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[bookmark: _Toc169392662]Abstract
This study aims is to examine the impact of inclusion and diversity on the organizational performance of UK’s retail industry. The study seemed to be of greater significance as it would allow to provide insights to retail industry on the significance of inclusion and diversity and the way they create a potential impact in improving the organizational performance. To meet the required research objective, the researcher has adopted research design which is quantitative. The primary data has been collected from online-survey where the researcher has gathered data by using online questionnaire.  The population sample used in the study was workers from the retail industry of UK. The outcomes of the study revealed that employees from the retail industry of UK have reported to have mixed responses on the inclusive and diversity practices implemented in their workplaces. The findings have showed that some respondents feel safe and heard by their managers, while some feel neglected and unwanted. This directly affects their organizational performance at work such as it makes them less active and less dedicated at work. This draws the conclusion that there must be actions implemented by retail industry which fosters positive and inclusive environment at work and also embrace diversity for a sustainable workplace. The findings of the study have significantly answered the research questions. The findings recommend that retail organizations of the UK can incorporate a number of ways that support a diverse and inclusive culture in their organizations. They can include employees in the procedure of creation of policies as some policies might work for some collectives but not for the rest. Hence, employees get encouragement to share their backgrounds, ideas and thoughts along with the core support of human resources which lead to a diverse and inclusive culture by understanding the worries, doubts and feelings of all diverse groups within an organization that can probably be the ultimate solution to manage inclusion.
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1. [bookmark: _Toc169392666]Introduction
1.1 [bookmark: _Toc162445779][bookmark: _Toc169392667]Research Background
[bookmark: _Toc162445780]The ideas of inclusion and diversity have become crucial components in achieving successful organizational outcomes in the current environment in the global village (Doulatabadi, 2022). Businesses are emphasizing creating inclusive workplaces that respect individual differences as essential components of success. As it was stated by Mukhtar et al, (2022) many organizations are adapting changes to move their operations toward global shifts, that why there is an increase in the demand for adopting new ideas and strategies, which helps in enhancing organizational performance. It was also mentioned by Sabuhari et al, (2020) that globalization and technological advancement have made the world more interconnected, so there is a strong emphasis on fully integrating diversity. Technological and globalization help in coordination which results in the progress of the organization.
Organizations are emphasizing the importance of creating an inclusive environment by celebrating individual’s progress as a vital component of accomplishing their objectives. As technology and globalization advance, workplaces change, and companies are seeing the benefits of having a diverse staff. Despite this, a lot of functional organizations still have issues with inclusion and diversity in the organization. In the world of globalization, with the help of advanced technology and innovation, there is a significant impact found on organization performance which occurs due to inclusion and diversity efforts. 
Similarly, Jonesen et al, (2021) also conducted a study that shows that Embracing inclusiveness and diversity has many advantages. A diverse team encourages an environment where everyone is respected and valued. Additionally, Mapes et al., (2020) studies show that diverse teams make better judgments, and give better ideas and decisions, which improves risk management, strategic planning, and problem-solving abilities. Additionally, diversity is linked with advanced levels of innovation and creativity which helps in the process of decision-making. Despite this, not every research reliably links inclusion and diversity to the effectiveness of organizations (Dixon-Fyle et al., 2020). Some claim that different situations and good management determine how diversity affects performance. Every situation affects diversity differently. Some researcher suggest that the diversity impact on performance which may varies differently depending on circumstances and effective management.
In the recent years, diversity and inclusion initiatives have attained significance for organizations striving for success (Lewis and Shah, 2021). These initiatives originated in the mid-20th century when organizations acknowledged their influence on organizational performance (Davies, 2021). Initially, they aimed to tackle discrimination and inequality in the workplace, guaranteeing equal employment opportunities for all employees (Jonsen, 2021). This emphasis on diversity and inclusion has resulted in higher employee satisfaction and enhanced performance (Diaz, 2020). With changing societal attitudes, many countries have enacted laws which enhanced inclusion and diversity in the organization.
In many workplaces, globalization produced an interconnected workforce that is diversified in character and comes from many cultures, countries, and languages which results in substantial modifications to the workforce composition (Riccucci, 2021). Because different employees from different businesses are diverse and inclusive, their attitudes also differ in many ways. Many firms are now changing their previous patterns of working to modernization, where creativity and innovation are seen as the important drivers for success, due to the increasing adoption of technologies (Davies, 2021). The technologies adoption shows a significant role in the improvement of problem-solving abilities and innovation.it is observed that organizational performance significantly improved in managing a diverse workforce (Inegbedion, 2020). 
It was mentioned by Dixon-Fyle, (2020) that Businesses that prioritize implementing efforts related to diversity and inclusion are considered to be more flexible and adaptive, which means that they are highly dedicated on integrating creativity and innovation into their daily operations  Additionally,this resulted in the implementation an improved decision-making procedures; as a result, effective problem-solving techniques are highly valued and crucial to the success of many organizations (Inegbedion, 2020). Different consumer perspectives are changing due to demographic changes, which are significantly related to inclusion and diversity within an organization (Diaz, 2020). 
To meet corporate social responsibility (CSR) requirements, many firms these days are focusing on diversity and inclusion-related initiatives into practice. As a result, a lot of customer support companies show a greater dedication to diversity and inclusion, which indicates that there is a constant cycle of positive customer engagement with businesses that are crucial to success (Jonsen, 2021). Inclusion and Diversity initiatives generate a positive impact on the success and organizational performance because they increase creativity and innovation among employees which helps them to give new thoughts and ideas and also provide solutions according to the situation which helps them to achieve major success for the organization (Dixon-Fyle, 2020). Thus, a company's good reputation appears to be a socially responsible component that influences brand loyalty and raises employee satisfaction levels for several reasons. Businesses that prioritize delivering top-notch goods and services actively contribute to making a stronger impact in society typically higher success rates (Dixon-Fyle, 2020). It was also mentioned by Yadav and Lenka, (2020). Many organizations are focusing on creating equitable societies that perfectly correspond with meeting a wider variety of societal demands and improving organizational performance through promoting inclusion and diversity. Prior research has examined the significant effects of inclusion and diversity initiatives however, a significant gap of research is the absence based on organizational context-specific study (Yadav and Lenka, 2020). As a consequence, the major goal of this research is to investigate how inclusion and diversity affect organizational effectiveness.
Inclusion has become quite important in recent times. Organizations are finally understanding the benefits of an inclusive workplace. Recent research shows that inclusion has become a business tool. It helps create a diverse workplace which leads in making improved organizational culture and dimensions. Besides, the same research also says that a workforce which implement inclusion which helps in making better decision as well as it also increased innovation and productivity get improvised. However, it is also imperative to note that creating an inclusive workforce comes with challenges. Hence, workplaces must create an inclusive culture that promotes equity and values all individuals. Similarly, a diverse workforce would encourage innovation and creativity. It would lead to higher satisfaction, engagement, and retention. All such principles are imperative for overall organizational performance. Similarly, it is found that biases and misconceptions need to be accommodated in the organization because it effects the productivity and performance. It is important for the leaders and employees to pay attention misconceptions and to biases because due to this discrimination occurs in the organization which impacts on its performance. Furthermore, inclusion in the work practices must be initiate by leaders which impact positively in encouraging diversity. According to research conducted by Molla and Shawlin, (2023) that inclusion and diversity should encourage by leaders of the organization. They need to oppose biasness. With the help of this way, companies can improve their organization and also enhance their productivity and performance. 
1.2 [bookmark: _Toc169392668][bookmark: _Toc162445781]Problem Statement
Previous researchers studied the effect of inclusion and diversity on organizational performance which has produced unpredictable results. According to Bernstein et al, (2020),   a diverse team can make better decisions through better judgment, which can also result in better strategic planning, problem-solving and risk management. Additionally, Leory et al, (2020) studied that in the workplace diversity encourages creativity and increases innovation, which supports effective processes of decision-making. Diversity in the organization sometimes creates many issues such as disputes, misunderstandings, and miscommunication which affect negatively the team's effectiveness and organizational performance (Dover et al, 2020). Furthermore, Ely and Thomas (2020) also examined a study that stated that workers might feel isolated as a result of social classification. Due to isolation, employee disengagement is created within the organization. This implied that the diversity and inclusion component may not have been a reliable predictor of organizational effectiveness in all studies. For instance, Piller et al., (2020) found that diversity affects performance, but only in certain situations and when diversity is properly handled.
According to the review of the literature, Decision-making processes are strengthened in the workplace when there is diversity because it fosters creativity and innovation (Leory et al. 2020). Muradi et al, (2021) also conducted a study that indicates that inclusion has a major impact on an organization's performance, this impacts the organization negatively or positively depending on the situation and how diversity and inclusion are introduced and maintained by the team members. Diversity and inclusion help improve organizational performance by promoting a creative and inventive work environment (Mukhtar et al. 2020). This culture fosters major corporate outcomes and positive staff productivity. A meta-analysis of 108 publications was evaluated for the study by Ding et al. (2021) which indicates that there is a favorable association between inclusion and organizational effectiveness. Furthermore, the study showed that inclusive teams outperform homogeneous ones in the workplace. (Li et al., (2021) also conducted a study that shows that the workforce promoting inclusion can easily improve their corporate performance in the world of globalization. in the workplace, diversity promotes and encourages togetherness and also helps in exchanging experiences and ideas among team members with different ethnic and cultural backgrounds. In contrast, many researchers examined that diversity can also lead to disputes, misunderstandings, and miscommunication among employees which impact negatively the performance of the team (Dover et al., 2020). Piller et al, (2020) also suggested the inclusion and diversity factor affect the performance of the organization. It was discovered in previous studies that the performance of the organization is affected by diversity among employees, but in one condition when diversity is handled effectively and efficiently. In this area, many researchers conducted these studies but any of them has been able to reliably identify the role of diversity and inclusion in the organization's performance as a predictor. According to one study diversity has an impact on performance, but only in certain situations and when it is handled well.
[bookmark: _Toc169392669]1.3 Research Aim
The research aims is to examine the impact of inclusion and diversity on the organizational performance of UK’s retail industry. 
[bookmark: _Toc162445782][bookmark: _Toc169392670]1.4 Research Objective
The study's primary research goals are given below:
· To critically examine the impact of diversity and inclusion on organizational performance in retail industry of UK.
· To recommend strategies in improving the inclusion and diversity in the organization for higher workplace performance. 
[bookmark: _Toc169392671]1.5 Research Hypotheses
The critical research questions of the study are as follows:
· H1: Diversity has a significant impact on organizational performance 
· H1: Inclusion has a significant impact on organizational performance 

[bookmark: _Toc162445784][bookmark: _Toc169392672]1.6 Research Significance
In the workplace inclusion and diversity are becoming important elements in maintaining a competitive edge in today's globalized economy (Kirton, 2020). By filling in the gaps in the research and highlighting the important advantages of inclusion and diversity in the workplace, the aim of the study is to contribute to theoretical importance by presenting new insights on the relationship between inclusion and diversity and performance of organization. The aim of the study is to make a practical contribution by guiding businesses that how the companies can embrace culture and diversity and make sure that everyone in the organization welcomes inclusion and diversification. The study seemed to be of greater significance as it would allow to provide insights to retail industry on the significance of inclusion and diversity and the way they create a potential impact in improving the organizational performance.  
[bookmark: _Toc169392673]Theoretical Underpinning
The theory related to diversity and organizational performance is the socio-culture theory. Th aim of theory is to clarify how diversity may have unfavourable effects on an organization or group. According to social cognitive theory, people utilize categorization to make difficult information, easier which helps in managing and understanding complexed information (Ozyilmaz, Erdogan, and Karaeminogullari, 2018). This theory highlights the significance of individual elements, such as expectations for one's performance and self-efficacy, as well as the environment's influence on learning experiences. The more employees learn from each other the more they perform well in the organization. The social cognitive theory highlights the significant distinction between a person's capacity for moral competence and their capacity for moral performance (Boudreaux, Nikolaev, and Klein, 2019). 
Another theory is Cox and Blake's theory diverse businesses will succeed in keeping workers from various demographic categories. Cizmaș, (2020) observed that recruiting from different countries and cultures was motivating and they give better performance which help the organization to perform well. Six direct dimensions of organizational effectiveness are cost-effectiveness, creativity, innovation, problem-solving challenges, and marketing benefits of a workforce diversly, and managerial flexibility which impact the performance of the organization. Gojinetchi (2020) Stated that cultural diversity affects organizational performance in today’s marketplace. 
[bookmark: _Toc161239373][bookmark: _Toc164611547][bookmark: _Toc169392674]1.7 Structure of Dissertation 
The dissertation structure is distributed into five main chapters:
Introduction: The first chapter gives background information on the subject, justification, goals, and importance of the research.
Literature review: This section is based on a sufficient variety of academic scholarly articles and reviews that address the subject. It examines and reviews many articles critically. In addition, a section on the theoretical framework and research gap is included in this part.
Methodology: Saunders's research onion serves as the foundation for the methodology. To analyse and collect data, each layer of the onion is peeled off to create a successful study process
Data analysis: The chapter of the dissertation's most important part is data analysis. Its goal is to analyse the gathered data using appropriate instruments and methods. In this study qualitative and quantitative data analysis approaches are used to interpret the data.

[bookmark: _Toc166494852][bookmark: _Toc169392675]CHAPTER TWO: LITERATURE REVIEW
[bookmark: _Toc166494853][bookmark: _Toc169392676]2.1 Introduction
[bookmark: _Hlk169114263]The section is based on critical opinions and viewpoints of scholars related to the study topic, Diversity and inclusion and their association with organizational performance. The articles chosen for this chapter to critically review and evaluate scholars' viewpoints are recent, and all of the categories contain current and relevant material.
[bookmark: _Toc166494854][bookmark: _Toc169392677]2.2 The concept of diversity 
Henrickson et al. (2018) defined the term diversity as the act of involving individuals from different background and ethnicities. Suen et al. (2020) also identified diversity as recognizing and valuing the differences based on ethnicity, gender etc. Diversity management relates to the practice of keeping employees from diverse backgrounds having different culture and perspectives (Mapes et al., 2020). Diversity is becoming a popular way to frame the debate. It is now more than 25 years subsequently management consultants and researchers started using the term "managing diversity" as a way to address equality of opportunities in workplaces. It is stated that all differences among individuals and groups within the workplace must be managed and celebrated. Diversity management has gained currency within retail organizations (Cuyjet et al., 2023).  The business case for a diversified workplace is a focal point of discussion because the population of the United Kingdom has increasingly become diverse (The MBS Group, 2024). 
Retail organizations are considering a broad range of interventions as part of managing the initiatives of diversity (Dover et al., 2020). They may include providing career advancement opportunities and facilitating networks for excluded staff aimed at managing a diversified workforce. The findings given by MBS Research show that diversity is high on the agenda for various retailers. According to the evidence, 89% of retail employers have a diversity strategy or they are in the process of establishing one. 9.6% of CEOs, 11.4% of CFOs and 4.3% of Chairs are females (Elliot Goldstein, 2022). Overall, 64% of the retail workforce is female. Not only this, 12.5% of the UK's population is from an ethnic minority background yet retail has some ethnic minority leaders too. The representation of ethnic minorities reaches 6% at the direct reports level, 5.8% on executive committees and 4.5% on boards. Diversity management has become the biggest challenge for organizations to work smoothly in a multicultural environment and it needs to be managed properly to maximize profits however the reverse of it may affect the performance outcomes of an organization (Ajeigbe, 2019). 
[image: ]
[bookmark: _Toc169147399]Figure 1:  Ethnic Minority leaders

Source: (The MBS Group, 2024)
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[bookmark: _Toc169147400]Figure 2:   Ethnic diversity by seniority
Source: (The MBS Group, 2024)
[bookmark: _Toc166494856][bookmark: _Toc169392678]2.3 Inclusion
Inclusion involves making everyone feel valued, involved, and appreciated for their opinions and thoughts (Roberson and Perry, 2022). Organizations must build inclusive workplaces. This is because employee perception of the organization is hugely based on how they are treated in the workplace (Chebbi et al., 2020). For instance, if the employees are treated fairly and given chances to share their ideas, they are likely to have better employee engagement (Eisenberger et al., 2020). Besides, they would have less employee turnover and burnout. The research conducted a survey of around 2,500 employees at a global company. The survey showed that an inclusive workplace reported better work boundaries as well as a lower level of burnout (Garg and Sangwan, 202). They were also less likely to shift jobs. Hence, it is important to create an influence on the workforce. The leaders are hugely responsible for seeking out diverse perspectives (Waldman et al., 2020). They must initiate this culture across ages, backgrounds, departments, and locations. This way, they can develop better processes by gathering diverse and strategic ideas. This way, the input would be much more meaningful while enhancing the decision. Similarly, creating an inclusive workplace starts with enhancing the power of positivity (Bozani et al., 2020). According to Forbes, inclusive teams are better at innovation and understand the power of collaboration (Miller, 2023). Besides, such organizations are also more likely to attract and retain top talent. The same research shows that there are many proven strategies to create a workplace where employees and employers thrive together. The aim must be to empower people and maximize human potential. It is important to hear everyone and leverage the ideas of others to drive innovation and performance (Dixon-Fyle, 2020). 
[bookmark: _Toc166494857][bookmark: _Toc169392679]2.4 Organizational Performance
It was stated by Mikalef and Gupta, (2021) that organizational performance is stated as the organization’s capability to reach its targets and optimize the results Su et al. (2022) stated that in todays’ workforce organizational performance can be denoted as the ability of the company to attain goals in the state of constant change. Organizational performance is highly crucial for sustainable growth in an organization (Al Aina and Atan, 2020). It focuses on delivering the best value through strategic decisions. Organizational performance can bring in positive change, increase revenue numbers, and maintain a competitive edge (Gupta et al., 2020). However, it can be challenging to implement. Hence, it is imperative to effectively use resources and processes to achieve goals (Drago et al., 2022). It is significant to enhance the communication pipeline as well as optimize results. Past studies have measured organizational performance by satisfaction, engagement, innovative decision-making and problem solving and learning opportunities factor. 
[bookmark: _Toc166494855][bookmark: _Toc169392680]2.3 Relationship between Diversity and organizational performance
Past scholars have mentioned that higher level of diversity is correlated with higher OP. Olowonski (2021) in this view conducted a quantitative study between diversity and organizational performance and found that positive correlation exists between higher diversity and higher OP. Ther researcher gathered data from survey-based questionnaire and explained that when organizations embrace diversity in the workplace setting, it leads to increase positive performance among the employees.  Hunt (2018) conducted a study to identify the effects of diversity on organizational performance and the findings demonstrated that there is a strong positive association between a diversified workforce and organizational performance in the retail industry. Similar to this Triana et al. (2021) in their survey-based experiment found that a higher level of diversity means that organization is welcoming employees with unique sexual orientations, citizenship, ethnic groups, ages, races and gender. The scholar further stated that this embracement of employees from diverse backgrounds and race leads to fuel up performance of organization as a whole. 
In addition to this, literature has also found that diversity has a positive influence on the feelings of employees that result in affective commitment and engagement of employees which directly leads to improve organizational performance as a whole. Cassel (2022) in his experimental study, stated that the diverse culture in the workplace if managed properly could result in establishing a feeling of participation and involvement among the employees. This leads to make them engage at work. It was also stated by Ashikali (2021), a diverse workforce promotes an environment where everybody feels valuable and respected. Jankelova et al. (2021) also added by exploring that when organizations welcome and understand the background and cultural differences of employees, it directly affects the employee positive participation in the decision-making process of the organization. 
[bookmark: _Hlk169118233][bookmark: _Hlk169096930]Diverse employees bring numerous learning opportunities with them. Rafaqat (2022), in this view stated that when the organization have diverse pool of employees, it leads to fuel up the learning mechanism. Hence, the learning mechanism further encourages ways to boost overall performance by overcoming daily challenges. Additionally, Rabl et al. (2021) also found that having established practices of diversity management helps to increase learning opportunities among the employees which indirectly impacts their productivity levels and organizational performance. The study by Kundu and Mor (2017) also supported the view and stated that diversity and perceived organizational performance were found to be positively correlated in a way that implementation of diversity results in increasing higher learning opportunities among employees. The method used in that was factor analysis in the study. Similarly, Fernández-Temprano and Tejerina-Gaite (2020) also verified that under the diverse workplace, employees work with people from variety of backgrounds which leads to increase their learning from other employees’ experiences and perspectives. Gomez and Bernet (2019) also investigated large-scale and meta-analysis studies related to diversity and showed that a workplace rich in diverse employees could have strong perspectives and learning opportunities while working.
[bookmark: _Hlk169118421]The past literature on identifying the association between diversity and organizational performance have also found that diversity acts as an integrated managerial tool or approach that improves organizational performance because a diverse workforce brings positive and innovative problem-solving skills that further help resolve complex situations and create new goods/services. Supporting this view, Duchek, Raetze, and Scheuch (2020) in their survey-based experiment found that diverse employees foster an environment where the ideas could cross-pollinate with one-another which supports and innovative thinking and problem solving. Mande, (2019) also examined the relation between diversity and improve problem solving skills and found that when the people with different backgrounds and expertise are coming together, they are bringing with them the diverse ways of thinking and problem solving. Additionally, a study was accompanied by Nabi and Nabi (2018) in which they conducted a survey of questions from 400 respondents about diversity and its impact on organizations’ ability for critical thinking and problem solving. The finding of the study shows that a diverse organization has more progressive ideas which could spark new and innovative solutions to the complex issues of the organization. 
In addition to the above literature findings, Maynard and Kennedy (2016) also found a positive impact on diversity and organizational performance and explored that gender diversity brings innovation and creativity that foster problem-solving skills and decision making leading to positive organizational reputation, performance and productivity. Additionally, Hendri (2019) performed a survey with 300 respondents regarding diversity and its impact on enhancing problem-solving ability among others. The scholar found that organizations upon embracing the diversity factor brings teams where people are from diverse backgrounds. This positively benefit the organization to solve complex issues by unique experiences and wider range of knowledge of its diverse employees. A study by Lee et al (2022) was conducted to explore the association between organizational performance and diversity. The parameters used were employee’s ability to solve complex issue aptly. To evaluate each of the study's hypotheses, partial least square structural equation modelling, or PLS-SEM, is employed. The findings explored that a diverse team has opposing views as well which are more likely to emerge out at the time of discussions. This encourages the employees to feel obligated and research more on the questions which are raised at the time of discussion. Therefore, this fosters a healthy and critical discussion where employees work together to create an innovative solution to solve the issues at the organization. Lastly, Adamson (2021) stated that diverse team members enhance decision making resulting in better problem-solving and strategic planning risk management. The scholar further stated that diversity results in increased innovation and promotes a robust decision-making process by fostering creativity. 
The literature has also found some opposing views stating negative impact of diversity on organizational performance. Ajeigbe (2019) in his opinion contradicted that diversity results in extensive communication issues and misunderstandings that hurt organizational performance. Social categorization is often harmful and consequently, employees begin to feel segregated causing disengagement and demotivation. These opinions do not mean that diversity management strategies should lag but retail organizations can show some effort to maximize the positive effects of diversity and minimize its negative effects to manage performance at an optimal level. It has been widely asserted that retail organizations that embrace strategies related to diversity management attain better performance-related outcomes (Nguyen, 2022). It is important to foster positive leadership roles because leaders tend to support diversity management to encourage positive interaction among employees by consistently providing them with what they deserve (Eldor, 2021). Hence, leadership support keeps them motivated; their overall productivity is increased at a sufficient level leading to achieving the organizational targets significantly. Proper care and attention are supposed to be given to the programs of diversity as they enhance productivity and provide a completive edge irrespective of the industry type and size. The literature above states that a diverse culture significantly affects the organizational performance by promoting better decision-making and creativity in the workplace. When an organization has diverse workforce, it could lead to increase learning opportunities by also improving innovation capacity in the workplace. This leads to draw the following hypothesis:
[bookmark: _Hlk169117310]H1: Diversity has a significant impact on organizational performance 
[bookmark: _Toc166494858][bookmark: _Toc169392681]2.6 Relationship between Inclusion and Organizational Performance
[bookmark: _Hlk169095900]Inclusion has become quite important in recent times. Organizations are finally understanding the benefits of an inclusive workplace (Kuknor and Bhattacharya, 2021). Inclusion serves as an essential tool which leads to foster better decision-making among employees. Chaudhry et al. (2021) in his study stated that an inclusive workforce can lead to better decision-making as well as increased innovation and improved productivity. This is corroborated by another research by where the researcher stated that inclusive environment in the workplace could lead to eliminate the biasness factor from the decision-making. The study by McKinsey also found that when organizations promote fairness and equity, it could lead to create more objective decisions and eliminate the negative impact of bias from the decision-making. 
Inclusion has been reported to be a key enabler for growth and progress for organizations. Carranza et al. (2020) evaluated the effect of workforce inclusivity based on gender, culture, and ethnicity based on firm performance. The research employed past data to evaluate the interrelation between organizational performance and inclusivity. The research used a survey method to understand such parameters between the years 2000 and 2021. The reviewed literature showed that workforce inclusivity and diversity were directly related to organizational performance which further fuels growth of the organizations. 
The implementation of diversity leads to create positive financial performance for the organization. According to the research by Emara and El Said (2021), there was a positive relationship found between Inclusion and financial performance. Similar to this, Bernstein et al, (2020) also in their study found that the advancement by using inclusion to achieve an organizational goal is a combination of members having diversity over granting different groups, extended periods, equal standing and status of insider contributes to the success of the organization, and fostering collaborative interdependence and increased financial performance. Koohang et al. (2017) also supported the study and explored that there was a constructive impact found the relationship between financial performance and inclusion. The data collected in the study was analysed through partial least squares path modelling (SPM) to test this hypothesis. Additionally, Shore, Cleveland, and Sanchez (2018) conducted a study that showed that inclusion had a significant impact on organizational performance. Al Aina and Atan (2020) also studied the impact of organizational performance which was impacted by inclusion. The finding of the study shows that they both had a positive relationship. Qi, et al (2019) also examined a study by surveying questionnaires from 233 respondents. The test was analysed by the SSP analysis tool. The finding of the study showed that companies with inclusive policies tend to have better financial performance as compared to less diverse companies. Similar to this, Hunt et al. (2018) showed a more mixed ethnicity and greater proportion of women can lead to better financial performance. The analysis incorporated 1,000 companies covering around 12 countries. The analysis measured longer-term value creation as well as economic aspects in relation to inclusive practices. The research showed that teams with inclusive practices were 15 per cent more likely to experience above-average profitability than their counterparts. Besides, the analysis was also done 2 years later and it was found that the number rose to 21 percent. Hence, it is important to include inclusive practices to outperform competition.   
An inclusive workplace has a greater impact on innovation and performance. Franco and Landini (2022) in their study argued that firms must opt for strategies that bring in diversity and inclusion. This way, the workforce can enhance innovation and drive organizational success. Similarly, another research showed that diverse perspectives can lead to more effective problem-solving. As teams are inclusive and everyone is heard, diverse perspectives are more likely to bring in innovative solutions. This is hugely important for a fast-paced environment. This way, organizations can stay ahead of the curve. In addition, the Boston Consulting Group showed similar results. The example illustrated that DandI principles can bring in diverse management designs. This can lead to 19 per cent higher revenues due to diversity in thinking and innovation (Strasity, 2023). This highlights that organizations must ensure an inclusive work culture to leverage diverse perspectives. This way, organizations would be key in driving innovation and growth. Similarly, the HBR or Harvard Business Review found teams with a higher level of inclusivity are more likely to generate new and creative ideas (Rock and Grant, 2017). Hence, they are pivotal in evaluating new business trends and opportunities. It is also important to note that fostering innovation can not only come from hiring people from diverse backgrounds. It is important to create an inclusive culture where everyone thrives (SplashBI, 2022). 
The implementation of inclusive practices has been reported to create engagement and higher job satisfaction among the employees which leads to create improved organizational performance.  Cunningham (2019) investigated a survey-based study which showed that when employees fell included, they tend to be more engaged. The author further stated that highly engaged employees go extra mile for organization which as a result leads to improve organizational performance. Similar to this, Oswal, Siddiqui, and Sharma (2023) also found that workplaces that were inclusive and diverse fostered more employee engagement, innovation, and overall organizational flexibility and performance. In addition, Odazie et al, (2024) also conducted a study that showed that diversity and inclusion technology is positively correlated with employee engagement. The survey design was chosen, and 550 respondents from American public and private organizations were sampled using purpose sampling. Excel and SPSS were used to run a descriptive analysis of the data. Bernstein, caliphate, and Weisinger (2021) also found that when employees are highly engaged, it creates a ripple effect on the organizational profitability and team retention. Furthermore, Kasih and Ruslaini (2024) show that in the fast-paced corporate world of today, organizations can effectively use diversity and inclusion to improve overall performance and competitiveness. Rohwerder (2017) also examined a study that shows that businesses can improve overall performance and competitiveness in today's fast-paced business climate by strategically utilizing diversity and inclusion. Numerous systematic reviews and meta-analyses of the literature have been completed.
A handful of studies showcased no influence on organizational performance. Despite this, the researchers concluded that a balanced approach is required to ensure productivity and performance (El-Khalil, 2022).  However, it is also imperative to note that creating an inclusive workforce comes with challenges. Hence, organizations must create an inclusive culture that promotes equity and values all individuals. Similarly, an inclusive workforce would encourage innovation and creativity. It would lead to higher satisfaction, engagement, and retention (Kiradoo, 2022). All such principles are imperative for overall organizational performance. Similarly, it is also imperative to cater to biases and stereotypes. It is important to address them in order to avoid any discrimination. Besides, leaders must also be proactive when it comes to inclusive work practices. Research shows that leaders must resist any bias and prompt diversity and inclusion. This way, they can enhance their organization and drive better performance and productivity (Molla and Shawlin, 2023). 

In the world of globalization, people and industries are coming together more than ever. They are also likely to live and work together. With the help of internationalization, it has become easy for people to synchronize with each other. Hence, it is important to recruit people who are diverse and inclusive (Sharma, 2020). There must be no bias in terms of gender, race, or other aspects to attract the best candidates for the job. Besides, this diverse recruitment has led to a diversified workforce. It is also important to note that this does not end here. The diversification must go one step forward and teams must be provided with an inclusive culture (Turner, 2022). It is important for different cultures and ideas to come forward and help each other in knowledge exchange. This is due to the fact that a diverse work culture has positive and negative aspects. It is imperative to ensure inclusivity to make the most out of diverse principles. This way, managers must include strategies such as evaluation, effective communication, and team building. This would help the organization become highly inclusive and bring win-win situations for all the stakeholders. Then organization has an inclusive work-environment, it leads to develop sense of belongingness among the employees by making them feel connected and productive at the workplace. This leads to draw the following hypothesis:
[bookmark: _Hlk169118377]H2: Inclusion has a significant impact on organizational performance
[bookmark: _Toc166494859][bookmark: _Toc169392682]2.7 Research Gap
The articles selected for this chapter have assessed and evaluated the opinions of scholars based on recent information. The discussion finds that diversity Management practitioners and researchers have long been interested in management, and the need for a diverse workforce continues to be a key point of discussion. The literature has resulted in contradictory opinions on the relationship between diversity and inclusion and their impact on the organizational performance of retail organizations located in the United Kingdom.  The literature analysis has explored that there is scant evidence observed reflecting on the positive impact of diversity and inclusion on the performance of organization mainly in the context of retail industry (Nguyen, 2022). There have been some mixed findings but not all of the scholars agreed that diversity and inclusion act as a predictor of organizational performance which is identified as the major gap to be addressed (Piller, 2020). Added research needs to demonstrate how proper diversity management results in increased employee satisfaction and loyalty toward retail organizations. Limited evidence is available regarding how diversity and inclusion must be managed in retail organizations of the UK to enhance organizational performance, productivity and employee performance.


[bookmark: _Toc160888894][bookmark: _Toc167298042][bookmark: _Toc169392683]CHAPTER THREE: RESEARCH METHODOLOGY
[bookmark: _Toc169392684]3.1. Introduction
The chapter aims to showcase the methods and techniques used in the assessment of impact of diversity and inclusion on the performance of organization by focusing on UK retail industry. This chapter follows Saunders’s research onion approach to depict the end-to-end process of research methodology. This includes research design, research approach, research strategy, and philosophy as well as time horizon.
[bookmark: _Toc160888895][bookmark: _Toc167298043][bookmark: _Toc169392685]3.2. Research Design
Research design is termed as the blueprint of the scientific study (Leavy, 2022). There are two kinds of research designs. These include quantitative and qualitative. The study has opted for quantitative research design for this case (Duckett, 2021). This is due to the fact that this is more suitable as it would help understand in a cohesive manner. Besides, the researcher has prompted to assess the impact of diversity and inclusive practices on the performance of the organization by a direct focus on the UK retail industry (Fischer et al., 2023). It would also help understand the independent variables and the dependent variables in a clear and concise way. The use of quantitative research over qualitative has helped the research understand how inclusion and diversity is effective based on numbers (Mohajan, 2020). Hence, it does not rely on subjective decision-making. It helps evaluate the data of the process despite having the larger size samples. Hence, the overall design is support of quantitate research design and versa. The statistical measure of the variables would help the researcher to evaluate the impact of diversity and inclusion on the organizational performance by strongly focusing on the UK retail industry. Hence, the use of the quantitate research design is effective, clear, cohesive, and comprehensive. This would also remove any unbiased thought processes and values (Orth et al., 2021). Upon using the quantitative research design, the researcher has made statistical predictions on the topic and assess the impact of diversity and inclusion by verifying it numerically (Davies, 2020). 
[bookmark: _Hlk167385583][bookmark: _Toc169392686]3.3. Research Philosophy
The research philosophy is referred as the belief about the way where the data about the phenomenon should be gathered, analysed and used (Kirongo and Odoyo, 2020). There are three types of research philosophies. This includes positivism, pragmatism, and interpretivism. This study has opted for positivism research philosophy among the three philosophies. The reason for using this philosophy is quite clear. This helps researchers study the patterns of diversity and inclusion by evaluating interrelations in the organizational performance (Mauthner, 2020). Similarly, the use of positivism approach in this cost would also help make correct and accurate decisions. Hence, the overall study variables would be improved. Similarly, the use of positivism over other philosophies is done because this philosophy believes that the behaviour of human society nature is rather to objectives. This means that such views could be measured through the lens of science (Mishra and Alok, 2022). Besides, it is also imperative to note that incorporation and of positivism research philosophy supports purpose and validity in the research (Wardani and Kasuma, 2020). It also supports the research to evaluate the laws which help understand the human behavior and correspond to the truth theory. 
[bookmark: _Toc160888897][bookmark: _Toc167298045][bookmark: _Toc169392687]3.4. Research Approaches
The approach in the research is linked with the decision of the researcher on the adoption of theory (Wardani and Kasuma, 2020).  There are two types of research approaches. These include inductive and deductive. Both are useful as per requirements. In this case, the research has followed deductive research approach (Abdelhakim, 2021). The researcher has adopted the theories from the past studies that cater to diversity and inclusion. Hence by using deductive approach, the research begins with the relevant theory and then develops hypotheses. In this case, inclusion and diversity are used to develop theory. Afterwards, the data is collected and evaluated through hypothesis testing (Orth et al., 2021).
[bookmark: _Toc160888898][bookmark: _Toc167298046][bookmark: _Toc169392688]3.5. Research Strategies 
The time horizon in the research is referred as the decision of the researcher on the time interval taken to gather the data (Geise et al., 2020).  It is also important to note that there are various types of research strategies. For instance, some of the common ones include interviews, case study analysis, surveys, and literature analysis. Several types of research strategies are used for several cases. In this case, the research has opted for survey research strategy (Sinha et al., 2018). The reason for using the survey strategy is that it helped evaluate the employees from the UK retail sector. Besides, it would also help evaluate viewpoints through statistics. It is also imperative to note that surveys are quite important in this research. This is due to the fact it delivers high quality, versatility, effectiveness in obtaining the data from a huge population (Verma et al., 2024).
It is also important to note that survey can obtain data from huge number of participants effectively without any errors. The online survey tool is leveraged for effective and in-depth survey analysis and act as a convenient option for respondents to respond from anywhere (Ali et al., 2020). This would help the research reach extensive audience and helped obtain the responses quickly. Hence, it would reduce the resources as well as time required for data collection and procedures (Wu et al., 2020). Similarly, it is also imperative to note that such design is quite cost-effective. No cost is incurred using this method unlike others which may include costs. Besides, this online survey leads to minimal cost of overhead. It is also important to note that this strategy is quite time effective. There is not much time required hence the entire study can be completed in short span of time. This also saves time and allows researcher to understand cohesively without any long-term bottlenecks and problems.
[bookmark: _Toc167298047][bookmark: _Toc169392689]3.6. Time Horizon
As per the research, there are two types of time horizon. These include longitudinal and cross-sectional (Melinkovas, 2018).  Both time horizons are subject to the nature of the study and how they are integrated. The longitudinal time horizon in the research showcases that the data is collected from the same subject but for the longer time period. Hence, it helps evaluate the long-term trends and changes over time to researchers. This way, the research can examine the long-term effectives and make correct implications. However, compared to this, the counterpart, cross-sectional time horizon refers to the time horizon where data is collected from a single point. This way, the entire data gathered and evaluated in a specific time frame (Giese et al., 2020). 
In this case, the research has opted for cross-sectional time frame. This is due to the fact that the context of diversity and inclusion can be investigated using cross-sectional time frame. The use of cross-sectional analysis in the present study has benefited the researcher to stick with the particular research context such as to stick with assessing the implementation of diversity and inclusion factor mainly for the retail industry of UK (Verma et al., 2024). Besides, the researcher would conduct extensive analysis by understanding how inclusion and diversity is imperative as per the perspective of the employee.
[bookmark: _Toc167298048]It is also imperative to note such settings would help understand diversity and inclusion practices in a more detailed way and how it would affect the organizational performance and development. The justification for utilizing cross-sectional time frames is that it helpsthe researchers to incorporate various variables at one time. 
3.7. Sampling Method, size and population
The study also follows method of convenience sampling to conduct the research. This is due to the fact that this approach would help understand the perception of employees especially in the retail sector. Similarly, the sampling size of 50-100 employees is chosen for the retail sector of the UK (Obilor, 2023). The inclusion criteria for research were quite simple. It was based on choosing the employees who are working in the UK retail sector only.
[bookmark: _Toc167298049][bookmark: _Hlk167385600][bookmark: _Toc169392690]3.8 Data Collection
Data collection refers to the practice of acquiring and analysing information on important factors. It is a methodical response to the study's research questions (Mwita, 2022). There are two kinds of data collecting. This includes both primary and secondary data collection. The research has opted for primary data collection to evaluate the impact of inclusion and diversity on the organizational performance (Verma et al., 2024). In the context of primary data collection, the researcher has used survey analysis to conduct the research of the data. It is vital to highlight that survey analysis is quite advantageous in the long run because it saves time and money. It is a relatively inexpensive way of data collecting. The questionnaire serves as the research instrument. The questionnaire is based on the data from the past studies to enhance visibility and reliability. The rationale behind leveraging questionnaire over any other data method is that it provides ease (Bascolo et al., 2020). It helps respondents to complete the questionnaires at their own pace and conveniently. Hence, there is no need to intervene. This also decreases the load from the research and makes it easy to gather data from the larger data population.
In this case, the questionnaire is a close-ended one and has been divided into a demographic section. This also benefits the research as it increases visibility for every variable. It also increases response rate of the research and the context as per the research (Obilor, 2023). The research has also integrated Likert Scale to ensure better close-ended statements. The questionnaire was created and disseminated via the Qualtrics platform.
[bookmark: _Toc167298050][bookmark: _Toc169392691]3.9 Data analysis
The data gather has been analysed by evaluation the responses into the numerical based scale also known as Likert scale. The data was later converted into SPSS and then ran through the test facility (Mezmir, 2020). The testing is applied on the dataset to evaluate the independent variables on the dependent variables under study. This also showcases that test conducted also include regression analysis to evaluate the role of inclusion and diversity on the organizational performance especially focusing on the retail industry of UK (Molder et al., 2021). It is also imperative to note that Pearson correlation analysis is also done to evaluate the strength of association between inclusion and diversity as well as the organizational performance by especially focusing on the retail industry of the UK (Cai et al., 2022). Demographic analysis was also done to evaluate the normalcy of the data set. This included assessment of age and gender. Similarly, the frequency analysis of item scales was also done to evaluate the responses of the respondents separately. This would enhance the overall efficiency of the research.
[bookmark: _Toc167298051][bookmark: _Toc169392692]3.10 Ethical Consideration
Under the ethical consideration, the research has ensured that there is no any data included in the online survey which may affect the respondent in any possible way (Suri, 2020). Similarly, the research has also ensured that confidentiality is maintained throughout the data. All the responses and personal details have been replaced (Dave et al., 2023). Similarly, it is also ensured that information sharing, participant and consent information sheet have also been guided to respondents to ensure that they understand the purpose and the details. The respondents have been given a choice to continue or withdraw from the study anytime they want. Hence, this entire case is based on voluntary basis. This ensures that all ethical considerations have been at all possible levels. This way, there is no bias or prejudice in any way and the research fully complies with all the legal and ethical considerations.


[bookmark: _Toc169392693]CHAPTER FOUR: RESEARCH FINDINGS
[bookmark: _Toc169392694]4.1 Introduction
This chapter aims to illustrate the quantitative analysis to analyse the “Impact of Diversity and Inclusion on Organizational Performance: An analysis of the Retail Industry of the UK. The responses were being obtained from 80 respondents to assess their viewpoint on the inclusion and diversity and its effect on organizational performance. For the analysis, SPSS has been used to evaluate the demographics, item’s percentage, frequency, regression, correlation and reliability statistics. 
[bookmark: _Toc169392695]4.2. Demographic Profile of Respondents
[image: ]
[bookmark: _Toc169147407]Table 1: gender 
The above table demonstrates the demographic ratio with respect to gender. The table signifies that the percentage of female among the total 80 respondents was 35% while 10% were LGBTQ and 55% were male. The analysis depicts that the highest ratio of the respondents was male. In addition, the LGBTQ community was also given an equal chance to become the part of the research. 

[image: ]
The above pie chart demonstrates that there were 55% male, 35% female and 10% LGBTQ involved in the study 
[image: ]
[bookmark: _Toc169147408]Table 2: age 
With respect to the above table, the age ratio has been highlighted. The table illustrates that there were 43% respondents having age ratio of 20-25, 15% holds age ratio between 26 to 30, 13% have age ratio of 31 to 35 and 27% holds age ratio of above 35. This analysis demonstrated that the respondents having the age between 20-25 holds the highest ratio. 
[image: ]
[bookmark: _Toc169147401]Figure 3:  Age
The pie chart demonstrates that the highest ratio of respondents has age ratio of 20-25 years while lowest ratio of respondents has age between 31 to 35 years. 
	experience

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	1 - 3 years
	36
	45.0
	45.0
	45.0

	
	4 -6 years
	8
	10.0
	10.0
	55.0

	
	Above 6 years
	36
	45.0
	45.0
	100.0

	
	Total
	80
	100.0
	100.0
	


[bookmark: _Toc169147409]Table 3: experience
The table above shows the experience of the respondents to the study. The investigation revealed that 45% of respondents had 1 to 3 years of experience, 10% had 4 to 6 years, and 45% had more than 6 years of experience. [image: ]
[bookmark: _Toc169147402]Figure 4:  Experience
The pie chart illustrates that the majority of respondents have experience level of 1 to 3 years and above 6 years 


[bookmark: _Toc169392696]4.2. Item’s Scale Analysis
The below section signifies the frequency analysis through illustrating the item’s percentage of every question asked from the respondents. This helped in analysing the number of strongly disagree and strongly agrees followed by the respondents.
[image: ]
[bookmark: _Toc169147410]Table 4: I feel safe in my work environment
As seen above, there were 5 respondents who strongly disagreed with the statement "I feel safe in my work environment," 21 disagreed, and 25 remained neutral. Furthermore, 19 people agreed, with 10 strongly agrees. The analysis denoted that the majority of the responses were neutral and less responses strongly disagrees. It has been denoted that in the retail industry of UK, majority of the companies are opting to hire diverse workforce in which there is high probability of workers not feeling safe due to diverse background employers and employee. The above analysis demonstrated that the companies in the UK work on proper inclusivity strategies to make people feel in their working environment and this is the reason there are less ratio of respondents who feel unsafe. 
[image: ]
[bookmark: _Toc169147411]Table 5: I can talk about my private life with my colleagues without being judged
With respect to the above table demonstrating about I can talk about my private life with my colleagues without being judged, there are 26 respondents who agrees, 8 strongly agrees and 19 were neutral. In addition, there were 25 respondents who disagrees and 2 strongly disagrees. The analysis demonstrated that the ratio of people who strongly disagrees or disagrees about that they can talk about their private life without being judged is low. This depict that the diversity management in the UK retail companies is effective and makes the people safe, easy and friendly with their colleagues that they can easily talk about anything without being judged. 
The past study by Stanford (2020) also supported that the organizational culture plays an essential role and an effective approach of inclusive management in the UK organization have encouraged the employees to communicate openly without being judged. 
[image: ]
[bookmark: _Toc169147412]Table 6: I trust my colleagues
As stated in the above table that I trust my colleagues, there were 4 respondents who strongly disagrees, 23 disagrees, 21 neutral, 25 agrees and 7 strongly agrees. The analysis demonstrated that there were 25 respondents (having high ratio of percentage) who denoted that they trust their colleagues. While, the ratio of respondents who do not trust their colleagues is low. This means that the diversity management is effective in the UK retail companies and the management have worked efficiently on enhancing organizational culture in the companies. This is the reason that the communication prospect among colleagues is open and trust-worthy. 
The past study by Bernstein et al (2020) also demonstrated that the effective implementation of inclusive management supports to foster the trust level among the colleagues through different aspects such as implementation of inclusive practices and policies that ensures that all employees obtain equal accessibility to growth opportunities. In addition, the promotion of inclusivity through encouragement of open transparent communication also supports employees to feel valued and involved. While, the idea of cultural competence training program also helps to create trust among colleagues. 
[image: ]
[bookmark: _Toc169147413]Table 7: I do not feel connected with others in the workplace
The above listed table illustrates the responses about I do not feel connected with others in workplace. It has been denoted that there were 15 respondents who strongly disagrees, 34 disagrees, 16 neutral, 10 agrees and 5 strongly agrees. The analysis reported that there were majority of the respondents who disagrees that they do not feel connected with others in the workplace. This means that the respondents mostly feel connected with others in the workplace because, the companies in the UK have worked effectively to foster the diversity management factor. The management have significantly worked to enhance the connection and collaboration among employee that makes them to be highly connected to each other in the workplace. 
[image: ]
[bookmark: _Toc169147414]Table 8: If I speak up and share new job-related ideas, I am frequently ignored
In view of the above table, it has been denoted that If I speak up and share new job-related ideas, I am frequently ignored. The respondents showed that there were 13 who strongly disagrees and 9 disagrees that they are frequently ignored when they speak up and share new job-related ideas. While, there are 17 who agrees and 8 who strongly agrees. The respondents who respond to strongly disagree for being ignored were high. The analysis denoted that there were few respondents who denoted that they get frequently ignored when they speak up and share new ideas and the good diversity management supports in equal treating of all employees. 
[image: ]
[bookmark: _Toc169147415]Table 9: I feel my job-related, development and growth needs are satisfied by my employer
With respect to the above table, it was depicted that I feel my job-related, development and growth needs are satisfied by my employer. There were 14 respondents who strongly disagrees, 14 disagrees and 33 agrees. This means that the proportion of respondents who agrees that their job-related development and growth needs are being satisfied by employer. This also signifies that the companies in the UK are highly satisfied by their employer because their employer are working effectively on people or employee management by having focus on the growth needs and development of job. 




[image: ]
[bookmark: _Toc169147416]Table 10: I feel valued and involved in the organization I work
I feel involved and valued in the organization I work. There were 11 respondents who strongly disagrees, 16 disagreed and 20 are neutral. In addition, there were 23 who agrees and 10 strongly agrees that they feel valued and involved in the organization they work. This means that the retail companies in the UK are working on encouraging inclusivity with dedication and hence, it results to make the employees feel involved and valued in the organization they work. The past study by Li et al (2021) also denoted that the effective inclusion practices support in making the employees feel involved and valued. The employee resource group activity included in the diversity management can support to provide a platform for the employees to make them connect, support and share experience. Moreover, the professional development opportunities included in the diversity management practices is also helpful to offer fair accessibility to employees that helps to assure that every employee have equal chance to succeed and grow. 
[image: ]
[bookmark: _Toc169147417]Table 11: I am offered with equal opportunities
I am being offered with equal opportunities in my workplace. There were 7 who strongly disagrees, 17 disagrees, 26 agrees and 16 strongly agrees. The analysis showed that the ratio of respondents who agreed that they are being offered with equal and fair opportunities is high. This means that the retail companies in the UK follows the diversity management policies and provides equal opportunities offer for every employee. The past study Dixon Fyle et al (2020) also denoted that an effective diversity management practice supports to provide equality among employees. The diversity management encourage the fair hiring and recruitment practices by the implementation of standard and structured recruitment process which supports to minimize unconscious biasness and the blind recruiting technique helps in providing equal opportunities for everyone. 
[image: ]
[bookmark: _Toc169147418]Table 12: The organization takes care of my development
The organization takes care of my development, there are 2 respondents who strongly disagree, 9 disagrees, 23 are neutral, 32 agrees and 14 strongly agrees. The ratio of positive responses was high than the negative responses which illustrates that the organization takes care of employee development effectively. The past study by Onyeador et al (2021) also supported that those organizations who encourage diversity management takes care of employee development. Generally, companies work on employee development by the encouragement of tailored training programs that supports to cater the diverse style of learning and needs including online courses, workshops and on the job training. Moreover, the providence of cultural competency training to encourage diversity management and professional development of employees is also a helpful technique. 
[image: ]
[bookmark: _Toc169147419]Table 13: I am promoted equally as males
In view of the above table, it has been demonstrated that there were 2 respondents who strongly disagrees and 16 disagrees that they are being promoted equally as males. Moreover, there were 30 respondents who denoted positively and agreed that they are being promoted equally as males while, 14 respondents strongly agree to this point. This means that the retail companies in the UK work fairly to equally promote females as males. 
[image: ]
[bookmark: _Toc169147420]Table 14: My average salary is as per my job
With respect to the above table, it was denoted that there was 1 respondent who strongly disagrees and 8 disagrees that their average salary is as per my job. While, there were 17 respondents who were neutral. There were 42 who agrees and 12 who strongly agrees that their average salary is as per their job. This means that the maximum respondents reported that their average salary is as per their job. The analysis signifies that the companies in the UK believes in effective diversity management and hence believes to provide average salary to employees as per my job. 
[image: ]
[bookmark: _Toc169147421]Table 15: I am treated fairly at work
It has been denoted in the above table that there are 11 respondents who disagrees and 27 neutral about they are being treated fairly at work. While, there were 30 who agrees and 12 who strongly agrees that they are being treated fairly at work. The analysis illustrated that there was more positive response that signifies that they are being treated fairly at work. Also, the past study  by Li et al (2021) supported the aspect that the companies who encourage diversity management gives priority to the fair treatment at work. 
	My company ensures that everyone feels comfortable sharing their ideas and opinions in a diverse team environment

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	6
	7.5
	7.5
	7.5

	
	Disagree
	9
	11.3
	11.3
	18.8

	
	Neutral
	26
	32.5
	32.5
	51.3

	
	Agree
	27
	33.8
	33.8
	85.0

	
	Strongly agree
	12
	15.0
	15.0
	100.0

	
	Total
	80
	100.0
	100.0
	


[bookmark: _Toc169147422]Table 16: My company ensures that everyone feels comfortable sharing their ideas and opinions in a diverse team environment
In accordance to the above table, there were 27 who agrees that their company assures that everyone feel calm sharing their opinions in a diverse team environment while 12 strongly agrees. In addition, there were 6 who strongly disagrees and 9 who disagrees that their company assures that everyone feels comfortable to share their opinions and ideas in a diverse work environment. The analysis denoted that the companies in the UK ensures to practice diversity management and always practice the actions to assures that everyone feels comfortable to share their opinions and ideas in a diverse working environment.

	The inclusion policies increase my productivity at work

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	6
	7.5
	7.5
	7.5

	
	Disagree
	8
	10.0
	10.0
	17.5

	
	Neutral
	25
	31.3
	31.3
	48.8

	
	Agree
	30
	37.5
	37.5
	86.3

	
	Strongly agree
	11
	13.8
	13.8
	100.0

	
	Total
	80
	100.0
	100.0
	


[bookmark: _Toc169147423]Table 17: The inclusion policies increase my productivity at work
As per the responses, the table above demonstrated that there are 6 respondents who strongly disagrees and 8 disagrees that the inclusion policies increase the level of work productivity. On the other hand, there were 30 respondents who agrees that the inclusion policies boost their productivity at work. The analysis denoted that there was high ratio of responses who agrees that inclusion policies are effective to increase work productivity. 



	The equal opportunities increase my performance at work

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	4
	5.0
	5.0
	5.0

	
	Disagree
	13
	16.3
	16.3
	21.3

	
	Neutral
	24
	30.0
	30.0
	51.3

	
	Agree
	26
	32.5
	32.5
	83.8

	
	Strongly agree
	13
	16.3
	16.3
	100.0

	
	Total
	80
	100.0
	100.0
	


[bookmark: _Toc169147424]Table 18: The equal opportunities increase my performance at work
The equal opportunities increase my work performance. With respect to the statement, there were 4 who strongly disagrees, 13 disagrees and 24 are neutral. While, majority of the respondents with the ratio of 26 signifies that the equal opportunities and encouragement of diversity management increase employee performance at work. 

	I am more active and dedicated at work

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	1
	1.3
	1.3
	1.3

	
	Disagree
	8
	10.0
	10.0
	11.3

	
	Neutral
	17
	21.3
	21.3
	32.5

	
	Agree
	42
	52.5
	52.5
	85.0

	
	Strongly agree
	12
	15.0
	15.0
	100.0

	
	Total
	80
	100.0
	100.0
	


[bookmark: _Toc169147425]Table 19: I am more active and dedicated at work
With respect to the above table, there was 1 respondent who strongly disagrees and 8 disagrees that they are more active and dedicated to work. In addition, there were 42 respondents who agrees and 12 who strongly agrees that they are more dedicate and active at work.

	The inclusive environment increases my motivation at work

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Disagree
	11
	13.8
	13.8
	13.8

	
	Neutral
	27
	33.8
	33.8
	47.5

	
	Agree
	30
	37.5
	37.5
	85.0

	
	Strongly agree
	12
	15.0
	15.0
	100.0

	
	Total
	80
	100.0
	100.0
	


[bookmark: _Toc169147426]Table 20: The inclusive environment increases my motivation at work
The above table highlights that there are 30 respondents who agrees that the inclusive environment encourage increase my motivation at work while 12 strongly agrees. In addition, there were 27 who were neutral and 11 disagrees about inclusive environment and its relationship with motivation. 
	The organizational interest in my growth and development increases my organizational performance

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Strongly disagree
	6
	7.5
	7.5
	7.5

	
	Disagree
	9
	11.3
	11.3
	18.8

	
	Neutral
	26
	32.5
	32.5
	51.3

	
	Agree
	27
	33.8
	33.8
	85.0

	
	Strongly agree
	12
	15.0
	15.0
	100.0

	
	Total
	80
	100.0
	100.0
	


[bookmark: _Toc169147427]Table 21: The organizational interest in my growth and development increases my organizational performance
In relation to the above table, it has been reflected in the analysis that there are majority of the respondents having ratio of 27 denoted that the organizational interest in my development and growth increase their organizational performance. While, there were only 6 who strongly disagrees and 9 disagrees.  
Overall analysis on every response for each question denoted that there were majority of the respondents who agrees and strongly agrees that diversity and inclusion practices can significantly affect organizational performance of employees. 
[bookmark: _Toc169392697]4.3. Descriptive Statistics

	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation
	Skewness
	Kurtosis

	
	Statistic
	Statistic
	Statistic
	Statistic
	Statistic
	Statistic
	Std. Error
	Statistic
	Std. Error

	I1
	80
	1.00
	5.00
	3.1000
	1.12058
	.075
	.269
	-.772
	.532

	I2
	80
	1.00
	5.00
	3.1625
	1.06073
	.058
	.269
	-1.031
	.532

	I3
	80
	1.00
	5.00
	3.0500
	1.07797
	.085
	.269
	-.882
	.532

	I4
	80
	1.00
	5.00
	3.5500
	1.12396
	-.676
	.269
	-.222
	.532

	I5
	80
	1.00
	5.00
	2.7250
	1.25259
	.343
	.269
	-.996
	.532

	I6
	80
	1.00
	5.00
	2.5875
	1.21898
	.544
	.269
	-.730
	.532

	I7
	80
	1.00
	5.00
	2.8875
	1.24264
	.178
	.269
	-.955
	.532

	D1
	80
	1.00
	5.00
	2.6625
	1.26234
	.320
	.269
	-1.016
	.532

	D2
	80
	1.00
	5.00
	3.5875
	.98974
	-.450
	.269
	-.183
	.532

	D3
	80
	1.00
	5.00
	3.4750
	1.07885
	-.306
	.269
	-.802
	.532

	D4
	80
	1.00
	5.00
	3.7000
	.89159
	-.684
	.269
	.312
	.532

	D5
	80
	2.00
	5.00
	3.5375
	.91325
	-.062
	.269
	-.761
	.532

	D6
	80
	1.00
	5.00
	3.3750
	1.10665
	-.451
	.269
	-.282
	.532

	OP1
	80
	1.00
	5.00
	3.4000
	1.08616
	-.557
	.269
	-.111
	.532

	OP2
	80
	1.00
	5.00
	3.3875
	1.09653
	-.296
	.269
	-.564
	.532

	OP3
	80
	1.00
	5.00
	3.7000
	.89159
	-.684
	.269
	.312
	.532

	OP4
	80
	2.00
	5.00
	3.5375
	.91325
	-.062
	.269
	-.761
	.532

	OP5
	80
	1.00
	5.00
	3.3750
	1.10665
	-.451
	.269
	-.282
	.532

	Valid N (listwise)
	80
	
	
	
	
	
	
	
	



[bookmark: _Toc169147428]Table 22: Descriptive statistics 
The above table of descriptive statistics denoted about N, minimum, maximum, mean, standard deviation, skewness and kurtosis. The number of respondents were 80 while the minimum number denoted was 1 and the maximum was 5. The mean average value is between 3.3 to 4.3 which means that the maximum responses were between neutral and agrees. The skewness value within the range of 0.5 and 1 demotes slight skewness in the distribution of data. The positive values of kurtosis in the above table denotes that the responses are highly peaked while negative denotes the flatter shape than the normal. 
[bookmark: _Toc169392698]4.4. Regression 
To answer the first research question, "What is the impact of diversity and inclusion on organizational performance in the retail industry of the UK?" regression analysis was used to examine the impact of the variables under consideration. Regression analysis has been identified as a useful tool which is widely used for financial forecasting in the social sciences researches. The use of regression helps in identifying the trends and doing informed predictions on the data. 

[bookmark: _Toc169147429]Table 23: Regression
[image: ]
The first table in the regression analysis shows the variables input and eliminated. As shown in the table, a single model regression command was utilized under the regression command. Moreover, the variables entered include inclusion, diversity and dependent variable added is organizational performance. No variable has been removed from the regression command and enter method has been used under the command. 
[image: ]
The model summary table has denoted that the value of R is reported to be .877, followed with the value of R square as .769 and the value of adjusted R square as .763. These values demonstrated that the model is a good fit for the study. 



[image: ]
The next table is for the ANOVA table. Under the ANOVA table, the mean square value is reported to be 414.863 and the F value is reported to be 128.04. Moreover, the sig value is seen to be .000 which shows that the regression model is valid for the study. 
[image: ]

The last table under the regression is the coefficient of determination table. In this table, the values of beta and sig values are mentioned for the variables. The hypothesis testing of the study has been done by this table. As per the beta values, for the first independent variable which is diversity, the beta value is reported to be .898. The figure indicates that implementing diversity in the UK retail business will result in an 89% positive effect in organizational performance. The positive beta value indicated that there is an 89 percent chance that organizational performance will improve if diversity practices are implemented more widely in the UK. The t value for diversity is stated to be 1.569, and the sig value is.000, indicating that the study confirms the hypothesis that diversity has a significant impact on organizational performance in the retail industry. The findings of the regression analysis are consistent with the past study findings. Past study has also shown that diverse employees bring numerous learning opportunities with them. Hence, the learning mechanism further encourages ways to boost overall performance by overcoming daily challenges. Rafaqat (2022) states that having established practices of diversity management helps to increase productivity levels and organizational performance. Gender diversity brings innovation and creativity that foster problem-solving skills and decision making leading to positive organizational reputation, performance and productivity.
For the variable inclusion, the value of beta is reported to be .470. This implies that 47% positive change is expected on the organizational performance factor due to the inclusion factor. The positive beta value indicated that a positive and direct relation exist among the variables under study and with the increasing implementation of inclusion, there will be the positive enhancement in the organizational performance factor. The sig value on the other hand was reported to be .001. This showed that the study supports the second hypothesis and states that there is a significant impact of inclusion on the organizational performance. The findings for this also resonate with past study findings. Past studies have also shown that the practice of inclusion within the organization leads to create productive employees. Studies have supported the view that employee diversity has been recognized as an important factor for the organizational performance and business which are seemed to embrace the diversity factor tend to experience positive outcomes, better decision-making and improved profitability. 
[bookmark: _Toc169392699]4.5. Correlation

[bookmark: _Toc169147430]Table 24: Correlation
	Correlations

	
	Inclusion
	Diversity
	Organizational Performance

	Inclusion
	Pearson Correlation
	1
	.747**
	.737**

	
	Sig. (2-tailed)
	
	.000
	.001

	
	N
	80
	80
	80

	Diversity
	Pearson Correlation
	.747**
	1
	.876**

	
	Sig. (2-tailed)
	.000
	
	.000

	
	N
	80
	80
	80

	Organizational Performance
	Pearson Correlation
	.737**
	.876**
	1

	
	Sig. (2-tailed)
	.001
	.000
	

	
	N
	80
	80
	80

	**. Correlation is significant at the 0.01 level (2-tailed).



Correlation analysis has been done to assess the association between diversity, inclusion and organizational performance. The Pearson value for inclusion and organizational performance was reported to be .737. This showed that strength of association between the inclusion and organizational performance is strong and positive. In addition to this, the Pearson value for diversity was reported to be .876. This showed that there is higher correlation between diversity and organizational performance. Among the two variables, the Pearson analysis showed that inclusive practices are seemed to be highly correlated with organizational practices. 

[bookmark: _Toc169392700]4.6. Reliability 

	Case Processing Summary

	
	N
	%

	Cases
	Valid
	80
	100.0

	
	Excluded
	0
	.0

	
	Total
	80
	100.0

	a. Listwise deletion based on all variables in the procedure.



[bookmark: _Toc169147431]Table 25: Reliability
	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Cronbach's Alpha if Item Deleted

	Inclusion
	37.7375
	57.285
	.931

	Diversity
	38.4625
	54.378
	.523

	Organizational Performance
	41.4000
	63.332
	.628



Reliability analysis has been done to evaluate the internal consistency and validity of the scale taken for the study. () stated that the scale in order to be consistent must be higher than 0.6.  The reliability analysis in the above table showed that the alpha value is .931 for inclusion, .523 for diversity and .628 for organizational performance. This showed that the scale is consistent for the study and is valid enough to enough to conduct the investigation.
In summary, the findings chapter concluded that the employees from the retail industry of UK have reported to have mixed responses on the inclusive and diversity practices implemented in their workplaces. The findings have showed that some respondents feel safe and heard by their managers, while some feel neglected and unwanted. This directly affects their organizational performance at work such as it makes them less active and less dedicated at work. This draws the conclusion that there must be actions implemented by retail industry which fosters positive and inclusive environment at work and also embrace diversity for a sustainable workplace. 


[bookmark: _Toc169392701]CHAPTER FIVE: DISCUSSION

The aim of the study was to investigate the impact of inclusion and diversity on the organizational performance. The study is mainly linked with the retail industry. The findings of the study have significantly answered the research questions and addressed the research hypothesis of the study. 
H1: Diversity has a significant impact on organizational performance 
In view of the first research hypothesis, the sig value from the regression analysis was reported to be 0.001. this draw the conclusion that the study supports the first hypothesis and indicates that there is a significant impact of diversity on the organizational performance of the retail industry. The findings denoted that a diverse pool of employees could lead to bring the employees from diverse backgrounds and foster an environment of positive thinking and learning which also supports positive organizational performance in the retail industry. The findings of the first hypothesis are consistent with the past study findings showing similar results. Past studies have also verified that diverse employees bring numerous learning opportunities with them. Rafaqat (2022), in this view stated that when the organization have diverse pool of employees, it leads to fuel up the learning mechanism. Hence, the learning mechanism further encourages ways to boost overall performance by overcoming daily challenges. Additionally, Rabl et al. (2021) also found that having established practices of diversity management helps to increase learning opportunities among the employees which indirectly impacts their productivity levels and organizational performance. The study by Kundu and Mor (2017) also supported the view and stated that Diversity and perceived organizational performance were found to be positively correlated in a way that implementation of diversity results in increasing higher learning opportunities among employees.
Supporting this view, Duchek, Raetze, and Scheuch (2020) in their survey-based experiment found that diverse employees foster an environment where the ideas could cross-pollinate with one-another which supports and innovative thinking and problem solving. Mande, (2019) also examined the relation between diversity and improve problem solving skills and found that when the people with different backgrounds and expertise are coming together, they are bringing with them the diverse ways of thinking and problem solving. Additionally, a study was accompanied by Nabi and Nabi (2018) in which they conducted a survey of questions from 400 respondents about diversity and its impact on organizations’ ability for critical thinking and problem solving. The finding of the study shows that a diverse organization has more progressive ideas which could spark new and innovative solutions to the complex issues of the organization. 
H2: Inclusion has a significant impact on organizational performance
The study has significantly addressed the second research hypothesis. The sig value of inclusion in the regression analysis was observed to be 0.000. The sig value showed that the study has also supported the second research hypothesis and stated that there is a significant impact of inclusion on the organizational performance factor. The findings showed that the implementation of the inclusive practices could allow to improve the organizational performance at many levels such as it could lead to improve financial performance of a firm and most importantly, it could lead to promote positive employee engagement at the workplace. The findings of the second hypothesis significantly aligns with the past study findings.  Past studies have also verified that diverse employees bring numerous learning opportunities with them. Rafaqat (2022), in this view stated that when the organization have diverse pool of employees, it leads to fuel up the learning mechanism. Hence, the learning mechanism further encourages ways to boost overall performance by overcoming daily challenges. Additionally, Rabl et al. (2021) also found that having established practices of diversity management helps to increase learning opportunities among the employees which indirectly impacts their productivity levels and organizational performance. The study by Kundu and Mor (2017) also supported the view and stated that diversity and perceived organizational performance were found to be positively correlated in a way that implementation of diversity results in increasing higher learning opportunities among employees.
The findings of the study have significantly answered the research questions. The findings of the study did not show any unexpected results. The findings showed that in the retail industry, the employees have shown very mixed reviews.  The findings have showed that some respondents feel safe and heard by their managers, while some feel neglected and unwanted. This directly affects their organizational performance at work such as it makes them less active and less dedicated at work. This draws the conclusion that there must be actions implemented by retail industry which fosters positive and inclusive environment at work and also embrace diversity for a sustainable workplace.
The study is found to have some limitations. First, it focused on diversity and inclusion in the form of ethnic background, gender and age and failed to consider other demographic diversity practices implemented within the retail organizations. Future research can investigate a wide range of demographic diversity that affects organizational performance. Second, the study is based on a quantitative research design. No doubt, there are a lot of benefits of quantitative studies such as larger reach and generalization of results but a mixed study design in the future can provide direct insights into the subjective experiences of people due to a combination of qualitative and quantitative.


[bookmark: _Toc169017867][bookmark: _Toc169392702]CHAPTER SIX: COCNCLUSION
[bookmark: _Toc169017868][bookmark: _Toc169392703]5.1 Introduction 
This is the last chapter of the dissertation and summarizes the results to understand the impact of diversity and inclusion on organizational performance using the analytical approach of the UK's retail industry. The chapter presents the summary of findings against each objective and it also has a section of recommendations. Besides, the chapter discusses the implications of the study in detail followed by limitations and future research suggestions.
In this study, a quantitative research methodology was adopted because the researcher wanted to acquire impartial data for a wide range of interventions that could be easily generalized to larger populations. The quantitative research design was chosen because the study belongs to the field of social science. Therefore, the chosen research design helped to remain focused to achieve the research goals optimally. A survey questionnaire was used for data collection and the questionnaire has been taken from past studies which make sure the dependability of the study. The survey research strategy provided ease to respondents to complete it conveniently. Also, it allowed collecting data from a larger population. The data was analysed using SPSS testing and testing was applied on the entire dataset to evaluate the impact of inclusion and diversity on organizational performance. The most important tests that helped in the analysis were regression analysis, Pearson correlation and reliability testing. The SPSS analysis helped to process the raw data and later it was interpreted to find the variables relationship cause-and-effect.
[bookmark: _Toc169017869][bookmark: _Toc169392704]5.2 Summary of Findings
The summary of findings compares the study's outcomes to the objectives outlined in the first chapter. The objectives and the findings are detailed as:
Objective One: To critically examine the impact of diversity and inclusion on organizational performance in the retail industry of the UK.
The study shows the positive impact of diversity and inclusion on organizational performance in the retail industry of the UK. The positive relationship value has been observed because the significance value is less than 0.05 leading to the acceptance of null hypotheses regarding the relationship. Besides, the value of Pearson correlation is more than 0.6 which indicates a strong positive relationship between diversity/inclusion and organizational performance in the UK's retail industry. The findings are consistent with the study conducted by Adamson (2021) who stated that diverse team members enhance decision making leading to better strategic planning and problem-solving skills. Diversity and inclusion lead to increased innovation and they promote a robust decision-making process by fostering creativity. Diversity and inclusion allow retail organizations to increase organizational performance by setting better performance goals and later attaining better performance-related outcomes. A diverse and inclusive workforce would definitely encourage the creativity of ideas to solve an organizational issue or situation. It leads to greater retention rates, engagement and higher satisfaction. Diversity and inclusion highlight that it is vital to cater to stereotypes and prejudices in order to avoid any kind of discrimination. 
Objective Two: To propose strategies for improving diversity and inclusion in the workplace for higher organizational performance. 
The study shows that proposing strategies related to inclusion and diversity is important in workplaces for higher organizational performance in the retail organizations of the UK. The positive relationship value has been observed because the significance value is less than 0.05 leading to the acceptance of null hypotheses regarding the relationship. Besides, the value of Pearson correlation is more than 0.6 which indicates a strong positive relationship between strategies related to diversity/inclusion and organizational performance in the UK’s retail industry. The respondents strongly agreed on honouring the cultural practices of each other which shows that introducing a culture of honour and respect is the most important strategy to improve inclusion and diversity in workplaces. Workplaces must have a policy that recognizes a wide range of religious and cultural practices, since inclusive culture is critical to the success of diversity efforts, and employees benefit from greater productivity and engagement. Another strategy is fostering a culture where every employee’s voice is heard and welcomed. The respondents stated that some of them quit jobs in their previous workplaces because they felt that their uniqueness and authentic selves were not valued or appreciated. This highlights how crucial it is to create an environment in which employees feel connected to the firm and its individuals. The findings are congruent with Stanford's (2020) study conclusions, which said that employees must have the freedom to express themselves based on their diverse opinions. Workplaces must guarantee that all employees feel appreciated and involved, regardless of race, age, gender, or sexual orientation. Another important strategy is welcoming a multilingual workforce. The study further revealed that workplaces must ensure that they take away all the barriers for employees to feel easy. Global organizations deal with challenges relating to preferences and language. Hence, translation services may work so that everybody can understand what is being said to have a feeling of inclusiveness. Diversity and inclusion are sources of competitive edges in the international market (Ashikali, 2021). Hence, it is important to leverage inclusion and diversity to achieve performance and drive value. The results further indicated that proper care and attention are supposed to be given to the programs of diversity as they positively affect productivity and provide a completive edge irrespective of the industry type and size. 
[bookmark: _Toc169017870][bookmark: _Toc169392705]5.3 Recommendations
Based on the topic, "Impact of Diversity and Inclusion on Organizational Performance: An Analysis of the Retail Industry of the UK", the study poses some recommendations due to the significant relationship found between diversity/inclusion and organizational performance. The retail organizations of the United Kingdom need to build a multigenerational workforce. This is supported by the fact that millennials make up the majority of the workforce and they are less active in convenient groups found on social media. Having a workforce that accommodates and recognizes multiple generations is important to build an inclusive and diverse workforce (Rocabado, 2020).  The communication professionals of retail organizations must invest in platforms of workforce communications to efficiently and easily send and create messages through channels that employees prefer. As a result, communicators may create messages that appeal to all generations and promote engagement. The retail organizations of the UK must focus on strengthening anti-discriminatory policies to encourage diversity and inclusion. As per the survey by Harvard Business Review, 75% of the respondents stated that superficial language and policies were not sufficient enough to institute real change (Firstup, 2023). The focus must also revolve around eliminating biases in the promotion opportunities and evaluation procedures. One body of research given by Flory (2021) shows that retail organizations are supposed to ensure that the hiring procedures are free from biases. Much of it is unconscious ageism and racism. If left unchecked, it can surely affect the performance of a retail organization. Hence, bias can be eliminated by rewriting job descriptions so that they are gender-neutral and use words that strike smoothness of verbs and set the goals of inclusion and diversity that can help to track the progress against performance.
Retail organizations are supposed to understand the attitudes and backgrounds of employees along with how decision-making is affected by their beliefs and behaviors to effectively manage diversity/inclusion in the workplace areas. Organizational culture and values must be aligned and behaviours models can be protected to ensure that minorities are protected. Retail organizations can focus on diversity of gender, identity, culture and background by ensuring that rights are guaranteed for all kinds of individuals. In the same way, it is valuable to educate employees on the topics of diversity and inclusion. For instance, certain talks and fairs can be organized where employees will be free to share their journeys and experiences to sensibiize their peers and educate them about differences and uniqueness (Kuknor, 2021). One can learn from the example of an American organization, Mondelez International that operates in the retail of beverages and snacks. The organization ensures that it has a clear inclusive culture. The management strongly promotes embracing diversity by sharing experiences. It celebrates LGBTQIA+ pride month all over the world with talks from employees to celebrating the heritage of Latino month with activities that aim to educate employees thereby providing support and visibility to the diverse employees (Firstup, 2023). This shows that the retail organizations of the UK can incorporate a number of ways that support a diverse and inclusive culture in their organizations. Lastly, retail organizations can include employees in the procedure of creation of policies as some policies might work for some collectives but not for the rest (Gutierrez, 2023). Hence, encouraging employees to share their backgrounds and ideas along with the core support of human resources may lead to a diverse and inclusive culture by understanding the worries, doubts and feelings of all diverse groups within an organization that can probably be the ultimate solution to manage inclusion (Lee and Palmer, 2021). It is vital to have everything available and written for employees and managers to gain a mutual understanding of what must be achieved.
[bookmark: _Toc169017871][bookmark: _Toc169392706]5.4 Research Implications
The research employed a quantitative survey method to understand the research problems and the results indicated that there is a positive impact of diversity and inclusion on the organizational performance of retail organizations in the UK. The study has some important theoretical and practical implications. It provides a critical theoretical contribution to research inclusion/diversity and organizational performance. The literature has resulted in contradictory opinions on the relationship between diversity and inclusion and their impact on the organizational performance of retail organizations located in the United Kingdom which is identified as the major gap.  Hence, the contradictory opinion is now clear and supported by the fact that there is a positive impact of inclusion and diversity on organizational performance. There is a direct relationship observed and there is no mediation between gender diversity, age diversity and organizational performance (Gutierrez, 2023). 
Along with these theoretical implications, the research informs professionals of retail organizations in numerous ways. The results state that educational diversity, gender and age contribute to organizational performance. The findings focus on the relevance of diversity and inclusion management in the light of retail organizations (Adamson, 2021). Managers of retail organizations would come to know that different cultures and ideas help each other in knowledge exchange.  They will realize the importance of inclusivity to make the most out of diverse principles. Hence, the findings of the study will help managers to include strategies such as evaluation, effective communication, and team building in the work goals.
[bookmark: _Toc169017872][bookmark: _Toc169392707]5.5 Future Research Directions
The future scholars may combine quantitative and qualitative methods to leverage unstructured and structured information to increase the insights depth and provide more specific study outcomes (Schoonenboom, 2017). Lastly, the generalization of findings must be construed with certain cautions. Every society has its social values, norms and culture and the study is limited to the retail organizations of the UK only. Hence, future industries may select organizations from different European regions to understand different norms and cultures and their impact on organizational performance.
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[bookmark: _Toc169392710]Appendix 1: Questionnaire
This questionnaire aims to evaluate your point of view on “Impact of Diversity and Inclusion on Organizational Performance: An analysis of the Retail Industry of the UK”. The project is anticipated on behalf of my university. I would like to invite you to participate in this survey. The questionnaire will take just 5 to 10 minutes to complete. I assure that your responses would keep anonymous. Your participation would be considered valuable for my thesis work.
Section A: Demographics
Age
·    20-25 years 	                   26-30 years                     31-35                     Above 35

Gender
                        Male	                          Female             LQBTQ
Experience
·     0-3   years                                 4-6 years                         more than 6 years

Section B
	
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly agree

	Inclusion
	
	
	
	
	

	I feel safe in my work environment
	
	
	
	
	

	I can talk about my private life with my colleagues without being judged
	
	
	
	
	

	I trust my colleagues
	
	
	
	
	

	I do not feel connected with others in the workplace
	
	
	
	
	

	If I speak up and share new job-related ideas, I am frequently ignored
	
	
	
	
	

	I feel my job-related, development and growth needs are satisfied by my employer
	
	
	
	
	

	I feel valued and involved in the organization I work
	
	
	
	
	

	Diversity
	
	
	
	
	

	I am offered with equal opportunities
	
	
	
	
	

	The organization takes care of my development 
	
	
	
	
	

	I am promoted equally as males
	
	
	
	
	

	My average salary is as per my job 
	
	
	
	
	

	I am treated fairly at work
	
	
	
	
	

	My company ensures that everyone feels comfortable sharing their ideas and opinions in a diverse team environment
	
	
	
	
	

	Organizational performance
	
	
	
	
	

	
The inclusion policies increase my productivity at work
	
	
	
	
	

	The equal opportunities increase my performance at work
	
	
	
	
	

	I am more active and dedicated at work

	
	
	
	
	

	The inclusive environment increases my motivation at work
	
	
	
	
	

	The organizational interest in my growth and development increases my organizational performance
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