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Abstract
Background
In modern times, most private companies have been facing instability, and therefore, to manage the issue, the HRM of such companies have been trying to treat their workers in an equal manner. When each of the workers of the same level of competency and skill has gained an equal level of scope, there has been a positive generating culture in the organisation, which has led the organisation to profitable growth. 
Aim and Objectives
The basic cause for carrying out this investigation is to analyse the influence of HRM processes on service productivity and equal employment opportunities for staff in private firms across the globe. The case of Accenture has been considered to conduct the investigation. The main objectives that are created in this study are such as the prominence of HRM on service productivity and “equal employment opportunity”, the challenges HRM faced to integrate equal employment scopes and the strategies integrated by HRM of Accenture for providing equal opportunities. 
Methodology
In this investigation, both qualitative and quantitative data has been garnered with the help of interview and survey. In the interview, 30 employees of Accenture participated, and in the survey, 120 workers have been contributed. Then the data was assessed with “thematic analysis” and “the SPSS tool”.
Results
The findings of both qualitative and quantitative information led to the realisation that, with the integration of “equal employment opportunity”, the reputation of Accenture has improved, and through such a superior reputation, the company has been able to recruit top talents and has been able to retain their clients. 
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[bookmark: _Toc137310568]Chapter 1: Introduction 
[bookmark: _Toc137310569]1.1 Chapter Introduction
This is the initial segment of the dissertation. Thus, in this section, a brief context of the study will be discussed, along with that the clarification for conducting this investigation will also be directed in this chapter. Additionally, the problem that the researcher will be trying to solve in this study is stated in this segment. The questions that will be answered across the paper will also be created in this section. Moreover, “the aim and objectives” of this dissertation will also be developed in this section based on the topic.
[bookmark: _Toc137310570]1.2 Research Background
In recent times, economic instability has been apparent, and companies started to look into individuals as an asset. Thus, that company can use their expertise, knowledge, and capabilities to sustain a competitive edge in the private sector (Leisink and Boxall, 2021). This is because workers who have been engaged in their operations as well as committed to their companies have provided significant competitive edges involving superior productivity and lower worker turnover (Horváth and Szabó, 2019). However, depending upon the alterations that have occurred in the globe in present and previous times as well as which directed to the upsurge of competition among companies in each of their sizes, orientations and forms (Munjuri and Maina, 2013). Such companies have been forced to function to discover the correct mechanisms to upgrade the degree of performance of workers by concentrating on the human factor as basic criteria for changing assets from downturn to competition and vitality, equal opportunities within the procedure used to upgrade the performance of workers to attain the strategic goals of the companies (Armstrong, 2010). In this setting, companies in the international domain are required to work to give a suitable environment for giving scopes for each of the workers in the organisation as well as attempting to avert and decrease obstacles as well as discriminations with respect to sex, gender and background (Suprapto et al., 2020). In addition to that, upgrading the abilities and expertise of their workers to upgrade the degree of service that is given by the firm (Khan and Iqbal, 2020). 
The concept of equal opportunities is directed to execute fairness and equality among individuals not only in the organisation but in each of the aspects of life, mainly among the workers in an organisation. Each of the people has to be treated equal with respect to equal scopes as well as have to keep wa from any kind of discrimination (Pancasila, Haryono and Sulistyo, 2020). Furthermore, equal opportunity has been referred to discover the superior degree of competition among workers in society, in spite of the prevalence of limited resources (Borst et al., 2020). Moreover, employment equality gives equal scope for each of the individuals to partake in he procedure of empowerment as well as proceed on the foundation of merit, capability as well as potential. Additionally, it has been assumed that individuals belong to a homogenous background as well as can thus compete on the basis of equality. 
Thus, each of the practices that function against the criteria, each of the practices that function against the criteria of equality can lead to unfairness in the organisation (Absar and Mahmood, 2011). The fundamental objective of equal scope has been equality among people in each of the aspects of life. Furthermore, in the case of pay in a firm, based on the laws of equality, no one among the workers in the organisation should not get higher payment as compared to his co-workers who have been performing similar role as well as has similar qualification and skill as per their age, sexuality, gender or another kind of discriminatory cause (Tyrowicz, Terjesen and Mazurek, 2020). Regarding the significance of equality with respect to equal payment and worker performance, various researchers and scholars have paid superior attention to the area of management as well as noticed that boosted fairness of workers has improved the outcome of the company (Tensay and Singh, 2020). It has also been effective in the case of decreasing organisational turnover, job satisfaction, commitment, and loyalty as well as it has bee considered as a way of efficient performance outcomes. 
Accenture is one of the private sector companies that is focusing on inclusion and diversity in a significant way. The organisation has offered strong programming involving specialised training, flexible operation arrangements, networking support, resources for mental health, mentoring, and equal advantages to similar-sex couples. In addition to that, in Accenture, individuals have received salaries that are consistent and fair by considering the similar level of work, tenure and location. The organisation also conducted a review of the equity of annual pay. Furthermore, in 2022, Accenture has integrated 100 per cent equity for females compared to male counterparts in each of the nations the organisation has operated its business (Accenture, 2023). Furthermore, by race and ethnicity, the company has 100 per cent pay equity in the US, UK and South Africa. 
[bookmark: _Toc137310571]1.3 Research Problem
In previous decades, there has been a superior level of ongoing issues regarding the upsurging impacts of unfairness on organisations among workers as well as its adverse impacts on function outcomes. Multiple studies have stated the challenges of unfair treatment among workers with respect to performance appraisal, training, selection as well as compensation. Such kind of discriminatory activities with the organisation has affected the reputation of the companies in a significant way. In addition to that, “gender inequality” is also evident in private companies, and it is a critical aspect that can be observed in the structures of companies, practices and procedures. For females, some of the most hazardous gender inequalities have been enacted within practices of human resources, and the reason is that practices of HR impact pay, training, promotion and recruitment of females (Sull, Sull and Zweig, 2022). Additionally, in various cases of developing nations, HR policies have been inherently prejudiced against a category of individuals, irrespective of their skills, capabilities, job-linked knowledge as well as performance (Adeosun and Owolabi, 2021). As a result of that, the performance of workers has been impacted in a negative way. Such kind of discrimination in the workplace has affected the mental heal and physical health of employees, and with that, the overall growth of the companies have affected. 
[bookmark: _Toc137310572]1.4 Research Rationale
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Figure 1: Gender equality in Accenture
(Source: Accenture, 2023)
The leadership of Accenture has acted on their commitment to gender equality by giving targeted support, agile work arrangements, and understandable programs of training and benefits. The organisation has significant objectives to improve gender equality and provide similar scope to all its employees, and due to that reason, the organisation is on its way to attaining “gender parity” by 2025. In addition to that, Accenture has been focusing on providing equal opportunities to disabled employees (Accenture, 2023). Therefore, Accenture is making sure that people with disability have been represented in their organisation. Moreover, leaders of Accenture have been providing workers with disabilities with accessible technology and tools and a basic accommodations program (Accenture, 2023). In addition to that, the leadership is considering cultivating superior awareness through basic training programs for people who have no disability to gain knowledge regarding tools as well as accommodations accessible for superior implementation over teams. Furthermore, to adopt an inclusive culture across the company. Through understanding the strategies of Accenture, other private companies can generate awareness-development through hiring efforts, events, and education programs related to disability to bolster their human resource. With the help of the approaches of Accenture, companies have been able to offer coaching initiatives and mentoring to make sure that people with disabilities can continue to succeed and grow. Moreover, this study is relevant as it provides the significance of diversity and equal opportunity in private companies around the world and through that employee of different backgrounds, gender, disability, and ages can occupy roles at each of the levels, involving top positions of leadership to make the operation f companies successful. 
[bookmark: _Toc137310573]1.5 Research Aim and Objectives
The primary reason for facilitating this investigation is to assess the effect of HRM procedures on service productivity and equal employment opportunities for workers in private companies around the world. Moreover, to narrow the scope of the study, the case of Accenture has been considered.
Furthermore, to achieve the purpose of the study, certain objectives have been created, and those are,
· To critically assess the significance of HRM on service performance with respect to equal employment scopes for workers in private companies and Accenture
· To critically evaluate the issues experienced by HRM while creating equal employment scopes for workers in private companies and Accenture
· To critically analyse the methods implemented by HRM for giving equal scopes and upgrading the performance of employees of private firms and Accenture
· To suggest adequate strategies to the HRM of private companies for boosting management practices for brining in superior scopes to workers and augmenting their service efficiency
[bookmark: _Toc137310574]1.6 Research Questions
· What is the significance of HRM on service performance with respect to equal employment scopes for workers in private companies and Accenture?
· What are the issues experienced by HRM while creating equal employment scopes for workers in private companies and Accenture?
· What are the methods implemented by HRM for giving equal scope and upgrading the performance of employees of private firms and Accenture?
· What are the suggested suitable strategies for the HRM of private companies for boosting management practices for brining in superior scopes to workers and augmenting their service efficiency?
[bookmark: _Toc137310575]1.7 Research Structure
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Figure 2: Structure of the research
(Source: Created by Author)
The foremost segment of this dissertation is the “introduction”, and in this segment, a short background of the study related to the effect of HRM practices on the performance of workers and equal employment scopes of workers in private companies and Accenture has been discussed in a proper way. Furthermore, the explanation for carrying out this study is also stated in this chapter through the rationale. In addition to that, the issues that the investigator has been trying to solve through this study are also addressed in this chapter. The questions that will be answered throughout the paper are also directed in this section, along with the purpose of this investigation and the objectives to reach the aim. Following that, in the next section, “the literature review”, the investigator will review journals based on the topic, and with that, the investigator will be including the arguments of scholars to make the study critical and significant. Additionally, “a conceptual framework” and the gaps in the literature that the investigator will face while collecting data from journals will also be declared in this section. In the “methodology” segment, the justification for integrating appropriate methods will be addressed. The procedure of data collection and analysis procedure of that data will also be directed in this chapter. In the “data analysis and findings” segment, both “qualitative” and “quantitative data” will be garnered through interviews and surveys, and that data will be assessed by comparing the information of the literature and the data. In the final chapter, all the chapters will be summarised, and recommendations will be provided in a proper way. 
[bookmark: _Toc137310576]1.8 Research Significance
This investigation connected to the influence of HRM activities on service performance and equal employment opportunities of workers of the private sector and Accenture is significant as, in modern times, “equal employment opportunity” has s significant connection with the performance of workers and the leadership of Accenture is concerned about it. Therefore, the company has come up with various programs to integrate an inclusive culture into the organisation and reduce any kind of discrimination with its policies. Therefore, companies that are operating in the private sector can get proper information on strategies that they can implement to improve employee performance and provide equal opportunities to workers through understanding this investigation. In addition to that, policymakers can get significant details by comprehending this study and creating proper policies of equal employment scope in private companies. Additionally, future researchers who will be working on a similar subject can get proper insights into the data. This study will also contribute to existing literature related to HRM practices. 
[bookmark: _Toc137310577]1.9 Chapter Conclusion
The assessment of the background of this chapter led to the understanding that Accenture has implemented equal employment scopes and diversity and inclusion through integrating several programs and policies, and through that, they have been able to inspire different private sector firms to strategies inclusivity within the operation. Therefore, with this study, companies can acquire proper insights to bolster their performance and organisational culture.

[bookmark: _Toc137310578]Chapter 2: Literature Review
[bookmark: _Toc137310579]2.1 Overview
The sections in this chapter have been provided with a plethora of data about the viewpoints of authors and experts that have clarified the aspects of human resources within the IT industry of the world. Through this section, the importance of HRM within the workplaces of the IT companies, and in terms of creating equal opportunities for employment within these companies, have been understood. In addition to this, the challenges that the HRM department has faced in the creation of viable equal opportunities have also been learnt in a thorough manner through this section. Additionally, the strategies that have been implemented by the HR departments in the industry have been explained in a thorough manner. 
[bookmark: _Toc137310580]2.2 Importance of HRM on Service Performance in Terms of Equal Employment for Employees
Promotion of Diversity
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Figure 3: Types of Talents in Companies
(Source: AIHR, 2023)
One of the main benefits that an IT company can achieve through the means of the creation of equal opportunities for everyone is that the diversity within the company in terms of qualities can increase by a large margin, and this can help the company to navigate through a variety of issues. In addition to this, the diversity that is fostered within the organisations can also lead to various levels of innovation within the company. Koburtay, Syed and Haloub (2020) have added that IT companies also look towards diversity within the organisation as this can also elevate the overall balance of the organisation. Moreover, the IT industries can take up new challenges in the market through the means of greater and better diversity.
Career Development Opportunities
The increase in the equality of opportunities within the workplace can motivate employees by a large margin since they can avail equal chances for excelling in their careers. This has been a major point in the workplace, as unequal opportunities within the workplace can decrease the overall morale of the employees as they will feel less valued, and this can lead to conflicts within the workplace. As stated by Kim, Kim and Hwang (2020), equal opportunities by HRM can include the aspects of engaging with the company in an equal manner and expecting the same performance from every employee. Moreover, equal incentives the companies can also increase satisfaction in the workforce. 
Improved the Reputation of the Organisation
Equal opportunities in the workplace have been valued by all forms of stakeholders of a company and also among the customers. Nambisan, Zahra and Luo (2019) have mentioned that the efforts of the HRM to maintain equality within the workplace can result in an increase in the overall satisfaction of the customers with the company and also an increase in the overall satisfaction of the stakeholders of the company. According to the research of Bhandari and McGrattan (2021), it has been mentioned that the reputation of the companies has often been formed through the means of equality that has been formed among all the employees within the organisations. The modern business landscape has demanded that companies come up with new plans for increasing inclusivity and equality among all employees within the workplace. Allowing equal opportunities within the companies can help in boosting progress towards such goals in an IT company.
Better Engagement from Employees
Equal employment opportunities in IT companies can give rise to increased satisfaction among customers since they can avail a plethora of facilities that can help them to excel in their respective careers. In addition to this, the teamwork of the employees can also increase by a large margin as the employees can appreciate each other in a better manner. Carli (2020) has mentioned that customers can increase the overall productivity of the entire company through the increased efforts provided by them throughout the research. The increase in the efforts of the customers can also provide impetus to the companies for capitalising on various opportunities that may arise within the market.
Better Recruitment
The increased reputation of the company can increase its position among new talents, and this can make it easier for the companies to attract new talents and also recruit them. This new recruitment among the companies can also increase the potential that they have in the country. According to Trudgett, Page and Coates (2021), recruitment within companies has been a major factor in businesses, which has increased the overall quality of the workforce. The candidates in the market can increasingly favour the company if the HRM stresses the betterment of equality among the employees. Creating equal opportunities in the market can also result in the company being exposed to the international domain of research.
[bookmark: _Toc137310581]2.3 Challenges of HRM to Create Equal Opportunities for Employees
Creation of Scope
The HRM in IT companies have often struggled to identify the areas which can be strengthened in order to facilitate equal opportunities for everyone. This has happened due to the lack of information about the employees and their needs. Moore and Khan (2020) have mentioned that the HRM department has often been inexperienced, and they have failed to understand the needs of the employees for equal forms of opportunities within the workplace. Moreover, the communication skills of the HRM department play a large role in terms of determining the amount of data that they can gather from the employees. The information about the needs of the employees can increase the overall perception of the human resources managers and employees, who can then take a plethora of steps to maintain equity among the opportunities that have been provided to the employees. Mira, Choong and Thim (2019) have added that the HRM department has also often lacked the training that is needed for them to increase the overall landscape of the creation of opportunities within the companies.
Identification of Gaps
[image: ]
Figure 4: Challenges faced by HR
(Source: Logic Melon, 2023)
One of the main characteristics of the HRM department has been to identify various forms of challenges that the company has gone through in the workplace. This can help the HRM department to incorporate various forms of solutions within the workplace to mitigate the gaps. However, it has often been observed that the training of the HRM personnel has been lacklustre, and this has not allowed them to proactively detect the gaps in equality of employment within companies. Keegan and Den Hartog (2019) have observed that HR departments in companies can be misaligned with respect to the goals of the company, which can also result in the failure to provide equal opportunities to everyone. This is because equal opportunities in the market need to rise from the awareness of the HRM about the direction that the company has headed towards. The lack of general awareness of the leaders about equality has been a major reason behind the inability that HRM has faced to introduce equal employment opportunities.
Aligning Leadership
The alignment of the leadership with the HRM needs to be present in order to for the HRM to increase its efficiency in creating equal employment opportunities for the candidates. The perspectives of the leadership are important in the way through which the organisation is shaped and the way in which the workforce is distributed. Kinnie and Swart (2020) have mentioned that the lack of communication between the leaders and the HRM can create incompatibility and confusion among the companies. In addition to this, the HRM need to seek the agreement of the leaders before taking any steps towards the development of the organisation in terms of employment opportunities. However, the lack between the HRM and the leaders has been a challenge which has left the organisation in a critical state in terms of equality of employment opportunities.
[bookmark: _Toc137310582]2.4 Harvard HRM Model
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Figure 5: Harvard HRM Model
(Source: Tiwari, Srivastava and Kumar, 2019)
This model can be used to understand the importance of equality in terms of the employment of employees within the IT industry. This model states that the management philosophy of the HRM within the company has been an important factor which can increase the reputation within the market. The management philosophy refers to the beliefs and perspectives that the HRM and the leaders share within the company in terms of the management of the employees. Tiwari, Srivastava and Kumar (2019) have stated that the employee influence within the company can also be large, and this can help in refining the experiences of the HRM. The efficiency of equality in the employment of employees can also increase the aspects of the human resource flow in a company through the means of increased motivation and efforts from the companies. Additionally, the commitment of the workers concerning the firm and the engagement of the employees can be increased through the means of equal provision of employment opportunities.
The Harvard HRM model has contained a potent mix of data about the HRM tactics within the company, and this has also affected the company. Additionally, the stakeholders of the company can also play a role in terms of deciding the level of equality that can be provided in the market in terms of employment. One of the major aspects that companies can learn from this model is the importance of the satisfaction of the existing employees. Tiwari, Srivastava and Kumar (2019) have further mentioned that the training of the HRM employees is important, which can increase the overall productivity of the companies. Identification of various employee groups within the company can help the HRM of the company to gain feedback from them and thereby use these to increase their efficiency.
[bookmark: _Toc137310583]2.5 Strategies Implemented by HRM for the Creation of Equal Opportunities for Employees
A number of strategies have been applied by the HRM departments within IT companies in order to increase equality in terms of employment opportunities within the companies. These strategies have included an increase in the clarity of the goals of the companies in the long term. This has helped the HRM to set goals and expectations for the employees in a streamlined manner. Infante and Darmawan (2022) have mentioned that this can be achieved by the company through the means of constant communication between the leaders and the HRM department. The communication between the leadership and the HRM in a company can be enhanced through the inclusion of various forms of technological advancements and by training both parties with communication skills. Carnevale and Hatak (2020) have mentioned that companies need to also deliberate on the requirements of the employees and the struggles that they have been facing in the workplace. This can help the company and the HRM to frame a viable strategy for incorporating equality in terms of service opportunities. The leadership and the HRM need to be in agreement with the strategy that has been framed. This is crucial since the companies can set the expectations of the employees in agreement with the goals of the firm in the short term and in the long term. Lopez-Cabrales and Valle-Cabrera (2020) have observed that companies have often integrated the technologies of artificial intelligence (AI) and ML to increase the efficiency of decision-making within the company. This has helped them to decide the direction of the company in the competitive market. Additionally, the companies have also often provided training to the HRM personnel, thereby increasing their efficiency in communicating with the employees in a productive manner.
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Figure 6: HR Strategies
(Source: The Human Capital Hub, 2023)
Another strategy that the HRM has implemented for the betterment of the provision of equal employment opportunities is to study the competitors who have found success in the market through the provision of equal employment opportunities. Another potent strategy that has worked for numerous companies is to listen to the employees and the complaints that they have. Nhlapo (2020) has fronted that this has helped the companies provide equal treatment to the employees and also equal forms of opportunities in the market. Additionally, companies have often utilised the feedback of the employees to reshape and refine their equality in employment strategies which has increased the reputation of the entities in the competitive market. Another important and common strategy within the company has been to advertise for both the men and the women population. Abdalla Hamza et al. (2021) have mentioned that this has increased the engagement of the male and female candidates in the interviews. In addition to this, this has also increased the satisfaction of the employees within the organisations. The diverse forms of advertisements in the market can also have an effect on the position of the company within the competition.
[bookmark: _Toc137310584]2.6 Conceptual Framework

Figure 7: Conceptual Framework
(Source: Created by Author)
Through this framework, it has been noticed that equality in employment opportunities has been important to the HRM of an IT company as it can provide the scope to increase the reputation of the company in the market. However, they have faced a few challenges in the training of the HR department, and this has led to challenges in terms of combination with the employees. Companies have made progress through the collection of viable feedback from employees in order to bolster their equality in terms of employment opportunities.
[bookmark: _Toc137310585]2.7 Literature Gap
One of the gaps that have been noticed in the literature has been the importance of HRM in the provision of equal opportunities in the IT industry. In addition to this, noticeable gaps have been noticed in terms of the challenges that IT companies have faced in terms of creating equal opportunities for employment. Additionally, the data about strategies of HRM for providing equal opportunities have been scarce. These gaps have been massive in the literature, and these will be addressed in this research procedure.
[bookmark: _Toc137310586]2.8 Summary
This section has exposed that the provision of equal opportunities for employment has been important in terms of the status of the company and in terms of the diversity that the company has in the market. In terms of the challenges that the HRM has faced, it has been found that the lack of training to them has resulted in lacklustre communication skills, and this has affected their communication with the employees. As a result, the companies have not been able to make any forms of meaningful changes in the market in terms of equality in employment.


[bookmark: _Toc137310587]Chapter 3: Research Methodology
[bookmark: _Toc137310588]3.1 Overview
This chapter of research will encapsulate all forms of research methodological aspects that have been utilised thoroughly for understanding the impacts that HR practices have had on the situation of equal opportunities and equal employment in the private sector, especially in Accenture. This methodological structure has been built through the assistance of the tool for noon. This has provided all forms of approaches that can be taken and thereby has helped in making a viable decision about selecting the most suitable methods in the research. The philosophy and the approach have been the main characteristics of this process, and the chapter has also included the aspects of ethical considerations and the limitations that the researcher has faced throughout the research.
[bookmark: _Toc137310589]3.2 Research Onion
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Figure 8: Research Onion
(Source: Saunders et al., 2019)
The onion tool has been taken in order to increase the overall efficiency of the research and to also create viable channels within opportunities based on the subject of the research (Saunders et al., 2019). The onion contained all forms of methods in concentric circles, which made it highly viable for the researcher to select the methods (Saunders et al., 2019).
[bookmark: _Toc137310590]3.3 Research Paradigm
The onion has been utilised in this research for the selection of the correct form of philosophy, and this has led to the selection of the most appropriate mindset within the research that has accelerated the progress of the research (Bleiker et al., 2019). There are numerous paradigms in the research which could be essential. In this research, the pragmatism philosophy has been selected since it the data could be interpreted in a variety of ways in the qualitative analysis of both qualitative and quantitative information. 
[bookmark: _Toc137310591]3.4 Research Approach
The approach has also been elected from the layers of the onion, and a number of aspects have been investigated before its selection. The pathway of the research is dependent on the research requirements. The second layer of the onion has encapsulated all forms of approaches, and the inductive approach has been designated for this examination (Bairagi and Munot, 2019). The inductive approach has been selected for collecting the data through the pathway of objectives and questions within the research. The deductive approach has not been feasible since hypotheses have not been needed within the investigation. 
[bookmark: _Toc137310592]3.5 Research Choice and Time Horizon
The choice in this research has been formed on the basis of the number and the types of strategies that are needed to be selected for the investigation. There are a number of choices that are present within the onion, and the research has selected the mixed-method choice because a combination of two strategies can provide sufficient information about the impacts of HRM on equal opportunities and employment in Accenture PLC (Newman and Gough, 2020). The mixed-method choice will make it highly convenient and efficient to understand the trends of human resources practices within the company of Accenture PLC (Kumari et al., 2023). A single method will not be utilised since this was not sufficient for this investigation. Another element within the research has been the time horizon which decides the time through which the data is collected within the study. The cross-sectional time horizon can be feasibly utilised for collecting the information from a fixed point in time, which can increase the overall productivity of the procedures.
[bookmark: _Toc137310593]3.6 Research Strategy
The strategy in the study has been chosen with caution as this leads to a viable data collection procedure that is aligned with the requirements of the companies. The strategy has been chosen on the basis of the choice that has been selected (Islam and Aldaihani, 2022). From the plethora of options, a combination of the case study strategy and the survey strategy has been utilised in a viable manner, thereby increasing the quality of the entire interview procedure. The adoption of a mixed strategy in this research has provided exposure to the data that was needed to meet its aims. The HRM of Accenture PLC has been investigated extensively, and the trends of employment and equality have come forth through this strategy of the company.
[bookmark: _Toc137310594]3.7 Sampling Technique
The sampling in this research has played a crucial role that has increased the overall quality of the entire investigation. Sampling is the process through which the primary sources in this investigation have been chosen for the collection of data. The sampling in this research also governs the procedures through which the data is gathered within the research. There are a number of options in terms of sampling that have been considered within the research. In this study for investigating the human resources within Accenture PLC, the convenience sampling technique has been chosen for selecting the sample for the survey and for the interviews (Berndt, 2020). The random sampling process has been used in the research as it ascertains that selection bias does not occur in the research. 
In this study, 120 employees of Accenture PLC were targeted, from which 100 were finally selected for the research process. In addition to this, 50 mid-level employees from Accenture PLC have been targeted, and 30 employees from them have been taken for the final interview procedures (Berndt, 2020). 100 has been a sizeable sample which has provided a vast array of quantitative information. This, coupled with the qualitative sample for the interviews, has provided an abundance of information about the human resources of the company, which has helped in framing the outcome of this research.
[bookmark: _Toc137310595]3.8 Data Collection
The collection of data within the research has been done through two methods which are the interviews and a survey procedure. The survey data collection procedure was chosen in this research since the quantitative data is valued for its precision in providing insights about the HRM practices of Accenture PLC in relation to equality in employment and opportunities. On the other hand, the interviews have provided elaborate viewpoints of mid-level employees within the organisation about the treatment of the HR leaders towards them (Pandey and Pandey, 2021). The employees of Accenture PLC were identified from LinkedIn, and they were recruited through email. Invitations were sent to 120 employees, and 100 responses were eventually collected in the research. 
The survey was conducted through the means of a questionnaire. The questions for the survey were made using the Likert scale to gain measurable responses. They were of a close-ended nature so that quantitative results could be gathered from the research. A total of 20 questions were included in the questionnaire. Furthermore, the interview questionnaire contained 4 questions only so that the required information could be gathered from the research. These questions were open-ended in nature so that the answers could be received in open-text format and the extensive details regarding their personal perspective could be understood. This questionnaire has been developed on the basis of the objectives that have been selected prior to the beginning of the research. In the case of the interviews, in-depth questions were asked through the portal Google Meet. The 30 interviews lasted for about 1 hour, and a plethora of elaborate information was gathered about the HRM scenario within Accenture PLC. 
[bookmark: _Toc137310596]3.9 Reliability Evaluation
One of the aspects of research is the evaluation of the data that is collected within the research. The evaluation of the reliability of the data within the research has been carried out in order to ensure that the data is without any flaws or errors. In the case of the quantitative data, this has been ensured through the test-retest check. It has been carried out by collecting data from the same sources from Accenture on two different occasions (Quintão, Andrade and Almeida, 2020). These sets of data were tallied to find the level of reliability within the study. In the case of the interview data, the parallel forms reliability checks have been performed as this has provided an easy path for the evaluation of the integrity of the data. Through this process, the researcher asks the same set of questions to the sample through two or more procedures (Moon, 2019). This has provided the reliability of the information and has also provided stability to the investigation. The evaluation of both forms of data has also resulted in better integrity in the entire study.
[bookmark: _Toc137310597]3.10 Data Analysis
The analysis of data in this investigation has involved two different forms of evaluation techniques due to the presence of two varying natures of data. In the case of quantitative data, the SPSS tool has been implemented that provides the data in statistical form using tables and graphs. This tool has facilitated the evaluation through the procedures of “correlation analysis” and the “descriptive statistical analysis”. These procedures are some of the most viable techniques for the evaluation of quantitative information (Kleinheksel et al., 2020). A wide variety of perspectives have been examined through these forms of data analysis. In the case of qualitative data, the NEO tool has been selected within the research. 
[bookmark: _Toc137310598]3.11 Research Ethics
The ethical considerations within this research have been important since two different methods have been utilised for collecting data from primary samples relating to Accenture PLC. This research demanded a thorough data analysis, and the researcher was involved in a discussion with the “University Research Ethics Committee” about the steps that can be taken to mitigate potential challenges that may arise in the companies (Brandenburg and McDonough, 2019). One of the main areas where the researcher has concentrated in terms of ethical integrity is the confidentiality of the data that has been gathered from various primary sources of information from Accenture PLC. The confidentiality of the data has been protected by storing the data in a safe passcode-protected device, and this was retained in the ownership of the researcher only. The obscurity of the participants was also protected by avoiding the usage of their real names throughout the research.
[bookmark: _Toc137310599]3.12 Summary
The pragmatism paradigm has been utilised within the study as this has provided support to both the qualitative and the quantitative nature of data. In addition to this, the inductive approach has been selected, which has increased the overall convenience of the entire research procedure. The HRM of the company of Accenture PLC has been evaluated through the means of both quantitative and qualitative data, which has broadened the horizon of the company by a considerable margin. The NEO tool has been utilised for the evaluation of the interview data, and SPSS has been utilised for the analysis of the quantitative information.


[bookmark: _Toc137310600]Chapter 4: Data Analysis and Findings  
[bookmark: _Toc137310601]4.1 Overview 
This particular section of data analysis and findings will illustrate the responses that are obtained from the survey that is held on 100 workers of Accenture for illustrating the importance of HRM in presenting opportunities. Moreover, there will be the utilisation of interviews among the managers to depict the use of the practices by these leaders in an effective manner. The opinions of the respondents helped in analysing the situation in a better manner by contributing to the research by providing their personal opinions on the questions of the study, which met the objectives. The particular chapter was also presenting the summarisation of the key findings from both the literature and the analysis of data section into a single paragraph and forming a comparison between those two to increase the understanding of the investigation. The graph and the table, which are allowing to show the results of the survey, were provided, and all the justifications and statements are following below the table. 
[bookmark: _Toc137310602]4.2 Survey Data Analysis 
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Table 1: Age 
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Figure 9: Age 
The actual purpose of this survey was to analyse the impact of HRM practices on “equal employment opportunities” as well as the performance of the private sector workers, which is the reason the perception of 100 employees of Accenture has been considered. The first question was related to the age of the participants, and the response led to the understanding that 50 partakers were between the age group of 21 to 25 years, and 31 participants were between 18 to 21 years. It has been observed that 9 participants were between the age group of 25 to 34 years, and 4 respondents were between the ages of 35 to 50 years. There are 6 contributors whose ages are above 50 years. The age group of 21 to 25 years are given more priority as they have experience in working and are able to produce the right information. With the level of experience, the respondents were being able to form a comparison between the companies to assess the different policies of employee benefits given are better or not. Moreover, the aged population are mainly avoided for the survey. The main reason behind it as they are working in the particular company for a long period of time and are unable to differentiate the level of benefits and the uniqueness of the HRM policies on employee growth in the company.      
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Table 2: Gender 
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Figure 10: Gender
In this question, the 100 participants of Accenture were enquired about their gender identity; the response has led to the understanding that 66 contributors prefer to identify themselves as male, whereas 8 have identified themselves as female. On the contrary, there were 15 participants who identified themselves as transgender and 11 contributors preferred not to reveal their gender identity. By asking to identify the gender of the respondents, interesting results come out of it. The high number of the transgender population in the participant group and the company suggests that the policy of equality in the workplace, irrespective of gender, has been thoroughly maintained. Moreover, equal opportunities for increasing professional development have been provided by the researcher. Equal chances in the scope of careers and their professional lives have been given by the company. Hence, the title of diverse work culture in the international region has been owned by Accenture. Moreover, the internal management of the company has been understood by the diverse working employees in the company. 
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Table 3: Ethnicity 
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Figure 11: Ethnicity 
All 100 employees of Accenture who have taken part in this survey were enquired about their ethical background, and it has been observed that 71 contributors were from Asian backgrounds. The data have suggested that 12 contributors were of Hispanic ethnicity, and 11 contributors identified themselves as African. On the contrary, out of all the participants, 6 were British. The study on the context of the particular question has provided an understanding of ethnic diversity in the organisation. Employees from Diverse culture have been presented, and equal treatment to all the employees have been given. In the international business zone, where Asians are considered the most discriminated section of the population socially in the workforce, Accenture has prioritised the contribution they made to the company. The lack of discrimination in their hiring process is the main reason behind increasing of the perception of the brand towards the employees and the customers have also been made. The results have shown the diversity and equality policies of the company in a more prominent manner.                                
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Table 4: Working duration
[image: ]
Figure 12: Working duration 
In this survey enquire, all of the partakers were asked about how long they have been working in Accenture; among 100 contributors, 67 have mentioned that they have been working for 2 to 5 years, whereas 16 have stated that they have been working for 5 to 10 years. It has been observed that 11 contributors have worked for more than 5 years, and 6 partakers have been working for less than 2 years. This company have a workforce which is both young and experienced. The selection of participants who have a low experience of 2- 5 years in the present company has been selected. The justification for it is to give them the chance of formation of the comparison between the different companies they work for prior to the present one. The formation of comparison in different employment opportunities in the HRM policies has been increasing the outcome, which has been decided by the investigators. However, the low experience, which is less than 2 years, has been avoided by the researcher as they are not yet aware of the complete policies of the HRM department on providing better development areas to the employees.   
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Table 5: Same Opportunities
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Figure 13: Same Opportunities
All 100 employees of the global IT leader, Accenture, were enquired about their feeling regarding that if they receive equal opportunities at work, there are 67 partakers who have agreed to this statement, and 8 have strongly agreed. 16 contributors preferred to remain in the neutral position, whereas 8 strongly disagreed and 1 disagreed. This indicates that they do not think that in Accenture, they have received equal opportunities. The majority of the respondents are in favour which suggested that the HR in the company have been providing an equal scope of career development in the company. Accenture is known for promoting and encouraging the hiring of a diverse workforce and promoting the well-being of employees. The priority in the need for equality in the opportunities among the employees has also been provided by the company. Hence, the policies have been following the vision and mission statement of the company, which is to balance equality and organisational growth hand in hand. Furthermore, the chances of occurring of any discrimination are much lower; hence only one participant has shown their disagreement with the particular statement.
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Table 6: Equal employment opportunities 
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Figure 14: Equal employment opportunities     
In this survey query, all 100 participants were asked if they believe providing equal employment opportunities is necessary for Accenture; the gathered data have provided insight that 74 respondents have agreed to this statement, along with 2 participants who have strongly agreed. Whereas 10 partakers opted to stay in the neutral position. 11 respondents strongly disagreed, and 3 disagreed, which means they do not think that the proclamation was true. Equality must be the motto statement of the company. By providing equal growth opportunities to the employees, the productivity and the motivation of the staff have been noted to improve; hence, the company have been prioritising understanding the need of the employees and providing equal treatment and equal scope of development without any discrimination irrespective of any variables. A sense of recognition has started to build among the staff with providing of better opportunities. However, some of the participants disagreed with the mentioned statement as they strongly believed the opportunities must be provided by analysing the contribution they make as providing the same scope sometimes act as the non-motivational factor for the employee who worked really hard. 
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Table 7: Gender discrimination 
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Figure 15: Gender discrimination  
In this question, all 100 employees were asked if they have observed any form of discrimination in Accenture regarding organisational opportunities solely due to their gender identity. The response has provided insight that 62 contributors have “agreed”, and 6 participants have strongly agreed with this statement, which means they have faced discrimination. 20 partaker have preferred to remain in the “neutral position” since they do not have a definite answer to this query. On the contrary, 6 participants strongly disagreed, and 3 disagreed with this proclamation since they have not faced any gender discrimination in this IT Company. Despite the notion of not promoting any kind of discretisation in the company, the respondents of the survey have provided different results according to the questions. The majority of the population who have taken participation in the survey have provided that they faced discrimination in the company and that gender discrimination is the major oppressing factor in the company. The believer of pertaining of high gender discrimination has classified gender discrimination have reduced the different engagement of the employees in the company, which have an adverse impact on the process of growth in the company. The minority of the respondents noted that the company had been strictly following the no-discrimination policy, and they did not face any kind of discrimination among the employees and the management during their duration period of work.
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Table 8: Accenture has benefited due to equal opportunities 
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Figure 16: Accenture has benefited due to equal opportunities 
All 100 workers of Accenture who have been considered for this research were asked if they believe their company have benefited by providing equal opportunities for the workforce; the response showed that 66 staff have agreed to this statement. 7 respondents strongly agreed, and 15 contributors preferred to stay in the neutral zone. The survey data have shown that 9 participants strongly agreed with this proclamation, along with 3 respondent who disagreed, since they do not think that their company have received any benefits for equal scope in the workplace. Employee motivation is the major factor which has been increasing the growth of the organisation along with the improvement of the performance of the employees. Sand providing a sense of equality and sense of recognition to the employees has a positive impact on the employees. An increase in employee satisfaction with the company has been observed. The function of the company has become balanced, and the stability in the internal environment has also been maintained. The majority of the population has noted the significant benefits and improved employee performance. However, the disagreed section of the respondents personally did not feel any positive changes, and they believe, with or without providing employee benefits, the staff do not improve their performance.
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Table 9: Discrimination due to Ethnicity 
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Figure 17: Discrimination due to ethnicity  
 In this survey question, all the participants were asked if they have faced any form of discrimination in Accenture in the context of career progression due to their ethnicity. The response to the survey has provided the insight that out of 100, 67 respondents have agreed to this and 10 have strongly agreed, which means they have faced discrimination. Furthermore, the data have indicated that 13 participants have remained in the neutral position, whereas 6 respondents strongly disagreed whereas 4 disagreed, which means they have not faced any ethnicity-related discrimination in this IT Company. By conducting the survey, different information on the basis of the discrimination faced by the employees in the company has been assessed. High discrimination on the basis of ethnicity has been found by the researcher according to the responses of the participants. The major section has chosen to believe that they faced different discrimination from their colleagues while working together, and the management did not take any strict action against it; hence, the discrimination has continued for a long period of time. In addition, the satisfaction of the employees has also started to reduce with facing discrimination while working in Accenture from both the management and the other employees.
[image: ]
Table 10: Benefit of equal opportunities 
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Figure 18: Benefit of equal opportunities
In this query, all the contributors were asked about the main benefits they have attained in Accenture because of equal opportunities. The response showed that 64 participants have the belief that it has simplified the process of recruitment; on the other hand, 21 contributor thinks that it is related to career development. It should be highlighted that for 3 contributors out of the 100, it is related to increased reputation. It needed to be highlighted that 12 have the perception that all the aforementioned benefits are the main benefits of equal opportunity.   The participants have noted by reducing any discrimination and providing an equal employee development scope, the recruitment procedure has become more simple as no elimination of the employees in respect of gender and ethnicity was present, and only the most capable employees who are right for the position have been chosen. The particular benefits have a positive impact on the company as the performance of the employees has also started to increase. In addition, the brand image of the company has also been noted to increase with the incorporation of the policy of equal opportunities and provide of the scope of equal career development in the company.                                                              
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Figure 19: Equal opportunities for Accenture in maintaining a diverse base of the employees
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Table 11: Equal opportunities for Accenture in maintaining a diverse base of the employees
The answers from the survey depicted that the equal opportunities that are given to their workers ensure that there is better administration of their diverse workforce, which is needed for addressing that their employees are accepted by these firms, as well as are capable of gaining job satisfaction, which is from proper distribution of opportunities for these employees, in which highest number of responders agreed to the statement that is provided to them. The study has also provided that the company have been prioritising the incorporation of equal employment opportunities for an individual of the same post and task. The motivation of the employees in response to that has started to develop in a significant manner. In addition, the stable management in the internal management of the company has also become much easier in nature. The respondents have also stated that managing the employees has become much easier in comparison to the prior period of time. The improvement in the function and performance of the employees have also been monitored by the researcher by the survey details. 
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Figure 20: Issues faced by Accenture for managing opportunities for their diverse workforce
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Table 12: Issues faced by Accenture for managing opportunities for their diverse workforce
There was a survey conducted among the 100 workers of Accenture that there are challenges in maintaining equal opportunities for their employees, in which there is an inefficient use of their organisational methods. Moreover, it is seen that there is the presence of ineffective communication among their workforce, which is accounted to be the major hindrance in accordance with the statement given by these personalities. “The mean” is 2.43, and “the standard deviation” is 0.977. Better communication is the goal of the organisation, and with the help of communication, more organisational growth has been ensured. However, the lack of communication between the staff with the management has been obstructing the spreading of awareness of equal opportunities among the employees. In addition, the lack of engagement of the employees with the management team has also started to increase with the lack of right and sufficient communication. In addition, the proper method of delivering different policies among the employees is also a challenging factor. However, the main challenge is the factor of lack of communication has been given.
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Figure 21: Challenges of Accenture
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Table 13: Challenges of Accenture
The represented figure illustrates that there is an enhancement seen in profit attainment practices by Accenture through properly providing better opportunities for their work. However, according to the responses lack of communication among these workers, which is a vital element that is necessary for addressing better implications of their organisational practices, further allowing them to attain improper use of their business tactics. “The mean” is 2.26, and “the standard deviation” is 0.676.    
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Figure 22: Prominence and skills of leaders in catering equal opportunities
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Table 14: Prominence and Skills of Leaders in catering equal opportunities
The presented figure depicts the responses to the survey, which stated that most of the responders agreed with the statement that was presented to them, which ensured that there had been a better use of their firm processes, which is required in deeming an enhancement in their firm processes. Moreover, better-skilled workers are considered to operate with better efficacy which is for administrating their employees in using their firm processes. The study on the empirical data has shown that the Leaders in the IT sector have the main role in increasing and promoting quality in the organisation by implementing several strategies in the organisation for promoting equal employment opportunities in the company. In addition, the satisfaction of the employees also started to balance with the higher competency of the leaders in the organisation. The rate of success and the performance of the employees have started to grow in a drastic manner with the incorporation of high competency among the leaders. Better communication between the employees and the management has also been maintained is the belief that the researcher found from the survey results.
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Figure 23: Ways in which an effective HRM provides equal opportunities
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Table 15: Ways in which an effective HRM provides equal opportunities
There are several ways, in accordance with the responses that are gained from the survey, in which there is an effective formulation of their organisational practices. Moreover, 67 responses were gained by these companies, which depicted that there is an effective use of their firm processes that is liable for effectively formulating their communication practices inside their organisational processes and knowing the areas in which there is a need for changes and accordingly, the new practices are implicated. “The mean” is 2.44, and “the standard deviation” is 0.686. 
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Figure 24: Essential utilisation of new technologies by Accenture
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Table 16: Essential utilisation of new technologies by Accenture
The depicted figure illustrates that there is an increase seen in their profit attainment practices, through which there is a proper formulation of their firm processes, which is needed in gaining better attainment of their firm processes which is required in gaining better utilisation of their organisational practices, in which most of the participants agreed with the statement that was presented to them in the form of query. “The mean” is 2.39, and “the standard deviation” is 0.931. 
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Figure 25: Prominence of communication among the leaders and the workers for more opportunities
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Table 17: Prominence of communication among the leaders and the workers for more opportunities
The replies that are attained from the portion of the workers that were attained from the portion of the survey that was held among the 100 workers of Accenture depicts that there was a higher number of responses attested which stated that their employees agreed with the statement that was catered to them in the form of survey. Moreover, it forms an efficient use of their firm operations, which administrates their employees in an effective manner through which their processes are mitigated in an efficient manner. “The mean” is 2.47, and “the standard deviation” is 0.984.  
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Figure 26: Major strategies that are used by Accenture for providing equal opportunities
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Table 18: Major strategies that are used by Accenture for providing equal opportunities
Implementation of processes in formulating communication within the workforce of this company presents their organisational leader with the capability of using their firm processes, which is necessary for generating a hike in the efficacy level of their administration that is done for their employees present in this firm and to depict complement of their organisational methods in an effective manner. “The mean is” 2.37, and “the standard deviation” is 0.734.
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Figure 27: Effect of Culture on organisational processes of Accenture
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Table 19: Effect of Culture on organisational processes of Accenture
    The depiction of the figure illustrates that there is a hike seen in the efficacy level of their firm processes, which is needed in properly administrating their firm practices in which there is a proper use of their organisational processes and is necessary for depicting an efficacy in their admiration of jobs and opportunities in accordance with their skills. “The mean” is 2..38, and “the standard deviation” is 0.896. 
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Figure 28: Influence on the growth of the company through effective employment possibilities
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Table 20: Influence on the growth of the company through effective employment possibilities
 The represented figure that is shown in the presented graph depicts that there are more workers that agree with the statement of the query. Moreover, there was a presence of workers that did not agree with the question from the survey. “The mean” is 2.39, and “the standard deviation” is 0.973.   
[bookmark: _Toc137310603]4.3.1 Correlation Analysis 
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The above-illustrated chart provides a statistical relationship between the dependent and independent variables, where 1 represents the dependent variable and the values that are changed with respect to the dependent variables are called independent variables. In the dissertation, the variable that is manipulated by the investigator or varies in an experimental study to explore its effects it’s called the Independent variable. Therefore, evaluating dependent and independent variables in the form of survey questions allowed the investigator to be able to statistically bring forth some effective insights regarding this particular topic. It has been seen that employee that working at Accenture are getting equal opportunity is observed to be a dependent variable on the other hand “Marinating the a better workplace culture where employees are getting same employment opportunity”, “ Any sort of discrimination in the organsiation based on the gender” , “Accenture has benefited from maintaining to provide equal opportunities for all workers”, “ Have your organsiation experiencing discrimination in the organsiation based on  the ethnicity” “ what ae the main benefits have been received by Accenture because of providing equal opportunity” , Do you agree that providing equal opportunities has allowed Accenture to maintain a diverse employee base”, have the HRM across any issues in make sure that all employee were getting equal scope of growth and opportunity” “what are the major issues encountered by HRM at Accenture in terms of managing to provide equal opportunity” is found to a independent variables where value are 0.434, 0.292 , 0.451, 0.638, 0.472, 0.507, 0.518, 0.556, 0.412, 0.452, 0.674, 0.530, 0.385, 0.347, 0.403. Therefore, the positive correlation value signifies that any positive change in dependent variables that is mentioned earlier in this section has had a positive impact on the independent variable, which establishes a positive correlation between independent and dependent variables. 
[bookmark: _Toc137310604]4.3.2 Descriptive Statistical Analysis 
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The “descriptive statistical analysis provides viable information regarding the mean and standard deviation of statistical evidence that has been attained by the investigator to carry out a survey among employees of Accenture. The mean and SD values are represented in the form of survey questions Marinating a better workplace culture where employees are getting same employment opportunity”, “ Any sort of discrimination in the organisation based on gender”, “Accenture has benefited from maintaining to provide equal opportunities for all workers”, “ Have your organisation experiencing discrimination in the organisation based on the ethnicity” “ what are the main benefits have been received by Accenture because of providing equal opportunity”, Do you agree that providing equal opportunities has allowed Accenture to maintain a diverse employee base”, have the HRM across any issues in making sure that all employee was getting an equal scope of growth and opportunity” “what are the major issues encountered by HRM at Accenture in terms of managing to provide an equal opportunity”. The mean value are 2.04, 2.29, 2.29, 2.32,2.34,2.47, 2.47,2.41, 2.29,2.42, 2.38, 2.26, 2.48, 2.44, 2.39, 2.47,2.37,2.38, 2.39 on the other hand SD are 1.053,0.693, .0.576,0.750,.945,1.010, .989,.996, .924,.741, .908,.977,0.676, .926,.686, .931,.948,.724, .896. Therefore, the value of the mean is greater than the SD, which means that the value clustered around SD and hence values are highly reliable. 
[bookmark: _Toc137310605]4.3 Thematic Data Analysis 
Theme 1: Opportunity 
The reply that is given by the manager of Accenture for the query that was for them in the section of interview depicts that there is an essential role seen for the consumers that are part of these firms, through which there is the proper administration of their workforce, which is necessary for them in properly implying their business practices which are needed in obtaining an enhanced interaction from their patrons, which in returns caters them with an increase in the efficacy of their business operations allowing an increase in their efficacy in their profitability. Moreover, the HRM of this firm has the liability of catering to their patrons with their demanded products in their firm practices, which allows them to obtain an advantage in the competition that is carried out in the market of IT firms, instructing them in the attainment of a hiked rate of clients that are willing to formulate their purchase from these corporations. 
“The presence of HRM gives us opportunities for properly administrating their workforce, through which our company tactics are formulated in an effective manner”. –Manager 2
The statement gained from a statement that is presented by the participant of the interview depicts that there is an increased motivation and morale of their employees in which there is an attraction of better interaction from the consumers of Accenture, as these workers are considered to be efficient in attaining proper use of their organisational operations, which includes an effective implication of their organisational methods, which instructs them in properly formulating their firm practices, further allowing them to gain an enhancement in their revenue attainment process. Moreover, there is an increase in their organisational processes, which ensures the acquisition of a better level of profit by these corporations. Furthermore, the HRM of these firms caters for these personalities with their demanded products, which is required in depicting an effective utilisation of their tactics and to find out an efficacy in their organisational operations, allowing this firm to increase their brand image through which there is climb noticed in their profit generation. 
“The fringe benefits that are presented to our workforce by our HRM is crucial for presenting our consumers with the aspect of job satisfaction, through which there is an increase in morale and motivation of our workforce”. –Manager no 1   
Theme 2: Benefits and challenges
In this interview question, the manager was asked about the benefits related to the maintenance of equal opportunities in the global IT company Accenture, and they have the perception that it has the capability of promoting diversity. This also has the capability of boosting the morale of employees from different backgrounds and gender, which over a longer period of time, leads to higher innovation and organisational productivity. 
“…I think that establishing an equal organisational culture has helped our company to improve workforce diversity which has a direct connection with workplace morale and productivity.” - Manager 3.
 It has been observed that enabling equal opportunities in the workforce has the capability of improving the market reputation, which in a longer period of time, attracts the attention of skilled employees from the diverse pool of talent. As a re result, the company develops a competitive edge over the close competition, which leads to higher sales and profitability. The maintenance of equal opportunity in Accenture has improved the level of employee engagement, due to which all the workers of this company have the willingness to perform their best level of benefit to the company.          
“… fostering equality in the workplace has improved the reputation of our company in the world, which is the reason we do not face much problem in recruiting skilled employees in different nations, improving organisational innovation”- Manager 14. 
In the present business landscape, IT companies have been facing multiple issues in maintaining equality in the workplace, and the absence of female leaders in Accenture is one of them. Another issue is related to unconscious biases among the male HR manager of this IT company, which lessens the number of female employees in leadership positions. 
“….even though my company have implemented multiple training and development programs for our recruiters, still there are a limited number of female employees in the managerial positions. I think unconscious bias is the main reason behind this.”- Manager 28. 
Theme 3: Strategies 
The employees of Accenture who are taking part in the interview revealed that their organisation have been adopting different strategies so as to ensure that employees who are working in the different working domain of this organisation are getting an equal scope of growth and opportunity which signifies the robustness of HRM practices of Accenture. In changing demographics of the staff are triggering a fresh look at maximising employee performance along with transforming “Human Resource” services, while the advent of emerging technology is creating new opportunities for the HR function of this particular organisation. This way, the managers of Accenture are able to build a workplace culture where employees are able to understand their organisational task in a more effective manner and safeguarding this aspect allowed for the development of an organisational method that allowed HR professionals of this organisation to be able to retain their talented workforce for long duration. 
“… Our organisational HRM strategies and practices allowed for the improvement of organisational strategy towards retaining viable candidates with which in terms of talent acquisition and retention our company have gain a stronghold…” employee 3_ Accenture
The employees of Accenture further suggested that their organisation have been taking affirmative action to hire, recruit and train and advance in employment females, minorities, and disabilities protected under state as well as local law. In addition to this, Accenture also pledges to make responsible accommodations for the mental and physical limitations of employees and applicants who are especially disabled and unable to work compared to those who do not have any kind of physical condition. Therefore, maintaining diversity and inclusivity while recruiting candidates from different parts of the globe allowed Accenture to build a culture where applicants, without facing hesitancy, are able to provide their thoughts and ideas while the interviewer is taking their interviews. This sort of imitative that has been undertaken by Accenture allowed them to hire talented workforces who have a decent knowledge regarding the use of modern tools and technologies, which aided this organisation to be able to develop projects for their client segment that come with decent quality. 
“… Provide equal scope of growth and opportunity helps our organisation to increase organisational productivity and performance at a certain extent”, which leads to the anticipated business outcome….” Employee 5- Accenture
[bookmark: _Toc137310606]4.4 Analysis of Interpretation
4.4.1 Importance of HRM for maintaining equal opportunities in the workplace in Accenture
The existing literature sources have provided insight that one of the key benefits of employee diversity is related to the promotion of diversity in the workforce, which leads to better outcomes. It improves innovation, allowing IT companies to cope with the modification in the business landscape (Koburtay, Syed and Haloub 2020). It also has the capability of improving the reputation of the company in the IT sector, which not only attracts new businesses but also grabs the attention of skilled employees (Bhandari and McGrattan 2021). Furthermore, IT companies also look towards diversity within the organisation as this can also elevate the overall balance of the organisation. Moreover, the IT industries can take up new challenges in the market through the means of greater and better diversity which leads to the reputation of the companies often being formed through the means of equality that has been formed among all the employees within the organisations. The modern business landscape has demanded that companies come up with new plans for increasing inclusivity and equality among all employees within the workplace. Allowing equal opportunities within the companies can help in boosting progress towards such goals in an IT company. (Koburtay, Syed and Haloub, 2020). The survey data analysis has provided the information the majority of the participants have stated that providing equal opportunities for all employees has the capability of improving the reputation of the company and simplifying the process of recruitment. The interview data have also provided the insight that the managers of Accenture think that focusing on workplace equality has the capability of improving the reputation of the company, which brings new customers and skilled employees. The assorted data have shown that it has the capability of improving the productivity of the workforce, which improves organisational efficiency.                                                          
4.4.2 Challenges of HRM in Accenture concerning carte equal opportunity for employees 
The information that is presented in the literature review segment contains some scholarly evidence which depicts that within an organisation, lack of communication between employees HRM and leaders can create confusion among them, as a result of which, in many cases, they are unable to develop a workplace culture where everyone’s needs and expectations are equally addressed (Kinnie and Swart 2020). Moreover, HR departments in companies can be misaligned with respect to the goals of the company, which can also result in the failure to provide equal opportunities to everyone. This is because equal opportunities in the market need to rise from the awareness of the HRM about the direction that the company has headed towards. The lack of general awareness of the leaders about equality has been a major reason behind the inability that HRM has faced to introduce equal employment opportunities (Keegan and Den Hartog 2019). Almost similar results have been found from the “survey data analysis” chapter that highlights that lack of communication of the HRM limits their scope of identifying employees who are performing well, and hence it negatively impacts the potential of the company to provide better employment opportunities to them. 
4.4.3 Strategies employed by HRM of Accenture for the development of equal opportunities for staff 
The evidence that has been attained from the preexisting literature sources, it could be rationally brought to a conclusion that within the IT sector, the leaders always ensure that employees are getting an equal scope of growth and opportunity so they are willing to perform at their best level which allowed these companies to retain their workforce in the best term. This could be achieved by such businesses through the means of maintaining constant communication between the leaders and the HRM department (Infante and Darmawan, 2022). In addition, HRM has implemented the betterment of the provision of equal employment opportunities to study the competitors who have found success in the market through the provision of equal employment opportunities. Another potent strategy that has worked for numerous companies is to listen to the employees and the complaints that they have towards the company (Nhlapo 2020). The survey data analysis revealed that improving communication has allowed the HRM of Accenture to be able to evaluate frequent needs and expectations of employees in an effective manner, besides allowing this organisation to make their organisation more productive who are always willing to provide their best to carry out their regular work. Moreover, a thematic portion of the research suggested that Accenture provide employment opportunities to those who are physically vulnerable that, make their workplace culture more inclusive. 
[bookmark: _Toc137310607]4.5 Summary
This segment of the research has already provided the perception of the 100 employees of Accenture, and taking the survey among them makes this research inclusive in nature. On the other hand, the interview was also conducted among 30 employees of Accenture, which enabled the investigator to be able to effectively differentiate this segment with respect to the prevailing “Literature review” chapter. The study has provided that the leaders in the IT sector have a role in increasing the process of improvising several strategies to promote employee satisfaction in the business. Providing equal employee benefits of the staffs have been increasing the satisfaction of the employees, and the performance of the staff has also been noted to increase in a drastic manner. In addition, challenges on lack of communication have been the oppressing factors in promoting the aspect of equal opportunities in the areas of the organisation.


[bookmark: _Toc137310608]Chapter 5: Conclusion 
[bookmark: _Toc137310609]5.1 Conclusion 
The introductory chapter of the research assimilates some of the effective segments of the dissertation, namely the background, problem statement and rationale of the research, which all together enabled the development of knowledge which is based on the influence of HRM practices on equal employment scope and opportunities of employees who are working within private sector companies. Through assessing this chapter of the research, it could therefore be brought to a conclusion that in the contemporary year, economic instability has triggered companies that are belonged to the private sector companies are inclined towards hiring employees who use their knowledge, experience and capabilities to ensure the aspect of competitive advantage in this particular sector. With the development of sustainable working conditions for the employee segment, the leaders of the private sector enhance the scope for themselves towards attracting new staff and retaining existing ones in an effective manner. One of the leading private sector Accenture focuses on diversity and inclusivity and implements a specialised training program for their employee segment, which ultimately leads to an increase in employee performance and productivity to a large extent. The introduction segment of the research further concludes that Accenture also offers flexible operation arrangements, resources for mental health and network support which make this company one of the leading market players in the domain of providing employment to the workforce. In recent years, Accenture also promoting gender equality objective in their organisation and provided equal scope to all its employees, and for this reason, this company have been able to achieve gender parity by the year 2025. Additionally,  this company has been providing equal employment opportunities to disabled employees, which results in the enhancement of organisational image and recognition at the same time. 
Based on the prevailing literature sources, it could be critically concluded that many private sector companies, namely IT firms, nowadays heavily give priority to the aspect of early carrier development opportunities, which increase the equality of opportunities within the workplace, which ultimately increase motivation among the employee. Effective carrier development programs have allowed employees of many private sector companies to be able to increase the overall urgency of them excelling in their careers, which is recognised to be one of the competent HRM practices of private companies in the global. Moreover, gauging the performance of staff have allowed managers of these companies to be able to effectively allocate training program and carrier development opportunity that can facilitate the individual to sharpen up their skills in different field of work, which relates to augmentation of overall productivity of the HRM department of such business regarding the aspect of delivering the better scope of early carrier growth opportunity to the employees. However, HR departments of private sector companies are oftentimes unable to align the business objective and employee expectations which are proven to be the main reason behind the failure of the company to provide an equal scope of early carrier growth and opportunity to the individual. Nevertheless,  the “literature review” section of the research also provides viable information regarding the strategies that have been adopted by HRM of private sector companies for the development of equal opportunity for employees. It has been seen that maintaining effective communication between HRM and the leadership has allowed for the development of factors by which companies that are associated with the IT sector have been able to assess the needs and expectations of their employee base in an effective manner and hence provide training to those staffs who are unable to perform at their level best. 
According to the methodology segment of the research, it could be brought to a conclusion that the philosophy that is best for quantitative and qualitative research is pragmatism, along with an inductive approach has been used. Moreover, the primary form of data collection technique has been used in this research with the help of surveys and interviews. 
The data analysis segment of the research leads to the development of proper comprehension of the knowledge that each research question and objective holds. With the development of knowledge based on the subject, it could conclude that for improving company reputation and image, well-known service-based IT companies in modern times deeply prioritise the aspect of equal employment. In this way, Accenture, in recent years, has been able to retain its organisational staff in an effective manner which facilitated HR managers of this company to streamline the aspect of the recruitment process as per their future business needs and requirements. The findings part of the dissertation further concludes that Accenture also focuses on workplace quality that has the potential to augment the reputation of the company, which assists them in encouraging their employees to work to their full potential. It has been seen that the capability of the company towards product development has been increased when the HRM department anticipates individual needs and expectations in an appropriate manner, and this way, they are able to attain a competitive advantage over their closest competitor. The findings section leads to the development of knowledge regarding the challenges that have been encountered by the HRM department of Accenture, which revealed that lack of communication is considered to be one of the major factors that restart managers to identify employees who performed at their level best. As a result of that, it oftentimes impacts the overall capability of the to provide better employment scope to the employees. In order to eliminate this sort of ambiguity, Accenture has been implementing effective communication channels by which the HR managers have been able to pay attention towards individual needs and where they are lacking eventually acknowledged. By implementing programs related to diversity and cultural inclusivity, Accenture nowadays enhances its scope for itself to bridge the significant gap of gender diversity where female employees are getting an equal scope of employment opportunities with respect to male co-workers. In terms of retaining the workforce, Accenture also attains a greater position in the global market. 
[bookmark: _Toc137310610]5.2 Linking with Objectives
5.2.1 Impact and importance of HRM equal employment and service performance for private sector companies like Accenture 
Based on the prevailing literature sources, it could be brought to the conclusion that ensuring diversity and inclusivity is recognised to be a viable asset for private sector companies that are generally providing IT solutions to their client base. It has been seen that ensuring workplace diversity is recognised as a key to reducing ambiguity within the workplace, and hence employees who are belonged to different cultural backgrounds have been able to share their innovative thoughts and ideas without facing any issues. Therefore,  IT companies, through diversity, have been able to maintain a healthy work culture where individual needs and requirements are rightly addressed by the HRM (Koburtay, Syed and Haloub 2020). The findings chapter of the dissertation revealed that prior to the recruiting employee from different parts of the globe, one of the well know private sector companies had provided an equal scope of growth opportunities to their existing employees, as a result of which new employees are facing lesser issues while they share their thoughts and ideas to their co-workers. Moreover, workplace quality has allowed Accenture to bridge the skill gaps in their workforces, which over time improves organisational efficiency. Hence, the objective has been fulfilled. 
5.2.2 Challenges faced by HRM regarding the employment opportunities and service for employees of Accenture 
The critical nature of the scholarly information has allowed the investigator of the research to highlight some of the prominent issues that have been faced by the HRM of private sector organisations, namely IT companies. Therefore, the vastness and criticality of the existing literature section instigate research investigator to bring forth some effective ideas which revealed that the unable to provide equal skilled enhancement training to the staff leads to the degradation of overall performance and productivity of the staffs which signifies the incompetency of HRM department in terms of creating an equal opportunity to their workforce regarding providing training to them (Mira, Choong and Thim 2019). The vivid information that has been found in the section of findings illustrates that lack of communication has caused significant issues to the HRM of private sector companies as, in many cases, the managers who are working in such departments are unable to identify those who are lacking in terms of performance. These types of factors have led to a significant impact on organisational performance in terms of measuring employee productivity and performance in a suitable manner. Therefore, the objective has been established. 
5.2.3 Strategies applied by HRM for providing equal opportunity and improving the performance of private sector workers 
The scholarly information that already exists within “Literature review” revealed that one of the effects by which HRM managers have been able to find out those who are providing their best towards their regular organisational work through the means of clear constant communication between leaders and staff of the company. Moreover, communication between leadership and the HRM department also turns out to be beneficial for the private sector companies to increase the clarity of the goals of the company in the long run (Infante and Darmawan 2022). The findings segment of the research duly highlighted that, with the help of maintaining effective communication, the HRM managers of Accenture have been able to identify the foremost needs and expectations of the employees in the best terms. Thereby, the objective has been accomplished.  
[bookmark: _Toc137310611]5.3 Limitation
The in-depth knowledge that is comprised in this research paper has so far helped the research investigator to specify the sector, which in this case private sector, namely Accentuate, that has a competent HRM practice by which they are able to provide equal employment opportunity to the employees which are considered to be one of the most important measures towards encouraging diversity and workplace inclusivity at the same time. However, like other research papers, this subject also has its own limitation as HRM practices not just aid public sector companies towards providing equal scope of growth and employment opportunity to the workforce but also help other sectors towards addressing this same aspect. Therefore, in order to understand and gain viable insights from this research topic, the investigator of the research can take an example of other sectors, such as Retail, construction etc., By addressing these gaps in future. The research investigator can be able to assimilate relevant industry knowledge and the company's HRM practices which could lead to the improvement of the outcome of the entire research. 
[bookmark: _Toc137310612]5.4 Recommendations 
Over the last couple of years, the higher number of staffs attraction rate is considered to be of the major issues of many businesses, and for this reason, the degradation of organisational productivity and performance has become a very common issue to such companies. Therefore, recommendations to the companies that are belonged to the private sector will be attained through this exhaustive research segment. 
5.4.1 Providing Security to the Staff
As a higher staff turnover rate lead to the massive degradation of organisational productivity and performance to a large extent, therefore, the best practice of the HRM department is employee security. In the private sector, there is both an informal contract and a formal contract between the employer and employees Zalisham and Jali (2021). Moreover, providing job security in spite of the type of contract helps multiple private companies to be able to build trust and loyalty among the employee segment and ensures this aspect is recognised to be crucial in terms of gaining better results towards retaining viable candidates (Permarupan et al.2020). Besides this,  employment security allowed staff to go home after their organisational work as well as provide for themselves and their families. This particular concept of security can be vital and underpins almost everything that HR does for their organisation. 
5.4.2 Hiring the right people 
With the development of emerging tools and technologies, companies in modern times can be able to hire the right candidates for their business by which the HR managers can be able to increase skills among their employee segment according to their business requirements. It can be observed that a person who is able to add value to the organisation can be able to sort out different business problems with ease, and hence their chance of getting a leadership position also enhanced over time. Therefore, the HRM department of many private sector companies, prior to hiring new staff, can evaluate the efficiency of their organisational ability towards finding out relevant candidates (Chetty et al.2020). This particular strategy is found to be effective in terms of providing equal scope of employment and growth opportunities to the existing staff who are providing their utmost best towards making their organisational project successful. Moreover, the adoption of effective performance management tactics can be an effective solution for public sector companies towards addressing the foremost needs and expectations of employees regarding key areas of improvement. This particular strategy can be effective in an aspect of eliminating the skills gap between new employees and old ones by which productivity and performance over time can be elevated (Istanti, Negoro and GS 2021).  
5.4.3 Fair as well as performance-based compensation 
Maintaining diversity and workplace inclusivity can allow for the development of better performance management tactics that HRM of the private sector can rely upon. It can be observed that increased competition between private companies has forced the HRM of such companies to hire a large number of employees as per their business needs and long-term expectations (Tien et al. 2021). However, oftentimes due to the increased client pressure and strict deadlines, HR professionals are unable to acknowledge the financial needs of their workers, which is observed as a main cause of the increased employee turnover rate. However,  implementing performance-based compensation can be the best alternative for the private sector that can help HRM of them to identify the foremost financial needs and requirements of the employees, which over time increases the wiliness of staff to provide their best possible level of performance towards their regular work (Strine, and Smith 2020). 
5.4.4 training in relevant skills 
This is considered to be one of the effective measures that allowed many companies to develop products and services for the customer segment that are effective in terms of meeting their demand and requisite in a simplistic manner. After hiring the best people, HR professionals are required to ensure that they remain the prime candidate in the field (Tien et al.2021). Therefore, providing training to the staff according to their domain of expertise is considered an effective way to build a workforce where individuals are able to learn about new technologies as per their organisational requirements. For instance, employees who have a strong knowledge of JAVA can be able to learn new programming languages more firster in comparison to those who do not have relevant skill sets. The role of the HRM is to bridge the gap between the employee's field of work and new technology so all of them are productively conducting their organisational task. 
[bookmark: _Toc137310613]5.5 Future Research Scope 
For accessing this research which is based on the aspect which leads to the development of knowledge regarding the influence of HRM practices on equal employment opportunity along with service performance, the investigator is inclined towards implementing the “Primary Data Collection” technique in the form of survey and interview together. However, similar research in future could be understood with the help of the “secondary data collection” technique as this particular type of data collection technique has the ability to make any research diverse and inclusive at the same time. Moreover, scrutinising credible sources of companies which in this case of Accenture, will help the investigator of the research to focus more on the current employment practices of this company and its future implication in the best terms. 
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[bookmark: _Toc137310615]Appendix A 
Survey questions 
1. What is your age?
a. 18-21
b. 21-25
c. 25-15
d. 35-50
e Above 50
2. What is your gender?
a. Female
b. Male
c. Transgender 
d. Prefer not to say
3. What is your ethnic background?
a. British
b. Asian
s African 
d. Hispanic
4. For how long have you been working at Accenture?
a.  0-2 years
b. 2-5 years
c. 5-10 years 
d. more than 5 years
5. Do you feel that all the employees that work at Accenture are provided the same opportunities?
a. strongly agree
b. agree
c. neutral
d. disagree
e. strongly disagree
6. Do you agree that maintaining that all employees are provided with equal employment opportunities is necessary for firms?
a. strongly agree
b. agree
c. neutral
d. disagree
e. strongly disagree
7. Have you ever experienced discrimination in the organisational based on your gender that has reduced your organisational opportunities?
a. strongly agree
b. agree
c. neutral
d. disagree
e. strongly disagree
8. Do you think that Accenture has benefitted from maintaining to provide equal opportunities for all employees? 
a. strongly agree
b. agree
c. neutral
d. disagree
e. strongly disagree
9. Have you ever experienced discrimination in the organisational based on your ethnicity that has reduced your opportunities for career progression?
a. strongly agree
b. agree
c. neutral
d. disagree
e. strongly disagree
10. What are the main benefits that have been received by Accenture because of providing equal opportunities?
a.  increased reputation
b. increased ease of recruitment
c.  career development 
d. all of the above
11. Do you agree that providing equal opportunities has helped Accenture to maintain a diverse employee base? 
a. strongly agree
b. agree
c. neutral
d. disagree
e. strongly disagree
12. Have the HRM come across any issues in ensuring that all the employees were equal opportunities/?
a. strongly agree
b. agree
c. neutral
d. disagree
e. strongly disagree
13. What are the main challenges that were faced by HRM at Accenture in terms of managing to provide equal opportunities?
a. lack of training
b. lack of communication skills of the HRM 
c. lack of awareness in leaders regarding equality  
d. all of the above
14. Do you agree that the skills and experience of leaders play an important role in providing equal opportunities?
a. strongly agree
b. agree
c. neutral
d. disagree
e. strongly disagree
15. How does the leadership at Accenture affect the attempts to provide equal opportunities to all staff?
a. ensure the employees are provided rewards and bonuses solely based on merit
b. maintaining communication with employees 
c. identifying the areas that need to be strengthened 
d. all of the above
16. Do you think that the adoption of new technologies affects the capability of the organisation to provide equal opportunities to all the employees?
a. strongly agree
b. agree
c. neutral
d. disagree
e. strongly disagree
17. Do you consider that communication between the leaders and the employees affects the ability to provide equal employment opportunities?
a. strongly agree
b. agree
c. neutral
d. disagree
e. strongly disagree
18. What are the key strategies that have been used by Accenture so that they are enabled to provide equal opportunities to all staff?
a. focusing on understanding the needs of employees
b. improving communication skills 
c. Taking feedback from employees
d. all of the above
19. Do you agree that the organisational culture affects the ability to provide equal employment opportunities?
a. strongly agree
b. agree
c. neutral
d. disagree
e. strongly disagree
20. Do you agree that equal employment opportunities affect the growth of companies? 
a. strongly agree
b. agree
c. neutral
d. disagree
e. strongly disagree


[bookmark: _Toc137310616]Appendix B
Interview Questions 
1. Do you consider that providing equal employment opportunities to all employees is necessary for organisations?
2. What are the benefits that were attained by Accenture by emphasising giving employment opportunities?
3. What are the main hindrances that caused issues for Accenture in terms of giving employment opportunities?
4. What are the most effective strategies that were used by Accenture that ensure that all the employees were given equal employment opportunities?
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