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1. [bookmark: _Toc162445778]Introduction
1.1 [bookmark: _Toc162445779]Research Background
With the world evolving constantly, workplaces are also evolving creating the need to adopt practices which could result in maintaining positive organizational performance in the workplaces (Mukhtar et al. 2022). As the world is becoming a global village, organizations are welcoming employees from diverse backgrounds. However, management of diversity and inclusion within the workplaces is a challenge which organizations are today struggling with (Sabuhari et al. 2020). Due to the globalization and technology advancement factor, the world has today become a more connected place which has increase the urgency of incorporation of diversity to a higher extent.  
The implementation of diversity and inclusion has a number of benefits (Jonesen et al. 2021). A diverse team could lead to promote a kind of environment where everyone feels that they are respected and valued. Studies have shown that diverse team could lead to make better decisions which could further lead to create better strategic planning risk management and problem solving (Mapes et al., 2020). In addition to these past studies have also signified by stating that diversity leads to create increased innovation and promotes strong decision-making process by also fostering creativity within the workplace (Dixon-Fyle et al., 2020). However, in spite of all such studies conducted, all the studies have not been able to found the diversity and inclusion factor as a consistent predictor of organizational performance such as one of the studies found that diversity does affect performance but in certain circumstances and when diversity is managed appropriately.
1.2 [bookmark: _Toc162445780]Problem Statement
Past studies have identified mixed findings on the impact of diversity and inclusion on organizational performance. Studies have shown that diverse team could lead to make better decisions which could further lead to create better strategic planning risk management and problem solving (Bernstein et al., 2020). In addition to these past studies have also signified by stating that diversity leads to create increased innovation and promotes strong decision-making process by also fostering creativity within the workplace (Leory et al. 2020). Contrary to this, Dover et al. (2020) have explored that diversity can lead to create communication problems conflicts and misunderstanding which could create negative impact on team performance. In addition to this, Ely and Thomas (2020) stated that diversity can lead to create social categorization which could further lead to cause employees to feel segregated. This as a result could further create disengagement of employees with the organization. This implied that all the studies have not been able to found the diversity and inclusion factor as a consistent predictor of organizational performance such as one of the studies found that diversity does affect performance but in certain circumstances and when diversity is managed appropriately (Piller et al., 2020). 
1.3 [bookmark: _Toc162445781]Research Aim
The aim of the research is to investigate the impact of diversity and inclusion on the organizational performance of retail industry of UK. 
1.4 [bookmark: _Toc162445782]Research Objective
The critical research objective of the study is 
“To critically examine the impact of diversity and inclusion on organizational performance in retail industry of UK and propose strategies on improving the diversity and inclusion in the workplaces for higher organizational performance. “
1.5 [bookmark: _Toc162445783]Research Hypotheses
· H1: There is a significant impact of diversity and inclusion on organizational performance in retail industry of UK.
· H2: Diversity and inclusion are positively correlated with organizational performance for the retail industry.
[bookmark: _Toc162445784]1.6 Research Significance
In the globalized world diversity and inclusion in workplace has become quite an essential aspect to maintain competitive advantage in the workplaces (Kirton, 2020). This study by addressing the literature gap and significant benefits of diversity and inclusion for a workplace, expects to add theoretical significance by adding new insights through reflecting on the association between diversity and inclusion and organizational performance. Moreover, the findings of the study expect to add practical significance by providing direction to retail industry on how they can make use of diversity and inclusion for better organizational performance. The study attempts to contribute practically by guiding companies that how they can embrace diversity and make sure the culture of the firm is welcoming and inclusive to everyone. 
2. [bookmark: _Toc162445785]Literature Review
[bookmark: _Toc162445786]2.1 Definitions of Variables
[bookmark: _Toc162445787]2.1.1 Diversity 
Workplace diversity has been termed as the trait of the company culture where the organizations hire workforce with different composition of employees with respect to their age, gender and language (Ding et al., 2021). 
[bookmark: _Toc162445788]2.1.2 Inclusion
Inclusion on the other hand has been referred as the culture in the organization which comprise of welcoming mix people at work and making them feel comfortable at work. Inclusion ensures that everyone at the workplace feels safe and valued (Khan and Mohiya, 2020). 
[bookmark: _Toc162445789]2.1.3 Organizational Performance
Organizational performance has been referred as ability of the organization to attain organizational goals and optimize results. Gupta et al. (2020) has defined organizational performance as the ability of the company to reach organizational goals in a state of constant change. There are many factors which affect the organizational performance among which diversity and inclusion in a workforce are quite important.
[bookmark: _Toc162445790]2.2 Diversity and Organizational Performance
Past studies have been constantly demonstrated on the positive role diversity plays in an organization. As per the studies, the diversity in the workplace has a positive influence on the organizational outcome (Bernstein et al. 2020).  Kirton (2020) in this context stated that diverse workforce results in bringing innovative ideas which could help to solve the complex issues and create new products and services. As per the scholar, when employees feel that they are being valued, they are most likely to get engage and dedicated to work. A diverse team could lead to promote a kind of environment where everyone feels that they are respected and valued (Yadav and Lanka, 2020). 
Studies have shown that diverse team could lead to make better decisions which could further lead to create better strategic planning risk management and problem solving (Leory et al., 2020). In addition to these past studies have also signified by stating that diversity leads to create increased innovation and promotes strong decision-making process by also fostering creativity within the workplace (Khan and Mohiya, 2020). 
Contrary to this, Dover et al. (2020) have explored negative effects of diversity at workplace as well. The scholar found that diversity can lead to create communication problems conflicts and misunderstanding which could create negative impact on team performance. In addition to this, Ely and Thomas (2020) stated that diversity can lead to create negative impact by developing social categorization which could further lead to cause employees to feel segregated. This as a result could further create disengagement of employees with the organization. In order to maximize the positive impact of diversity and to minimize the negative impacts, diversity is needed to managed effectively. It has been asserted that organizations which are seen to be embracing the diversity management strategies could attain better performance outcomes. Furthermore, leadership which supports the diversity factor could lead to create a positive climate and positive interaction among the employees by also recognizing and rewarding the employees (Adams et al., 2020). This support from the employees in managing the diversity leads to create an essential increase in the productivity factor by also reducing the employee turnover. 
[bookmark: _Toc162445791]2.3 Inclusion and Organizational Performance
Researches have stated that inclusion has a significant impact on the organizational performance, however this effect could be positive or negative and relies on the way it is being implemented and managed (Muradi et al. 2021). Past studies have depicted that diversity and inclusion as factors could improve the organizational performance by increasing the creativity and culture of innovation in the work (Mukhtar et al. 2020). This culture leads to promote positive productivity among the workforce and significant organizational outcomes. One of the studies while conducting meta-analysis of 108 papers stated that a positive correlation exists among the inclusion and organizational performance (Ding et al. 2021). The research further stated that when the inclusive teams are included in the workplace, it further leads to outperform the homogenous teams. Researches done in the past have denoted that employee inclusion creates a positive impact on organizational performance (Li et al., 2021). It has been asserted that diversity in the workforce results in bringing the people together and promotes sharing of ideas and experiences of people coming from different backgrounds and cultures.
Flory et al. (2021) upon identifying the relationship between diversity and inclusion with organizational performance, explored that when a company has diverse workforce, it can result in creating positive customer satisfaction and leads to attract a wider range of consumers. Joneson et al. (2020) also added that diversity and inclusion can lead to inculcate innovation within the workplace. 

[bookmark: _Toc162445792]2.4 Research Gap
The literature analysis has explored that diversity leads to create increased innovation and promotes strong decision-making process by also fostering creativity within the workplace (Leory et al. 2020). Contrary to this, some studies have also have explored that diversity can lead to create communication problems conflicts and misunderstanding which could create negative impact on team performance (Dover et al., 2020). This implied that all the studies have not been able to found the diversity and inclusion factor as a consistent predictor of organizational performance such as one of the studies found that diversity does affect performance but in certain circumstances and when diversity is managed appropriately (Piller et al., 2020). In spite of all such studies conducted, all the studies have not been able to found the diversity and inclusion factor as a consistent predictor of organizational performance such as one of the studies found that diversity does affect performance but in certain circumstances and when diversity is managed appropriately. 


3. [bookmark: _Toc162445793]Research Methodology
3.1 [bookmark: _Toc162445794]Research Design
The research design taken in the study will be quantitative. Under the quantitative research design, the researcher will assess the statistical impact of variables under study (Has and Hadjar, 2020). Taking the quantitative design over qualitative design would allow the researcher to validate the research findings statistically and increase research accuracy. 
3.2 [bookmark: _Toc162445795]Research Philosophy
The research philosophy is linked with the decision of the researcher about the way in which data would be gathered for the study. This study will adopt positivism approach as the research philosophy. Under the positivism research philosophy, the researcher will conduct objective investigation of the data by testing the data scientifically (Asadpour et al., 2023). As the researcher is relying on quantitative investigation of research area, positivism approach fits with the study over other types. 
3.3 [bookmark: _Toc162445796]Research Approach
The research approach is the decision taken by researcher on adoption of existing theory or generating a new one. For this study, the researcher will make use of deductive approach. Under the deductive approach, the researcher will use existing theory linked with diversity and inclusion and test the research hypothesis of the study by linking theory with study results (Sternberg et al., 2021). Seeing the quantitative nature of the research supported with positivism research philosophy, deductive approach is appropriate for the study. 
3.4 [bookmark: _Toc162445797]Research Choice
The research choice chosen in the study will be mono research choice. By the term mono means that the study will rely on single data collection approach which is primary data collection. Mono research choice will benefit the researcher to stick with one method and conduct in-depth analysis of the data. 
3.5 [bookmark: _Toc162445798]Research Strategy
A research strategy is a plan which guides the researcher to attain the research goals. It allows the research to make decisions on data identifying research sources and organizing the data (Hancock et al., 2021). The research strategy adopted will be survey analysis for the study. Under the survey analysis, the researcher will gather data from a particular group of people relevant for the study. Survey selection is done among all the strategies as it is a cost-effective approach producing accurate results. 
3.6 [bookmark: _Toc162445799]Data Collection
The data collection for the study will be done by means of primary data collection. Under the primary data collection, the researcher gathers real time data for the study (Velengtas, 2021). Survey will be used as the research strategy to gather the primary data. For the survey analysis, questionnaire will be used as a primary research instrument. The questionnaire will be adopted from past papers to ensure validated. Five-point Likert scale will be adopted for the questionnaire where the five options will be provided to respondents among which they will select one option. The questionnaire will be made on Google doc or Qualtrics and distributed by sending link to the respondents. 
3.7 [bookmark: _Toc162445800]Data Analysis
The data analysis will be done by taking the gathered data and converting it into numbers by further testing on statistical grounds. SPSS will be used as the software to conduct statistical analysis on the questionnaire. The tests perform will be regression analysis, correlation analysis, reliability and descriptive analysis. Regression analysis will be done to assess the impact of independent variables on the dependent variables (Shrestha, 2020). Correlation analysis has been done to assess the strength of association among the variables (Gong et al., 2021). Moreover, reliability analysis will be done to asses the internal consistency of the scale taken in the study. Lastly descriptive analysis will be done to evaluate the data normality. 
3.8 [bookmark: _Toc162445801]Sampling
Sampling is referred as the selection of a subset of the population in research. For this study, the researcher will rely on convenience sampling approach. Under the convenience sampling, the researcher will choose participants who would be conveniently accessible for the researcher (Stratton 2021). The sample population for the study will be employees from retail industry and the sample size will be 50 to 100 respondents from the retail industry of UK. 
[bookmark: _Toc162445802]3.9 Ethical Consideration
Under the ethical boundaries, the researcher will ensure that any secondary taken from the past papers and articles are cited and justified. The researcher will make sure that questions added in the questionnaire does not harm the mental state of the respondents (Nichol et al., 2021). To ensure the confidentiality of the respondents, the researcher will make sure that the personal information of the respondents is kept confidential and the responses of the participants are kept anonymous. To do so, the research will replace the responses and personal data with numerical identifiers. Lastly, the data will be stored under encrypted USB secured with passwords and the data will be kept until the research is completed and graded. 
 
[bookmark: _Toc162445803]3.10 Gantt Chart
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