions from the entire study that support the accomplishment of the study's goals. It creates a meaningful connection between the literature review's conclusions and the study's findings. Additionally, it provides advice related to the study's research challenge. The most significant research findings are provided in this part, which is helpful. The final conclusions of the study are listed below.
[bookmark: _Toc127117904]5.2 Discussion
Human resource managers are helpful for diverse workplace within an organisation
The majority of survey respondents stated that the human resources department of the organisations plays a crucial role in managing and creating diversified work inside the company, according to the data discussed above. Similar to this, the HR departments help the organisation by bringing in qualified workers who help the business expand in the retail industry. By promptly setting up employee benefit plans, routinely hiring skilled labour, and enforcing stringent laws and regulations in the employees' best interests, human resource managers help manage diversity. The literature analysis identified several components and duties of HR departments, including planning, reward programmes, coaching, and employee retention.
Most of the participants in this discussion agreed that HR departments work within the company to create a diverse workplace. In addition, it has been discovered using the literature analysis mentioned above that HR departments use diversity in hiring practises and encourage it within the teams inside the organisation. Additionally, the specific department recognises customer wants and develops fresh approaches to meet them. Participants in the poll stated that HR departments play a vital role in sustaining and monitoring the personnel, which supports the literature study. The panellists also concurred that HRM promotes employees, fosters inclusive workplaces, and resolves workplace bias, all of which have a substantial impact on creating a diverse workplace. While some of the respondents claimed that establishing a diverse workplace was hampered by poor employee involvement and communication. Therefore, it can be said that creating a diverse workplace requires the HR department to play a key role.
Gender diversity, ethnic diversity, and age diversity are significant forms and aspects of workplace diversity, according to the study's literature analysis. In this situation, the HR division guides and inspires the staff to adhere to the management's practises. Additionally, the particular management examines the many communication methods used by employees and creates a system that is acceptable and meets everyone's expectations. Additionally, the management organises training programmes to shape the mindsets of the staff members and efficiently manages the hiring processes. The participants concurred that the human resource department timely schedules training and development opportunities and concentrates on raising employee engagement through effective communication. The majority of respondents also agreed that HR departments and departmental executives play a crucial influence in fostering a diverse workplace.
Additionally, the literature analysis has demonstrated how HR management plans employee benefit and incentive programmes and recognises individual differences. The segment also looked at several tactics used by HR departments to create a diverse workplace and address problems with diversity in the telecommunication retail sector. HR departments deal with concerns like the company's financial health, unequal inclusion, and discrimination while adopting effective diversity-related procedures. The quantifiable data gathered with the aid of human participants indicated that HR departments' training programmes and sessions help the business integrate diversity in the workplace over the long run. In the study's literature review part, the organisation should concentrate more on watching how the workforce performs in order to more accurately assess that performance. Additionally, businesses offer possibilities to workers based on observations and employee performance. Diversification at work improves both the organisational culture and the company's brand image in the market. It is foreseeable that human resource management in businesses contributes to creating and overseeing a diverse workplace. With the aid of the aforementioned conclusions, it has also been determined that the HR departments' sole strategies for ensuring the successful adoption of diversity in the workplace of the telecommunication retail business are good communication and the creation of training programmes.
As a result, the HR department's procedures offer businesses a special chance to develop effective varied work within their organisations. It may be determined that the majority of participants concurred that the human resource department is taking efficient steps to manage the organization's workforce diversity. The abilities of the workers are improved through effective HRM practises that incorporate diversity in the workplace, leading to increased productivity and organisational growth. HRM is essential for employee development and training to ensure efficient corporate operations. The organisation improves the skills of its workers through implementing training and development.
Human Resource Management is not helpful in developing diverse workplace in an organisation
Businesses strive to build and manage a diverse workplace in this contemporary corporate environment in order to increase customer and employee satisfaction. In order to manage diversity effectively, firms can save and manage all employee data through the use of HR management methods. The aforementioned data has demonstrated that this claim is untrue because HR management works with the company to ensure workplace diversity. The majority of participants agreed that HRM helps the organisation build varied workplace management, according to the aforementioned findings, which can be analysed. According to the answers, varied management inspires and motivates workers to improve their performance and raise organisational efficiency.
Additionally, it is apparent that the HR department is putting more of an emphasis on expanding workforce and cultural diversity with the use of appropriate approaches. Diversification initiatives can help organisations improve their retention rates. Since they are in charge of carrying out the majority of the organization's laws and regulations, it can be seen that the HR management employs efficient and varied techniques. Diversity initiatives are implemented in the cultural, racial, and workforce sectors of organisations to improve overall performance and increase workplace efficiency. Regarding the study's literature research, it can be concluded that the HR managers make a significant contribution to the organization's efforts to build a diverse workforce. Additionally, the business emphasises on employee relations and skill levels throughout the organisation. It can be seen that HRM makes a significant contribution to the implementation of varied policies inside the organisational working culture. The HR division has been concentrating on a number of strategies to successfully create a diverse workforce. The techniques help the business build good employee communication, which raises the retention rate. Regarding the study's findings, the majority of the participants concurred that top-level management and HRM play a key role in fostering diversity in the workplace. The management may speak with the staff and evaluate their performance with good communication in the workplace, which leads to the development of trust among the staff.
Additionally, HR management assesses employee performance and motivates the workforce for efficient performance, resulting in composed and motivated workers in a variety of settings. According to respondents, the HR strategy helps employees improve their communication skills by fostering open lines of communication within the company. Additionally, HRM aids in resolving disagreements and problems inside the organisation while promoting inclusion and diversity at work. According to the participants' opinions, the HR department is principally in charge of hiring qualified workers from various cultural backgrounds in order to ensure diversity in the organisation. To encourage diversity, the HRM division of the company encourages recruiting workers regardless of their gender, age, and a variety of other characteristics. Therefore, it can be determined from the aforementioned results that hypothesis H0 is validated as true. The survey has also found that management practises place a strong emphasis on creating a diverse workplace that acknowledges the needs and demands of the employee.
[bookmark: _Toc127117905]5.3 Conclusion
Regarding the first objective, it may be said that the HR department oversees the organization's overall process, which is human resource management. The HR department's capabilities are important to the company since they involve finding, choosing, and hiring qualified individuals. Employee benefit packages are also implemented by HR managers to increase their productivity and efficiency. The human resources division is also in charge of hiring and firing staff, as well as keeping up with any rules and regulations that may have an effect on the personnel and the company.
It has also been determined that HRM is a thorough approach to managing the workforce as well as the culture and atmosphere of the organisation. The human resources division puts into practise excellent tactics that greatly raise the workforce's effectiveness and efficiency. Human resource management also comprises a wide range of responsibilities and activities, including as hiring, salary, planning, and staff retention. People resources management is the practise of overseeing a company's valuable human capital. A varied workplace is made up of workers with a range of backgrounds and characteristics. The presence of workers from different racial backgrounds, sexual orientations, age groupings, and religious affiliations in the company is referred to as workplace diversity. Diversity at work boosts the company's brand value, spurs creativity, and generates real financial benefits for the business. Therefore, HR management and workplace diversity are both crucial for an organization's growth. Employee loyalty has been shown to be increased by a feeling of connection and community among a company's personnel. Employers who place a strong emphasis on inclusion and diversity recruit qualified personnel. The theory of strategic contingency aids in the establishment of diverse management at work.
Additionally, it is essential for accurately anticipating and tracking staff members' levels of motivation. The variables in this theory allow for precise assessment of the work environment and raise employee motivation. Additionally, it improves productivity through the incorporation of various workplace management strategies. Furthermore, the company's varied workforce spurs ideas that improve financial performance. A varied corporate culture can be developed with the use of the similarity-attractive paradigm theory. It is believed that variety and talent lessen conflict because it depends on their attitudes and views. The results make it quite evident that workplace diversity is crucial to the growth and development of the business.
Regarding the second objective, it can be said that the diversity management method aims to create and maintain a pleasant work atmosphere. It's critical to take into account each person's likelihood and distinctiveness in order to maximise their potential and contribution to an organization's growth. It has been found that age, gender, race, cultural background, religion, language, sexual orientation, education, lifestyle, beliefs, capabilities, and economic status are the main workplace diversity factors that have an effect on an organisation. The management of these factors promotes innovation and assists the business's growth and transformation efforts. Diversity management at work ensures that people can pursue their goals without external factors having a detrimental impact on how well they accomplish. 
Racial, age, and gender diversity are the three key factors that have an impact on workplace diversity. Equal representation of men and women is necessary in terms of gender diversity. It entails giving male and female employees the same opportunities for employment, pay, and promotions. When seeking to attain gender diversity, management also encounters challenges including racism, sexual harassment, and unequal pay among the workforce. Racial diversity in the workplace also refers to a variety of people's ethnic and gender backgrounds. Racial diversity is crucial for increasing employees' motivation levels. As a result, it boosts employees' spirits, raises their motivation, and aids in improving the company's standing in the industry.
Diversity management, a method for handling different cultures, values, and ethnicities, can help a telecommunication company promote acceptance and understanding of numerous populations. The acceptance of workers of varied ages in a job capacity is another aspect of age diversity. It gives a business the chance to improve performance while lowering personnel turnover. Workers of all ages are encouraged to exchange knowledge and offer assistance to one another when there is an age difference among them. Additionally, workplace diversity not only promotes peace but also makes collaboration more intriguing. HR managers need to be effective leaders in order to take advantage of cultural diversity. It encourages and influences employees to follow management policies.
Regarding the third goal, the role of the HR department has evolved to one that is more strategic, and they are now more involved in business operations. The department performs a variety of tasks and has several important divisions. Maintaining personnel levels and ensuring that the organisation employs suitable candidates with effective time management skills are among the department's essential responsibilities. The other key responsibility is to manage and sustain employee interactions. The human resources department also works on staff training because employee development is crucial for the smooth operation of the business. The HR department invests in training programmes that provide them with all the necessary guidance on workplace culture. The main duty of human resource management is to establish and carry out effective plans to support a company's expansion and development. Along with outlining pay and benefits, it also entails talking with employees about corporate policies.
The HR division is also in responsibility of making sure that the employees are totally obedient, devoted, and supportive of the company's growth. Dealing with conflicts that emerge at work is another duty of the HR manager for the sake of maintaining worker productivity. Through its proactive policies, human resource management, an organisational function, significantly contributes to managing diversity. Human resource management plays a significant role in the development of diversity management efforts since they are responsible for employing suitable employees who can ensure the success of the company. Diversity training for people employed by organisations also makes it easier for employees to build strong bonds with peers and colleagues. Another part of maintaining pleasant contacts is maintaining a good reputation with the management group and the supervisors. It also helps to retain and encourage a diverse staff while reducing inequities in the workplace. The HR department promotes a diverse workplace culture that upholds each employee's right to a welcoming environment and allows them the opportunity to further their careers. But for HR managers, fostering a diverse workplace presents a number of challenges.
Finally, it is determined that HRM has a substantial impact on the administration of the firm and its empowered diverse culture. The HR division is crucial to the business because it finds, chooses, and hires qualified people. Workplace diversity elements that have an effect on an organisation include age, gender, race, cultural background, religion, language, sexual orientation, education, way of life, opinions, capabilities, and economic status. Staff members are guided and inspired to follow management techniques by the HR department. Maintaining the organization's workforce level and ensuring that they are working with skilled subordinates who are proficient in time management are the major duties of the human resources team. HRM encounters issues with comprehension, implementation, and communication at work. With the help of HR management, workplace diversity is essential for the expansion and development of the company.
[bookmark: _Toc127117906]5.4 Theoretical and practical implications
Policies of anti-racism at the workplace- In order to address racial discrimination issues, it is advised that the company concentrate on putting tight policies into place or changing its existing policies. The business can concentrate on establishing a zero-tolerance policy with relation to matters like racism, gender inequality, and other difficulties. Additionally, the business might concentrate on creating a variety of rules within the organisation to successfully address the difficulties in the workplace. The adoption of efficient and just policies fosters staff enthusiasm and builds employee confidence in the organisation. Due to the fact that these policies assist the staff in successfully resolving the racism issues within the organisation. Additionally, the business might create the organization's general policy framework, which helps by supplying suitable solutions for all organisational problems. Regarding the organization's problems, the business can create a number of strategies by implementing an efficient internal policy framework to address racism-related problems.
Training and development of employees- The HR department of the company might place a strong emphasis on teaching and training staff members about moral issues and unfair practises within the company. The training and development strategy helps to inform the staff about the problems and solutions. Additionally, workers and employees will receive the necessary information regarding their rights at work. As long as employees are aware of their rights, injustice can be successfully eradicated within the organisation, aiding in the organization's efforts to address issues such as racism, gender inequality, and many others. Organizations can also set up various divisions or departments to handle their internal problems. Regarding various concerns in the company, the employees can directly voice their complaints or offer some solutions to the relevant department. It will help us get over problems like racism, gender inequality, and many more. Additionally, it will help the organisation develop a thorough understanding of the problems and solutions.
Effective session for employees- To boost productivity at work, it is suggested that businesses concentrate on team-building exercises and good communication. To effectively develop communication between the employees and inside the organisation, the organisation can concentrate on creating training programmes and sessions for the staff. With increased work productivity within the company, the method helps to uplift and motivate the staff. The training session will also help employees develop their own abilities, which will result in a skilled workforce for the company. The business may establish a successful workforce with people from various cultural origins, ages, genders, and other categories with the use of excellent team-building exercises. Teams that work well together help to lessen racism and cultural difficulties in the workplace. Effective team procedures improve staff coordination, which increases organisational productivity.
[bookmark: _Toc127117907]5.5 Research limitations
The research constraint is seen as a factor that impairs and undermines the research's efficacy and effectiveness. One of the major drawbacks of the study was also not having large number of participants for the interview. The use of a quantitative technique has some drawbacks because the approach is unable to provide in-depth understanding of the research topic. Additionally, the survey technique offers the perspectives of survey respondents; as a result, only closed-ended questions are taken into account in the research, which has a detrimental impact on the study's accuracy. The implementation of the primary data gathering method involves the participants' hazy perceptions, which have a significant impact on the research's trustworthiness.
[bookmark: _Toc127117908]5.6 Reflections
Based on the discussion above, it can be stated that the corporation, by implementing anti-racist and zero-tolerance policies within the organisation, may successfully address the problems of racism, gender inequality, and many others. This dissertation's goal describes how the organisation should concentrate on developing team-building activities that effectively establish communication within the organisation. The knowledge and experience of the dissertation teach the commitment and critical thought needed to produce a research paper. If one is skilled in conducting research, one may be able to use their resources more effectively. I ran into a few obstacles during the investigation that kept me from adequately completing the work. For instance, it was challenging for me to fit all of the study's components into the required word count. This led me to narrow my focus to those topics. Despite the difficulties, I was able to complete my paper on time by keeping track of my writing process and doing a lot of research. I believe that this study project has given me the opportunity to gather in-depth knowledge that will help me in my future studies and be helpful to my academic goals.
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What is your age?
· Below 20 years
· 20-25 years
· 25-30 years
· 35-40 years
· 40 above
What is your gender?
· Male
· Female
· Prefer not to say
What is your educational qualification?
· Postsecondary
· Master’s degree
· Any other
Have you ever worked in other sectors?
· Yes
· No
What is your income level?
· Lower-income segment
· Higher-income segment
Where have you grown up?
· Northern Ireland
· Yorkshire
· England
· Others
Did you face workplace conflicts in any other sectors?
· Yes
· No
Do you think ineffective diversity will affect growth of the sector?
· Yes
· No
By how long have you been working in the telecommunication sector?
· Below 1 year
· 1 -4 Years
· 4 -6 Years
· 6 – 8 Years
· More than 8 years
Have you observed diversity in your workplace?
· Yes
· No
· Maybe
Is the human resource department taking the right measures for managing diversity at workplace?
· Yes
· No
· Maybe
Based on your experience which workplace diversity impacts performance of business?
· Cultural diversity
· Age diversity
· Racial diversity
· Any other diversity
· All of the above
Which members play vital role in managing diversity at workplace?
· Human resource management team
· Leaders
· Shareholder
· Training managers
· All of the above
Based on the opinion what are major roles of HRM in playing great role in diverse workplace management?
· Maintenance and monitoring of diversity in employees
· Mentoring candidates and employees
· Promotion of inclusive environments
· Addressing workplace bias
· All of the above
What barriers majorly impact HRM in building workplace diversity?
· Lack of communication system
· Poor employee engagement
· Ineffective measures to manage diversity
· Inappropriate awareness about workplace diversity 
· All of the above
What do you think regarding barriers in communication system at the workplace?
· Lack of productivity
· Inappropriate management of diversity
· Decline in revenues
· All of the above 
Based on you what are effective measures which can be focused by HRM to manage diversity at workplace?
· Effective training programs
· Establish a suitable communication system 
· Focus on employee engagement into how to promote diversity
· Promote team diversity 
· All of the above
Do you agree with the fact that the application of effective training programs could be a suitable approach for HR managers in ensuring successful diversity management at the long term?
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
Do you think HRM managers apply workplace diversity effectively?
· Yes
· No
· Maybe
Do HR managers resolve conflicts among team members in telecommunication sector?
· Yes
· No
Do you think workplace diversity helps in fostering healthy relationship among team members?
· Yes
· No
· Maybe
Is it important to raise objections to workplace diversity conflicts in a professional manner?
· Yes
· No
Have you ever faced conflicts among the team members during cross-departmental projects in the telecommunication sector?
· Yes
· No
Is there biasness faced when conflicts are raised by the team members regarding diversity at different levels?
· Yes
· No
Is it important for the HR managers to make sure healthy relation is facilitated for effective teamwork?
· Yes
· No

Factors affecting workplace Diversity


Gender Diversity


Racial Diversity


Age diversity


Communication issues


Thinking or personality style of employees


Diverse implementation challenges


Inequitable inclusion


Discrimination


Poor economic conditions 



Deductive Approach


Survey Strategy


Primary Method and Thematic Analysis


Positivism Philosophy


Quantitative Method Choice



Topic Selection


Formulation of Aim and Objective


Stating the Research Problem


Finalising the Study


Revewing Perception of Different Authors


Developing Methodological Perspective


Discussion based on the Findings and Literature Review


Conclusion of the Findings


Providing Recommendation


Making Structure of the Study


Critical Analysis of Journals


Collection of Data


Analysis of Research Data


Submission of Project



Reward


Recruitment


Training


Value


Planning 


Coaching


Retention


Series 1	Below 20 years	20-25 years	25-30 years	30-35 years	40 above	5	20	30	40	25	


Sales	
Male	Female	60	40	

Sales	
Postsecondary	Masters degree	Any other	25	35	40	

Sales	
Yes	No	70	30	

Sales	
Lower income segment	Higher income segment	65	35	

Series 1	
Northern Ireland	Yorkshire	England	Others	25	15	28	32	

Sales	
Yes	No	65	35	

Sales	
Yes	No	80	20	

Series 1	Below 1 year	1-4 years	4-6 years	6-8 years	More than 8 years	10	30	25	20	15	


Series 1	Maybe	No 	Yes	20	30	50	


Sales	
Yes	No	Maybe	35	30	20	

Series 1	Cultural diversity	Age diversity	Racial diversity	Any other diversity	All of the above	35	15	17	5	15	


Series 1	Human resource management team	Leaders	Shareholders	Training managers	25	30	10	15	


Series 1	Maintenance and monitoring of diversity in employees	Mentoring candidates and employees	promotion of inclusive environments	Addressing workplace bias	All of the above	18	28	15	30	9	


Series 1	Lack of communication system	Poor employee engagement	Ineffective measures to manage diversity	Inappropriate awareness about workplace diversity	All of the above	30	29	20	11	10	


Sales	
Lack of productivity	Inappropriate management of diversity	Decline in revenues	All of the above	20	20	20	40	

Series 1	Effective training programs	Establish a suitable communication system	Focus on employee engagement into how to promote diversity	Promote team diversity	All of the above	27	22	20	17	14	


Sales	
Strongly agree	Agree	Neutral	Disagree	Strongly disagree	35	30	10	16	9	

Sales	
Yes	No	Maybe	45	15	40	

Sales	
Yes	No	90	10	

Sales	
Yes	No	Maybe	60	25	15	

Sales	
Yes	No	82	18	

Series 1	Yes	No	40	60	


Sales	
Yes	No	25	75	

Sales	
Yes	No	100	0	

8

18

