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1. Introduction
The purpose of this dissertation is to evaluate the application of diversity and inclusion practises in the organisations of South Wales. Previous studies have been undertaken to understand why diversity and inclusion (D&I) are so important and to see if organisations are adapting to D&I approaches accordingly. It is a vital need that organisations have a diverse and inclusivity working environment because it makes their employees more at ease and attracts customers and potential candidates to work for their organisation to, hence having a diverse workforce is beneficial and creates a competitive advantage (CIPD, 2019).  

1.1. Diversity and Inclusion
There are various definitions of diversity and inclusion. According to the CIPD (2018) diversity and Inclusion is set in place to ensure that everyone is treated with dignity, and equally. This shows how everyone should be treated equally and have the same opportunities to progress and develop, to make sure that everyone has a chance to be recognised at work (CIPD, 2018). 
Diversity is known for the presence of differences within numerous personality traits such as age, race, gender, religion, ethnicity, sexuality, disability, nationality, education, marital status, and many more. It is the way people are seen to be different but must be accepted for who they are. Organisational diversity is vital for employees within an organisation as it demonstrates itself in building a strong reputation for the organisation, creating increasing opportunities and success for employees (Tan, 2019). 
Inclusion is where there is an ongoing effort to make sure that people who are diverse can participate in every aspect of the working environment in an organisation. This includes decision making processes and leadership positions, showing them that they are valued and respected in an organisation (Tan, 2019). 
The Equality Act 2010 has now been put in place so that everyone, especially organisations must follow the legislation and obey the law. Within the legislation it includes protected characteristics, such as age, disability, gender reassignment, race, marriage and civil partnership, sex, sexual orientation and religion or beliefs (Legislation-Gov-UK, 2010). This Act ensures that organisations are diverse and respect.  

1.2. Background and Literature Review 
Managing diversity and inclusion has become extremely popular in the last couple of decades. Diversity and inclusion are believed to create a successful organisation (Tath, 2010). 
According to Ludwig and Talluri (2001) only 20% of employees felt the organisation was inclusive in 2001. 13 years later and 31% of Human Resource (HR) employees are certain that there needs to be improvement within their organisations culture for diversity and inclusivity (Bourke, et al., 2014). 
Joyce (2018) states how in 2017 the Qantas organisation had a very diverse environment and inclusive culture, which is the main reason to why the organisation was awarded “the World’s Safest Airline” award. The organisation also achieved a huge profit of $850 million, increasing its operating margin by 12%. However, in 2013 the organisation had lost $2.8 billion due to management problems and a series of union disagreements. Joyce also mentioned how diversity and inclusion got the organisation through their tough time as diversity procedures created a better risk management, strategy and outcomes (Bourke & Bernadette, 2018). 
According to a Gallup study, it found that diversity and engagement give positive effects on the ‘bottom line’ in the organisation, which will improve the financial performance (Badal, 2014). 
However, there are those individuals who argue that organisations should stop focusing on diversity. Gaudiano (2018) who works within the diversity and inclusion believes diversity is the key to successful organisational performance, however, diversity should be an outcome of the organisations efforts. The efforts should maximise the organisations performance, so it should not be a condition that an organisation is trying to carry out. However, Gaudiano (2018) is certain that if an organisation is inclusive it will increase its success as it is the key aspect to include to lead the organisation to be more diverse. 
It is vital that an organisation uses different approaches and responds to the changing demographic expectations and needs that are wanted by the modern workforce. If an organisation uses outdated practise approaches for the diversity and inclusion within a traditional stereotype, and do not take advantage of technology will not succeed (Flood, et al., 2016). The PwC (2016) believe they would not be able to compete against other organisations who use technology as they will just continue to be successful. Another approach the PwC believes is that organisations must embed diversity and inclusion within the organisation DNA, as it will make the organisation strategies naturally work efficiently. Although it is not simple and takes a lot of time to make it right (Flood, et al., 2016). 
As diversity and inclusion has worked well within large organisations. The purpose of this research is to see if it is working well in the organisations of South Wales, and to see what the best practise approaches to diversity and inclusion within the organisation are. 


1.3. Rationale
The research topic for this proposal was chosen due to the increase in diversity in today’s society and the need for equality in the workplace.
The Government Equalities Office (2013) states that diversity helps to improve productivity, teamwork and learning opportunities which are all things that are included in organisations and are needed to enable them to improve. Diversity and inclusion are immensely important in today’s society and there is a greater need for equality to be made one key aspect of an organisation. 
There are some issues with diversity and inclusion in organisations as research is limited. For example, the CIPD (2018) states that research neglects individualised focused outcomes, such as employee satisfaction and the effect on the individuals well-being which should be a valued and well looked into aspect of  employee care. Diversity and inclusion are incredibly important in organisations and the care of employees as it encourages better working conditions and is normally improved upon diversity training for employees and employers according to CIPD (2018). 

2. Aims and Objectives

2.1. Aim
The aim of this study is to critically evaluate the application of diversity and inclusion practises in organisations in South Wales.

2.2. Objectives
1. To conduct critical research of the literature to establish the best practice approaches of diversity and inclusion within the organisation.

2. Determine appropriate methodologic approaches to conduct in primary research relevant to the study. 

3. To compare and contrast findings of primary and secondary research.

4. Draw conclusions and make recommendations on how organisations can improve their diversity and inclusion practices. 


3. Research Design and Methodology 
Objectives of research can be defined as:

‘The purpose of research is to discover answers to questions through the application of scientific procedures. The main aim of research is to find out the truth, which is hidden, and which has not been discovered as yet’ (Kothari, 2004).

Usually people think research is collecting data from several statistical publications, creating questionnaires and analysing data by using technology such as a computer. Research can be considered as a thought process, as researching can be very time consuming (Ghauri & Gronhaug, 2005).  
Saunders et al (2006) has designed a strategy model for undertaking research in a methodical way. This shows how the research should be thoroughly thought about as they are in different interconnecting layers. The Research Onion is found in Figure 3.1.1. 
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Figure 3.1.1: The Research Onion. Source: (Saunders, et al., 2006)










[bookmark: _Hlk25004369]As illustrated in Figure 3.1.1 the Research Onion has a lot of layers relating to different stages of research. If you choose to follow the layers through the centre section of the Research Onion, the theorist argues that there is a clear pathway for developing an effective research strategy which can be successfully completed. The Research Onion provides a great practice system for a research design as it provides the researcher with a lot of analysis and data (Saunders, et al., 2006). 
For the purpose of this research proposal, the cross-sectional pathway will be chosen to be using the layers of the research onion. The cross-sectional pathway will help to develop a methodology and research design that is appropriate to help meet the objectives that are created in the research question. 

3.1. Paradigm
Johnson and Clarke (2006) explain why philosophical commitments are so important through the choice of research strategy, referring to the impact it has on the understanding and application of what is being studied, implementing the positivism philosophy. Philosophical viewpoints require methods in which are highly structured quantitative research methods. 

3.2. Data Analysis and Collection

3.2.1. Quantitative Research
Quantitative research is a method used to ask a large amount of people a set of predetermined questions which are presented to people in the exactly the same layout. Usually questionnaires are self-administrated, however, they can now be completed face to face, online, and over the phone which would cost the researcher. Some of the questions at the start of the questionnaire tend to be about the respondents. For example, demographic information can be asked to get a rough idea of their age, gender. This information can be used to look at the respondents as a whole and separate them into groups to ask them specific questions (Cameron & Price, 2009). 



3.3.2. Collection Method
The research will conduct an online questionnaire using the online software called Google Docs. This will be given to the UWTSD students who are working with organisations in South Wales, by e-mailing them directly. This data collection method is suitable for the research and will help reach a large number of respondents quickly (Saunders, et al., 2016).  

3.3. Limitations
Due to time constraints the researcher was unable to do as much research as she would have liked to. However, the researcher will attempt to reduce any limitations in the future by using their Gantt Chart to improve their time management. The Gantt Chart will be found in Figure 4.3.2.

3.4. Ethical Risks 
The ethical risks of this research is minimal as the researcher is asking questions to do with diversity and inclusion within the organisations of the organisations the students are working with. All of the students will also be over the age of 18 and all of the data will remain secure on the researcher’s laptop, which has a password she only knows on there. 

4. Resources and Planning
Bell, Bryman, and Harley (2018) believe that every piece of research is controlled by time and resources. This means that there is no point in spending time working on research plans and questions if they will not end up being successfully completed.  A lot of resources will be used to help create a better understanding of the subject. The research will also help to meet the aims and objectives of the research. 

4.1. Resources 
To develop the researchers understanding secondary research will be used and included within the literature review. The secondary research will be retrieved from a range of sources, such as the internet, physical book copies that are available from the university library, academic journals, and university’s online library resources. However, the primary research will be collected through a questionnaire and online software will be used to breakdown the data found.

4.2. Timescale
A Gantt is used to show a simple visual representation of the tasks in which are involved within a project. Each task is plotted on a timeline to show the reader that when the task starts and ends (Saunders, et al., 2016). The Gantt chart below in Figure 4.3.2 is used to make sure the all the tasks are up to date by managing the deadlines within an efficient timeframe. This is to make sure that all the deadlines will be met, so the research project can be submitted by the 11th May 2020 without any problems.  

[image: ]4.3. Gantt Chart[bookmark: _Hlk25001418][bookmark: _Hlk25001419]Figure 4.3.2: Gantt Chart


Activity
5. References

Badal, S., 2014. The advantages of gender-diverse teams. The Business Benefits of Gender Diversity, p. 1.
Bell, E., Bryman, A. & Harley, B., 2018. Managing time and resources. In: 5, ed. Business Research Methods. Oxford: Oxford University Press, 2018, p. 79.
Bourke, J. & Bernadette, D., 2018. Diversity of thinking is the new frontier. The diversity and inclusion revolution: Eight powerful truths, Issue 22, pp. 83-84.
Bourke, J., Smith, C. & Stockton, H., 2014. From diversity to inclusion: Move from compliance to diversity as a business strategy. [Online] 
Available at: https://www2.deloitte.com/us/en/insights/focus/human-capital-trends/2014/hc-trends-2014-diversity-to-inclusion.html
[Accessed 18 October 2019].
Cameron , S. & Price, D., 2009. Questionnaires and their uses. In: Business Research Methods. London: Chartered Institute of Personnel and Development, p. 334.
CIPD, 2018. Diversity and Inclusion at work, London: Chartered Institute of Personnel and Development.
CIPD, 2019. Diversity Management that works: An evidence-based view, London: Chartered Institute of Personnel and Development.
Flood, A., Hussherr, A. & Morits, B., 2016. Our lessons learned. The PwC diversity journey: Creating impact, achieving results, p. 55.
Gaudiano, P., 2018. Companies Should Stop Focusing On Diversity. [Online] 
Available at: https://www.forbes.com/sites/paologaudiano/2018/04/02/stop-focusing-on-diversity/#4e6e32e46764
[Accessed 18 October 2019].
Ghauri, P. & Gronhaug, K., 2005. The research process. In: Research Methods in Business Studies. Harlow: Pearson Education Limited, p. 29.
Goverment-Equalities-Office, 2013. The business case for equality and diversity , s.l.: Department for Business Innovation and Skills.
Johnson , P. & Clark, M., 2006. Business and Management Research. 1st ed. London: Sage.
Kothari, C. R., 2004. Objectives of research. In: Research Methodology: Methods and Techniques. s.l.:New Age International, p. 2.
Legislation-Gov-UK, 2010. Equality Act 2010. [Online] 
Available at: http://www.legislation.gov.uk/ukpga/2010/15/contents
[Accessed 20 October 2019].
Ludwig, J. & Talluri, V. S., 2001. Inclusiveness is good for the corporate balance sheet as well as the corporate soul. To Leverage Diversity, Think Inclusively.
Saunders, M., Lewis, P. & Thornhill, A., 2006. Understanding your research philosophy. In: Research Methods for Business Students. s.l.:Pearson Education M.U.A, pp. 100-115.
Saunders, M., Lewis, P. & Thornhill, A., 2016. Gantt chart. In: 7, ed. Research methods for business students. Harlow: Harlow, England: Pearson, p. 717.
Tan, T. Q., 2019. Diversity. Principles of Inclusion, Diversity, Access, and Equity, 220(2), pp. 30-32.
Tath, A., 2010. Introduction. In: 14 Discourses and practises of diversity management in the UK. s.l.:Ahu Tath, p. 283.


2

image2.PNG
i of o[ 4 5 6| 7] & o |so] 1] 1o 1s] 14| 15[ 6] 17[ 28] |1o[20[21[22] |23[2a]25[26] |27] 28 29[ 0] | =1 3o
|sotrl7th [1atf21]28th |atn[11tf18tf25th |ancloth|1623r|s0th|sth [15t|2027tn  [sra|10f17tf2ath |and|sth|[16tf2sra [eth|1stlaotla7th |ath [11tn

Read literature around the subject area [30th sept

Finalise aims and objectives 14th oct

(Create a literature review draft 28th Oct

Plan a research approach [25th oct

Create a research strategy and method draft 25th Nov.
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Pilot test to peers and adapt questionnaire appropriately _|9th Dec
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Input data into the computer 20th Jan

Analyse data (5PSS) [5rd Feb

\Write a draft of the findings chapter 2th March

Update and complete any outstanding chapters 16th March
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Review and wait for feedback from tutor |29t April

Edit draft and format appropriately for submission 15t May.

Print and bind [sth May

'Submit Dissertation
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