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Chapter 1: Introduction  

A key strategic tenet for businesses looking to promote justice and equity in the workplace is 

workforce diversity. Efficient and successful operations are enhanced by the equal opportunity 

principle. Globalization and immigration have led to a surge in diversity, exposing local 

employees to a wider range of cultures and origins. Diversity includes contrasts and similarities 

in physical abilities, gender, age, color, culture, and handicap. Because modern organizations 

face intense competition in the market, organizational effectiveness is essential to their survival 

and profitability (Isuru, 2025).  

This study examines how Arriva Bus Company's talent management and employee retention 

are affected by workplace diversity and associated inclusive practices. Arriva UK Bus is a well-

known bus operator in the United Kingdom with its headquarters located in Sunderland, 

England. Arriva, a firm that offers transportation services across Europe, owns this division. 

Arriva UK Bus operates 793 buses throughout the Northeast, Northwest, Southeast, Yorkshire 

& the Humber, West Midlands, East Midlands, Greater London, and Wales (Arrivabus, 2025). 

It employs sixteen thousand people. The objective of the consideration is to comprehend how 

D&I initiatives relate to issues with ability management and staff maintenance. The objective 

of the ponder is to recognize patterns, connections, and uncommon situations that give 

understanding into how D&I programs influence ability management and representative 

maintenance in different settings. 

A competitive advantage can be picked up by utilizing differences in viewpoints, foundations, 

and encounters to cultivate greater inventiveness, innovation, and problem-solving aptitudes. 

The objective of incorporation is to form a culture inside the company where individuals from 

different foundations feel appreciated and free to share their extraordinary abilities and 

perspectives. Organizational execution and representative engagement are known to be 

significantly affected by the collaboration between differing qualities and consideration. 

One important aspect of organizational execution that's affected by D&I exercises is worker 

maintenance and ability administration. The thing about extreme is to offer a comprehensive 

understanding of how businesses can move forward their staff maintenance strategies over a 

run of businesses by utilizing the control of diversity and consideration (Nwosu et al., 2025). 

The outcome of this thought may help Arriva Transport, and the transportation division create 

and execute D&I approaches that advance inclusive working environments and strengthen 

long-term worker loyalty. 
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1.1. Significance of the research 

 

The impact of diversity and inclusion on organizational performance at Arriva Bus firm will 

be further explored in this study. The results of this study will enable the Arriva Bus firm to 

identify, adopt, and modify the advantages that result from improved employee retention and 

talent management brought about by diversity and inclusion. Because there isn't much literature 

that explicitly emphasizes the connection between improved organizational performance and 

financial success when businesses are inclusive and hiring diverse personnel, this study will 

help future research.  

 

1.2. Aim of the Research 

The aim of the research is to analyze the impact of workplace diversity and related inclusive 

practices on employee retention and talent management of Arriva Bus company. 

 

1.3 Research Objectives 

• To identify the diversity and inclusion practices of Arriva 

• To analyze the role of diversity to achieve commitment and satisfaction  

• To evaluate how workplace diversity influence employee retention  

• To examine the relationship between diversity and inclusion practices and talent 

management strategies 

 

1.4. Research Questions 

• To what extent do diversity and inclusion (D&I) strategies influence staff retention and 

talent development within Arriva Bus Company? 

• How effective are Arriva Bus Company’s inclusive practices in addressing talent 

management and employee turnover challenges? 

• What is the relationship between workplace diversity, inclusivity, and employee loyalty 

in the public transport sector? 

• How do employees at Arriva perceive the impact of diversity and inclusion efforts on 

their career progression and retention? 
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Chapter 2: Critical Literature Review 

2.1 Introduction 

The study looks at how diversity and inclusion affect talent management and employee 

retention, specifically in the Arriva Bus company. A critical literature evaluation that covers 

definitions and goals, identifies current diversity and inclusion initiatives, examines their 

impact on performance, and offers suggestions for enhancement is part of it. The study attempts 

to close gaps in the body of knowledge on these subjects. 

 

2.2 Diversity and inclusion in the workplace 

The term "diversity and inclusion" refers to the makeup of a company's workforce as well as 

the practices and guidelines implemented to remove obstacles and ensure that every employee 

has equal access to opportunities and support. Diversity and inclusion are a process rather than 

a final goal, but the goal is to ensure justice and equality for all employees, regardless of 

characteristics like gender, nationality, race, sexual orientation, or age (Gordon and Mountford-

Zimdars, 2018). A company can make better and more equitable hiring decisions and foster a 

more positive work environment where employees feel acknowledged and supported by 

implementing a well-thought-out diversity and inclusion strategy. 

A company's larger goal to pursue justice and equality in all areas of business should naturally 

be reflected in diversity and inclusion. This extends beyond the workplace and includes the 

way the business interacts with clients, selects which clients to collaborate with, and develops 

goods and services (Anaya and Maxey-Harris, 2017). However, pursuing a diverse and 

inclusive workplace has immediate and direct benefits for every firm, going beyond just being 

the greater good. We will examine some of the benefits of hiring a diverse workforce and 

working toward inclusiveness in this post. 

 

A work environment that's inclusive and shifted gives a greater difference of perspectives, 

concepts, and solutions, which progresses decision-making and client understanding. 

Businesses can increase their long-term arrangements and reach a larger client base by enlisting 

and keeping a different workforce (Covington, Le and Ngo, 2025). Since a bigger application 

pool comes in more qualified initiates and makes it simpler to hold the finest candidates, a 

well-structured differences and inclusion arrangement also ensures getting more qualified 

personnel.  
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2.3 Different forms of diversity and inclusion at a workplace 

Diversity can take many different shapes in places of employment, including medical 

institutions. These include differences in age and generation, sexual orientation, gender, colour 

and ethnicity, religion, and experience and cognitive diversity. The following will be explained 

in more detail: 

• Race and ethnic diversity: A person's life expectancy and interactions with the 

criminal justice system can be impacted by societal preconceptions related to race, 

which is related to their biological background. On the other hand, ethnicity has a 

stronger connection to cultural identity (Randel, 2023). In the workplace, people from 

different racial and ethnic backgrounds bring a range of viewpoints that foster 

innovation and creativity. Businesses with racial and cultural diversity may reap more 

financial rewards and spur innovation by bringing in a variety of ideas. Additionally, 

this diversity gives businesses a competitive advantage in the global marketplace by 

allowing them to interact and comprehend a wider spectrum of customers. 

• Gender diversity: The fair representation of people of different sexes in an 

organization is known as sex contrasts inside the work environment. It goes past 

basically accomplishing the culminate male-to-female extent and incorporates basic 

components like setting up a secure working environment for all pros, checking women, 

transgender, and non-binary people (Ozturk, Rumens and Tatli, 2024). Organizations 

must implement robust anti-bullying and anti-harassment policies to protect vulnerable 

groups and strive for equity in senior management roles. Managers got to enable 

laborers from shifted sex establishments to realize their full potential rather than fair 

enlisting them. By getting a handle on a expand of viewpoints, progressing sex contrasts 

not because it was scattered preconceptions but in addition moves forward 

participation, broadens the capacity pool, and invigorates creativity. 

• Age and generation diversity: Generations, including child boomers, Gen X, Y, Z, 

and millennials, are regularly utilized to gather people by age, and each has one-of-a-

kind characteristics. Time Z laborers, born after 1995, have the one-of-a-kind encounter 

of never having known a world without these innovations, in differentiating to laborers 

from past decades, counting the 1960s, who did not have got to convenient phones or 

the web. Different viewpoints are cultivated by this age crevice, which advances 

creative problem-solving and innovation within the work environment. Switch 
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mentoring and other intergenerational mentorship programs move forward progression 

and lower turnover (Standley and Javorka, 2025). Businesses that get contrasts between 

eras can connect more successfully. 

 

2.4 Challenges faced in a diverse workplace 

In addition to the many benefits of encouraging diversity and inclusion in the workplace, there 

are some disadvantages as well. These are five common justifications for why businesses are 

hesitant to embrace a diverse workplace. 

• Communications barriers: It is undeniable that a varied and inclusive workforce can 

encourage more new ideas and approaches to problem-solving. But at the same time, 

disagreements resulting from different points of view also get more heated. For any 

multinational corporation, communication limitations are an issue. The differences in 

American, British, and Australian English accents and colloquialisms can lead to 

misunderstandings even between speakers of the same language, like English. More 

significantly, a language may have several meanings that are only completely 

understood by native speakers (Ahmad, 2025). Additionally, some gestures may be 

considered insulting even if we are not aware of it. There will be more disputes than in 

a normal workplace because it takes longer for the staff to understand and cooperate. 

Working in incredibly varied organizations requires strong interpersonal skills and 

cultural understanding, which cannot be taught in a classroom. 

• Stereotypes and prejudice: It is impossible to avoid stereotypes that target groups of 

individuals. Workers may use these biases as an excuse to avoid collaborating rather 

than trying to communicate and understand one another (Ozturk, Rumens and Tatli, 

2024). Much more concerning are the hostilities people have against different races, 

cultures, and religions. This leads to fragmented teams and isolation, which can quickly 

become issues when employees are sharing information. 

• Less trust: Comparing individuals of minority groups to those in prevailing groups can 

make them feel as though they are being treated unfairly. Individuals with similar 

backgrounds may moreover accept that the management treats them superiorly. Thus, 

when these bunches experienced challenges, they seldom raised their voices. For 

occurrence, workers in lesser positions or those who are modern contracts from diverse 

Asian nations can be perplexed to voice their conclusions (D’souza and Tapas, 2024). 

A sane manager with great leadership, passionate insights, and communication abilities 
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is needed in this situation to supervise a different group, ensure that each part feels 

included, and adjust the team's choices with the objectives of the trade. 

• Visa requirements and cost of accommodation: Businesses must oversee the difficult 

and costly handle of making a worldwide workforce while attempting to form a 

different and inclusive workforce. This involves making policies for business practices 

and working visa contracts that follow regional labor and movement directions. In 

certain situations, organizations may cover the fetch of people's relocation. However, 

this sponsorship includes a certain sum of regulatory work and a budget for travel and 

accommodation costs. 

• Productivity: Worker morale and efficiency may endure since cross-cultural conflicts. 

Even though diverse groups may be the key to long-term victory for businesses, 

uncertain clashes coming about from these contrasts can have long-lasting destructive 

repercussions on representative joy, the company's brand, picture, and more. To 

promote a tranquil and inviting working environment, this debate must be effectively 

tended to and resolved (Nguyen et al., 2023). 

 

2.5 The impact of diversity and inclusion on organisational performance 

Differences inside the working environment is not reasonable matter of taking after the law or 

fulfilling social commitments. Being different is more than fair checking boxes. Moreover, the 

objective isn't to meet quantities. The company's notoriety, development, and astute judgment 

may all be genuinely hampered by it. 

• Innovation: Differentiation fosters innovation. A changed workforce brings together 

diverse perspectives, encounters, and concepts (Kasih and Ruslaini, 2024). These 

different characteristics can rouse inventiveness and lead to imaginative items and 

setups. Workers with differing foundations, experiences, and nationalities thrust each 

other's viewpoints, driving to inventive experiences and groundbreaking ideas. 

• Decision Making: Decision-making and problem-solving skills are moved forward by 

differing qualities. It is more likely that diverse organizations will keep up objectivity, 

look at the truth broadly, and consider a more extensive range of strategies. Superior 

decision-making results from this fastidious characteristic, which helps businesses in 

exploring difficult trade circumstances (Genkova et al., 2025). 

• Reputation: A variety of properties can essentially progress an organization's notoriety. 

In todays around the world, clients and clientele are becoming increasingly assorted. 
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They wish to be spoken to within the companies they trade with. A modern set of clients 

appears that the trade regards and values people to an extent of characteristics. It is 

imperative for exchange culture, incrementing client reliability, and growth of the 

clientele. Workers esteem representation and different traits. They need to work in an 

environment where they feel esteemed, listened to, and taken genuinely. When laborers 

see that their organization is committed to differences, their sense of having a place and 

work fulfilment may increase (Nguyen et al., 2023). 

• Improved Employee Engagement and Retention: A complete working environment 

that considers all perspectives inevitably increments worker engagement and steady 

loss rates. Employees who are mindful of their commitments are more likely to stay 

with the organization and contribute to its success. 

• Enhanced Decision-Making Agility: Decisions are made with the profitable input of 

a variety of perspectives when comprehensive capacity management is executed (Koç 

et al., 2025). The organization's capacity to adjust to changing circumstances and make 

fast choices that suit moving market conditions is significantly enhanced by this 

assortment in decision-making processes. 

 

2.6 Impact of diversity on employee retention and talent management issues 

Work environment diversity has a huge effect on ability management and worker maintenance. 

Employee engagement, satisfaction, and commitment to their work are all expanded when they 

feel appreciated and included, which raises maintenance rates. On the other hand, it may be 

more difficult to draw in and keep great ability if differences and inclusion are lacking (Randel, 

2023). 

Increased engagement and work fulfilment result from different and comprehensive work 

environments that cultivate a sense of regard and belonging. By fortifying the trade culture, 

they moreover lower turnover. Through the enlistment of individuals with different foundations 

and capacities, differing qualities of efforts help companies in getting to a bigger ability pool. 

They moreover help individuals unravel issues more viably, be more imaginative and inventive, 

and make better decisions (Ozturk, Rumens and Tatli, 2024). 

Businesses that put a high need on differences and inclusion are better prepared to discover and 

support ability from a variety of foundations for positions of leadership within the future.  

Trading inactive preferences, properly overseeing differences and ensuring consideration are a 

few of the challenges and variables to be considered (Kok et al, 2025). Organizations may 
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cultivate a more cheerful and beneficial work atmosphere, which is able increment 

representative retention, ability management techniques and trade results, by effectively 

supporting differing qualities and Inclusion. 

2.7 Diversity and inclusion in transport industry UK 

Equality, diversity, and inclusion (EDI) are being actively pursued by the UK transport division 

in both its workforce and its services. Important aspects of EDI incorporate growing the 

number of ladies in engineering and prepare driving positions, encouraging and removing 

obstructions for individuals of different racial and ethnic foundations, making working 

environments more inviting to laborers and clients with incapacities, and progressing LGBTQ+ 

incorporation through systems such as Journey (Krishnan et al., 2025). 

The Department for Transport's differences, inclusiveness, and welfare arrangement, and the 

EDI Constitution both appear as a devotion to EDI values. To keep tabs on improvements and 

pinpoint regions in the need of improvement, workforce monitoring and reporting are carried 

out. To draw in different ability pools and grant each worker get to preparing and advancement 

openings, inclusive recruitment and training activities are put into place (Paddeu et al., 2024). 

Organizations working with distinctive partners, such as backing groups and instructive 

institutions, are the ones that drive collaboration and partnerships. 

Despite progressions, there's still a sizable gender crevice within the transportation sector, with 

ladies underrepresented in numerous positions. It's basic to address issues like work-life 

adjustment and adaptable scheduling that ruin the recruitment and retention of diverse ability 

(Chukwuebuka Ahuchogu and Sanyaolu, 2024). It is significant to set up inclusive work 

environment cultures where everybody is respected and given the chance to succeed. 

Through increasing openness, advertising more inclusive client encounters, and speeding up 

the contracting preparation, innovation can help advance EDI. The transportation segment 

within the United Kingdom acknowledges that EDI isn't as it were a social duty issue but too 

a catalyst for innovation, enhanced execution, and a stronger industry. The industry can way 

better speak to the changed populaces it serves and construct a more inclusive and evenhanded 

future by keeping up its center on EDI (Freddie, 2021). 

Arriva Bus is devoted to creating an inclusive and different work environment. To ensure that 

each worker feels esteemed and has a break even with the chance to succeed, they endeavor to 

set up a staff that's agent of the communities they serve. This devotion moreover includes 

cultivating an air where employees feel appreciated for their uniqueness and a sense of 

community. 
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 2.8 Theoretical Framework  

According to Social Identity Theory (SIT), an individual's self-concept and self-esteem are 

shaped by their identifiable evidence with social groups. Concurring with this hypothesis, 

people gather themselves into one-of-a-kind bunches based on traits such as gender, race, 

occupation, and alliance with a specific organization. These social occasions have an enormous 

effect on a person's sense of character, which in turn influences their appearance, exercises, 

and social instinct (LePage, 2020). Workers concur with organizational courses of activity and, 

at whatever point attainable, make qualifications between certain branches, divisions, or the 

organization. These recognizable pieces of proof strengthen their dependability and solidarity, 

which can presently and after that result inside the ponders known as "in-group favoritism," in 

which individuals show slant toward people of their bunch relative to people of other bunches. 

For occasion, workers may feel more tired and truer and associated with their prompt gathering 

than with their peers in other offices.  

  

Fig.1: Social Identity Theory or SIT (LePage, 2020) 

 

Agreeing to SIT, gathering associations play a pivotal part in deciding how individuals see 

themselves and other individuals, which in turn affects attitudes, behaviors, and efficiency at 

work. The thought moreover clarifies intergroup streams, counting the emergence of 

stereotyping, bias, and division. Individuals who recognize emphatically with a gather of 

individuals regularly internalize their standards and convictions, which can every so often 

result in cliché sees of other individuals (Hu, 2025). Laborers from one office may, for event, 



 

12 

outline one-sided thoughts around their partners in another, ascribing character or work with 

Mold disparities to bunch traits. Since laborers are more likely to feel recognized and resistant 

to their individual contributions, comprehensive working situations are way better situated to 

draw in and keep best capacity. Higher levels of worker engagement and proficiency are 

developed by this feeling of gratitude. 

Arriva Transport Company UK can make strides in laborers support and capacity management 

concerns by executing the concepts of Social Identity Theory (SIT) and Differences 

Management to create an environment where each master feels acknowledged and included 

(AuBuchon et al., 2025). Social categorization is emphasized in SIT, which has drawn feedback 

for maybe raising in-group and out-group biases. This center is criticized for distorting 

cooperation and identity by highlighting divisions and engaging generalizations. It has the 

potential to prioritize reliability over person abilities and disregard the complex, intersectional 

nature of character and interesting human encounters. In proficient settings, this restricted point 

of view limits our capacity to comprehend basic elements of human behaviour and 

relationships. 

 

 

 2.9 Literature gaps  

There's a dearth of inquiries about the relationship between organizational success and differing 

qualities and inclusion (D&I), particularly within the open transportation industry. Considers 

that centering on a single industry is rare, particularly within the open transportation segment, 

where issues counting strict schedules, cultural resistance, and small adaptability are more 

common. Beyond hiring, there's moreover a need for emphasis on inclusive hones counting 

mentoring, feedback systems, progression chances, and consideration in everyday work. 

There's a dearth of longitudinal proof on how D&I strategies affect maintenance in 

transportation companies. Furthermore, there is a dearth of qualitative data that documents the 

lived experiences of employees, especially those from marginalized groups (Ozturk, Rumens 

and Tatli, 2024). There are also issues with implementation and cultural resistance. Finally, 

there is a gap in the integration of D&I and talent management, even though they are related 

and must be combined to lower attrition and develop future leaders. 

 

2.1.0 Summary 
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Adam et al. (2024) arguments made within the composing review support the objectives of the 

consideration and highlight the significance of refinement and thought in connection to 

organizational ampleness. According to the paper, companies that recognize contrasts and as 

often as possible take them into consideration have far superior organizational execution, which 

shows expanded competence and advantages. The following chapter gives an outline of the 

investigative strategy.  
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Chapter 3: Methodology  

 

The research method for this study is described in this chapter. Research is innovative work 

carried out in a methodical manner to expand knowledge, which is then used to either establish 

or validate facts and address issues. The steps that researchers must take to carry out their 

research are known as research methodology (Bulatovic, 2024). The track technique that 

researchers use to formulate their problem and goal is exemplified by research methodology. 

The research reasoning, research plan, inquiry about techniques, and the justification for 

choosing the approach for this think about are all depicted in this chapter. Furthermore, it covers 

topics just like the target population, sampling, information investigates instruments, pilot think 

about, information analysis strategies used, investigate constraints, validity, and unwavering 

quality, inclination elimination, and moral considerations. 

 

This section describes the research design, research philosophy, and research choice as part of 

the research methodology using the research onion approach. The system of questioning 

techniques and methods that an analyst chooses to use to conduct a thought process is known 

as research design. Primarily exploratory, exploratory research can be either interpretive or 

quantitative (Kruger and Mitchell, 2022). It facilitates the development of precise hypothesis 

and problem description as well as the improvement of the impact of the digitalization issue. 

 

This study employs an interpretivist philosophy of reasoning as its research philosophy. By 

looking at the meanings people attach to various circumstances, this philosophical viewpoint 

and study method enable scholars to learn more profound details about social life and human 

interactions. Subjective in nature, the research choice emphasizes qualitative inquiry, which 

verbally conveys information rather than using statistics. 

 

The study will mostly employ an inductive approach, letting concepts emerge from the 

collected data rather than confirming preconceived notions. There are three different methods: 
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quantitative, subjective, and hybrid tactics. Most of the research will employ an inductive 

approach, meaning that rather than testing preconceived assumptions, discoveries will come 

from the data gathered. 

 

The processes and procedures used to locate and analyse data pertaining to a specific research 

topic are known as research methodology. To achieve their objectives, researchers plan their 

study using selected research instruments. Mixed techniques, qualitative, and quantitative 

research methodologies are three categories of research approaches. A quantitative research 

methodology and secondary data are used in the following studies (Chandra and Sharma, 

2023). Qualitative research examines people's attitudes, behaviors, and experiences. It collects 

and analyses textual information and vocabulary. Deep comprehension, adaptability, and the 

capacity to investigate intricate occurrences are only a few of the main advantages that 

qualitative research methodology provides.  Secondary data gathered from industry reports, 

corporate records, and scholarly publications will be the main source of data type and collection 

techniques to comprehend the larger context of digitalization and global marketing. Secondary 

data might range from simple self-reported surveys to more complex quantitative or subjective 

research. Both qualitative and quantitative observational techniques can be applied as 

secondary data collection methods. 

 

This secondary data study will make use of data analysis methods like content analysis and 

thematic analysis. It will be applied on a regular basis to a collection of texts, including 

transcripts or interviews. When a topic, idea, or meaning design comes up repeatedly, the 

analyst carefully examines the data to find recurring themes. 

 

Data integrity and member well-being are secured by ethical considerations in this auxiliary 

quantitative study. Data keenness, educated permission, information protection, conceivable 

member harm, information gets to, generation and examination transparency, and legitimate 

detailing of comes about are among the most issues (Chandra and Sharma, 2023). Analysts 

must affirm the legitimacy of information sources, comprehend how information is produced 

and analyzed, evaluate educated assent processes, precisely report discoveries, abstain from 

copyright infringement, utilize information for its planning reason, confer with Organization 

Audit Boards for ethical review, and make beyond any doubt that information is dealt with and 

put away safely to prevent loss or unauthorized access. 
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Chapter 4: Findings and Discussion 

     4.1 Overview of Themes and Coding 
 

Thematic analysis was used to examine secondary data gathered from academic publications, 

industry sources, and reports from Arriva Bus Company. For primary themes diversity, 

inclusiveness, employee retention and talent management were identified from the data. 

Theme code Theme Example data source 

Theme 1 Diversity and 

Inclusion  

CIPD articles, HR policy 

 

Documents practice Arriva annual report 

Theme 2 Diversity as a driver of 

Commitment and 

satisfaction 

Academic journals (Such as Social Identity 

Theory) and Industry reports on the workforce 

in public transportation  
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Theme code Theme Example data source 

Theme 3 Influence of Diversity 

on employee Retention  

Surveys of the transportation industry. Arriva 

HR reports on secondary studies on retention 

Theme 4 Relationship Between 

Diversity and Talent 

Management  

CIPD reports, scholarly workshop Talent 

Management and Arriva Diversity initiatives  

 

 

4.1. Findings 

 

4.2. Discussion: Thematic Analysis  

    4.2.1. Theme 1: Diversity and Inclusion Practice at Arriva 

     Employee-led networks, initiatives to promote an inclusive culture and defined targets from 

the foundation of Arriva’s Diversity and Inclusion procedures. The corporation wants to raise 

the number of female drivers by 100%, have 25% senior leaders from underrepresented groups 

and have 50% of women in senior leadership by 2030 (Arriva, 2025). The plan calls for 

promoting Diversity in the workforce culture where all workers are respected and feel like they 

belong. 
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Global Inclusion Network (GAIN), which concentrate on issues including wellbeing, 

(LGBT+), disability, race and ethnicity and gender were created to assist the Objectives. An 

executive sponsor for Arriva’s Management board supports each GAIN group in its efforts to 

promote the required reforms (Rossi et al., 2020). These networks are used to plan activities 

that honor Diversity, increase consciousness and inform staff members about the difficulties 

encountered by different groups. 

Arriva actively celebrates Diversity among its employees, trying to represent the varied 

populations it serves and guaranteeing fair treatment devoid of prejudice. The company’s 

dedication to Diversity is further demonstrated by the introduction of initiatives like 

“Menopause Matters", which aid workers going through Menopause. 

    4.2.2. Theme 2: Diversity as a Driver of employee Satisfaction and Organizational 

Commitment  

        Diversity and Incursion (D&I) are a key component of Arriva’s operations and the welfare 

of its workforce. By appreciating differences and cultivating an inclusive culture where all 

employees feel welcome and can flourish, the organization hopes to mirror community 

Diversity with its staff. To assist Inclusion initiatives and guide corporate policies Arriva has 

created Global Inclusion Networks (GAIN) for a few categories, including LGBT+, Disability, 

Race and Ethnicity and Gender. The leadership of Arriva feels like having a diverse team not 

only enhances services but also produces a variety of perspectives that are advantageous to the 

Company and employees (Vinasi.2025).To guarantee the policies consider the impacts of 

various groups and improve Organizational  outcomes ,staff members are also educated in 

Diversity impact assessments .The relationship between corporate commitment , employee 

satisfaction and Diversity is generally supported by academic research .Employee loyalty and 

job satisfaction are higher in companies with effective Diversity management . A culture of 

inclusion ,where each person feels appreciated , frequently has a gender impact on motivation 

and performance, even though representation is crucial (Ovusu, Gregar and Ntsiful, 

2021).While an inclusive workplace lowers conflict and attrition rates , high job satisfaction 

strengthens the relationship between Diversity and Inclusion  practices and Organizational 

commitment . In the end, diverse teams foster innovation and creativity, giving businesses a 

competitive edge. While there is not a single study that focuses just on Arriva, it is D&I 

initiatives are consistent with previous studies that highlight their beneficial benefits on 

employee dedication and satisfaction. 
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    4.2.3 Theme 3: Influence of Workplace Diversity on employee Retention. 

                   Managed within an inclusive culture, workplace diversity at Arriva greatly 

improves employee retention by promoting engagement, satisfaction and sense of belonging, 

which in return reduces turnover. Arriva is adamant that worker stability and diversity are 

related (Ramasmy, Natarajan and Mital, 2025). A strong sense of belonging-inclusive 

businesses have retention rate that are 5.4 times higher-enhanced well-being and morale trough 

Global Arriva Inclusion Networks (GAIN), witch support various community groups; 

improved job satisfaction associated with effective Diversity management , attracting top talent 

trough a visible commitment to Diversity, which expands the talent pool ; and career 

development opportunities , as demonstrated by programs like the “Better Balance” network 

are some of key influences .Trough employee-led GAIN networks, inclusive policies (such as 

gender-neutral language ,gender-balanced shortlist  and menopause policy ), and Diversity 

Impact assessments to access effects different  groups , arrive actively encourages Diversity 

(Yuniastri and Karyati 2025). All things considered, a diverse staff is seen as a strategic asset 

that improves retention and advances Organizational performance. 

 

       4.2.4 Theme 4: Relationship between Inclusion practice and Talent Management 

Strategies. 

                 Understanding that a diverse and inclusive workforce is crucial for drawing in, 

keeping and developing top talent-all of which ultimately contribute to the company’s  success 

and sustainability Arriva combines its Inclusion practice with its talent management approach 

(Graham, Zaharia and Osoian, 2023).Targeting underrepresented groups to expand talent 

pools , improving employee experiences to boost engagement and retention, unlocking 

potential trough diverse perspectives for innovation and integrating Inclusion into the overall 

talent strategy with defined roles and quantifiable targets until 2030 are all important 

components. Additionally, Arriva establishes itself as a fair employer by fostering equitable 

career possibilities for all employees and strengthening relationships with customers by 

reflecting community Diversity (Bermeo and Perez, 2025). In conclusion, Inclusiveness is a 

crucial strategic requirement connected to Arriva personnel management goals, promoting a 

prosperous and creative enterprise. 
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Chapter 5: Conclusion and Recommendations 

 

5.1. Conclusion  

Arriva Bus Company is tending to the industry's driver emergency, maturing workforce, and 

moving employee expectations by concentrating on ability management and representative 

maintenance. Arriva may lower whittling down and related costs by putting differences and 

inclusion (D&I) strategies into practice, counting as inclusive enlisting, flexible planning, and 

mentoring. This has brought about a 33% decrease in early leavers, demonstrating the 

importance of spreading compelling strategies all through all regions. Women and younger 

candidates who may have already felt prohibited from the transportation segment are especially 

drawn to a more shifted and sweeping ability pool when a self-evident commitment to 

incorporation is made (Paddeu et al., 2024). Arriva is superior situated to compete in a 

competitive labor market since its moved forward notoriety. 

By holding and advancing inner ability, D&I methodologies like inclusive advancements, 

leadership improvement for underrepresented bunches, and switch mentoring reduce the need 

for exterior hiring whereas raising worker morale. Engaged and changed workers move 

forward client relations and the company's notoriety by enhancing communication, problem-

solving, and service delivery. 

Policies that advance an inclusive workforce help Arriva in assembly regulatory and 

administrative requirements as open substances put a greater emphasis on ESG execution in 

contacts and procurement. Inclusionary employment practices that demonstrate social value 

can help future bids for regional transportation contracts. 

 

 

5.2. Recommendations  

Is recommended that Arriva Bus Company improves the Diversity and Inclusion (D&I) 

policies, yo create a more welcoming workplace. This entails formalizing D&I policies, 

enhancing hiring practices to priorities underrepresented groups, and carrying out frequent 

assessments of diversity programs ( Baddage.2025). In addition to rewarding contributions to 
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an inclusive culture and creating employee resource groups (ERGs), programs that promote 

psychological safety, such as Inclusion training and feedback sessions, should be designed to 

increase employee involvement. Exit interviews should concentrate on D&I issues .and 

retention initiatives should include flexible work schedules and assistance for diverse 

personnel. 

Additionally, personnel management should incorporate mentoring for disadvantaged groups, 

guarantee fair access to growth opportunities, and incorporate diversity into succession 

planning (Iqbal et al.,2025). These tactics will improve long-term Company success, employee 

satisfaction and workplace Diversity. 

 

5.3. Business Relevance & Practical Implications 

Diversity and comprehensive work environment policies have a huge effect on talent 

management and worker maintenance. Creativity, innovation, problem-solving, engagement, 

maintenance, and fulfilment are all moved forward by different staff. Arriva Transport may 

take advantage of these points of interest to construct a more affluent and long-lasting company. 

A sense of mental security and having a place lead to expanded engagement and work 

fulfilment, which in turn decreases turnover rates. Empowering diversity and inclusion can 

help decrease turnover costs (Freddie, 2021). It is conceivable to progress a solid boss brand, 

especially for younger eras. Arriva can get to a bigger ability pool and discover more inventive 

answers to trade issues thanks to different staff. Differing groups make way better choices since 

they are way better able to handle complicated situations. A pipeline of different pioneers is 

facilitated by inclusive leadership approaches. To supply a steady and compelling work 

environment, Arriva can put comprehensive approaches into put, finance differences and 

incorporation preparing, develop inclusive leadership, track comes about, and support 

Employee Resource Groups (ERGs). 

Arriva Bus Company is tending to the industry's driver emergency, maturing workforce, and 

moving employee expectations by concentrating on ability management and representative 

maintenance. Arriva may lower whittling down and related costs by putting differences and 

inclusion (D&I) strategies into practice, counting as inclusive enlisting, flexible planning, and 

mentoring. This has brought about a 33% decrease in early leavers, demonstrating the 

importance of spreading compelling strategies all through all regions. Women and younger 

candidates who may have already felt prohibited from the transportation segment are especially 

drawn to a more shifted and sweeping ability pool when a self-evident commitment to 
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incorporation is made. Arriva is superior situated to compete in a competitive labor market 

since its moved forward notoriety. 

By holding and advancing inner ability, D&I methodologies like inclusive advancements, 

leadership improvement for underrepresented bunches, and switch mentoring reduce the 

requirement for exterior hiring whereas raising worker morale. Engaged and changed workers 

move forward client relations and the company's notoriety by enhancing communication, 

problem-solving, and service delivery. 

Policies that advance an inclusive workforce help Arriva in assembly regulatory and 

administrative requirements as open substances put a greater emphasis on ESG execution in 

contracts and procurement. Inclusionary employment practices that demonstrate social value 

can help future bids for regional transportation contracts. 

 

 5.4. Limitations and Further Research  

The essential limitation of this thinking is that it only secured one company, which confines 

the findings' generalizability to other businesses or geographical regions. Indeed, although they 

are perfect for demonstrating an association between the different characteristics of work 

situations and employee execution, subjective investigation into methodologies may be 

missing in profundity and lavishness when looking at the experiences, viewpoints, and stresses 

of differences among agents. Individual accounts of thought from representatives, gather 

culture, and corporate culture are illustrations of subjective information that will give a more 

exact clarification of how varieties influence individuals. Future inquiries about ought to utilize 

a mixed-methods method joining subjective methods like center bunches or in-depth interviews 

to advance investigate these issues (Koç et al., 2025). Besides, industry-specific differing 

qualities issues are not taken into consideration in this ponder; since specialist characteristics, 

operational conditions, and regulatory systems contrast within the manufacturing, healthcare, 

and innovation sectors, these segments may have diversity-performance joints. It is also 

prompted to conduct a longitudinal investigation to look at the long-term impacts of different 

activities on employee performance. To get it how differing qualities interatomic with 

organizational flow and execution results in diverse situations, a more comprehensive 

comparative analysis over businesses, geographies, and cultures would be beneficial. 
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Element 2: Reflection 

 

I have gained significant insights into my academic growth and my comprehension of 

organizational behaviour by thinking back on the process of conducting the research on the 

effects of workplace diversity and inclusive practices on employee retention and talent 

management at Arriva Bus Company. Gibb’s Reflective Cycle (1988) provides an organized 

method for examining your experience; using this framework, I have been able to analyse my 

ideas, assess my choices, and pinpoint areas for development in my future work. 

My goal at the beginning of the study was to investigate how employee outcomes are affected 

by diversity and inclusion, especially in the UK transport sector. This required examining 

scholarly theories, locating pertinent organizational practices, and relating these concepts to 

Arriva Bus Company’s operational environment. Because diversity and inclusion are a broad 

topic with many facets, including culture, age, gender, identity, and organisational culture, 

the process initially felt complicated. It was necessary to carefully read and synthesize a 

substantial amount of material to comprehend how all these elements connect to talent 

management and retention. 

 

I felt a range of emotions, including curiosity, exhilarating, and sporadic anxiety. Since 

diversity management is in line with contemporary HR priorities and organisational 

strategies, I was excited to learn more about it. But when I couldn’t locate enough scholarly 

texts that were relevant to the transportation industry, I became overwhelmed. I had to put in 

more effort to make significant connections with Arriva Bus Company because a lot of the 

research that is currently available focuses on sectors like healthcare, education and corporate 

settings. My confidence increased as I moved forward. I started to see how the importance of 

inclusive practises for employee engagement and organisational loyalty could be explained 

by theoretical frameworks such as Society Identity Theory. 

 

In retrospect, I think a few things went smoothly. I learnt how to arrange information around 

pertinent themes instead of summarizing sources and effectively create a cohesive literature 

review. I became much more adept at critically analysing theories and at elucidating how 

employee attitudes, behaviour and performance are impacted by diversity. However, I had a 

bad experience due to a few obstacles. At several points, time management became 

challenging, particularly because I spent too much time comparing various conceptual 

models. Sections of the study were also more difficult to create due to the scarcity of 

industry-specific research. 

 

I was able to comprehend the research’s deeper insights by analysing the difficulties. I came 

to see that fostering an atmosphere where workers feel appreciated, respected and included is 

just as important as representation in the workplace. Research has shown that effective 

communication techniques, inclusive leadership, and impartial hiring practises can all 

directly increase employee commitment. I was able to gain a deeper understanding of the 

relationship between theory and practice by applying these insights to Arriva Bus Company. I 

also saw how crucial corporate culture is to retain employees and bolstering the talent stream. 
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As I got more involved with the research, it became evident that employees are more inclined 

to stick around when they feel like they belong. By encouraging me to go beyond description 

and offer critical interpretations of the contents, the method also helped me write better 

academically. 

 

As I wrap up the reflection, I can state that this research has improved my writing, critical 

thinking and analytical abilities. It has shown me how crucial it is to approach difficult 

organizational subjects with patience, diligence and an open mind. I also discovered that it 

would have been easier to focus and lessen confusion if the study scope had been narrowed 

early in the process. If I were to do this kind of study again, I would start by outlining topics 

and finding any gaps before delving into in-depth reading. 

 

Lastly, taking the future into account, I have created a detailed action plan to enhance my 

research methodology. By broadening my search to include organizational reports, 

government publications, and case studies from the transportation sector, I hope to improve 

my capacity to find industry-specific data. By making more organized research schedules, I 

also hope to enhance my time management skills. To improve the calibre of my future 

academic work, I will also try to deepen my grasp of HR ideas that go beyond diversity, such 

as psychological contracts and talent management frameworks. All things considered, this 

reflective method has helped me recognize my strengths, comprehend my weaknesses, and 

establish significant goals for further academic and professional development.  
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Element 3: Poster 
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to the proper authorities 
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cultural or social identity of that natural person. Any 
video or audio recordings of participants is considered 
to be personal data. 
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