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[bookmark: _Toc234758614]Introduction

Equality, Diversity, and Inclusion (EDI) are key concepts that foster fairness, respect, and equitable opportunity in organisations and society. Equality means ensuring that everyone has the same opportunity and is treated fairly, regardless of their personal characteristics. Diversity acknowledges the existence of distinctions amongst people, such as race, ethnicity, gender, age, handicap, religion, sexual orientation, and socioeconomic status. Inclusion aims to foster an environment in which individuals feel valued, respected, and empowered to fully engage in organisational and social activities (Grimaldi et al., 2024).
In recent decades, EDI has received a lot of attention as organisations have become more diverse as a result of globalisation, migration, and changing worker demographics. Modern organisations are expected not merely to follow anti-discrimination laws, but also to cultivate inclusive environments that promote employee well-being and organisational success. Research indicates that organisations with strong EDI practices have higher levels of employee engagement, innovation, creativity, and decision-making effectiveness because various viewpoints lead to better problem-solving and organisational performance (Ferrazza, 2025).
The significance of EDI goes beyond corporate benefits and reflects greater social issues about fairness and justice. Inclusive workplaces assist to minimise prejudice, inequality, and participation barriers while also fostering a sense of belonging in employees. Werner and Iradukunda (2025) found that when diversity and inclusion efforts are honestly executed and backed by leadership, employees are more inclined to trust and connect with organisations. This indicates that EDI is about more than just representation; it is also about creating conditions in which people feel valued, heard, and capable of making important contributions.
1.1 [bookmark: _Toc234758615]Background of the study

The increasing importance of EDI in influencing employee experiences and organisational outcomes has been brought to light by recent studies. The impact of implementing Diversity, Equity, and Inclusion (DEI) policies on employee engagement was investigated by Werner and Iradukunda (2025). According to their findings, companies that truly implement DEI initiatives as opposed to just employing them as a component of employer branding strategies are more likely to have engaged and dedicated staff. The study highlights that building trust and a sense of belonging among employees requires genuine leadership commitment, open communication, and employee involvement.
In a similar vein, Ferrazza (2025) examined the function of inclusion, diversity, and equality in the European hotel industry. According to the report, workplace satisfaction, organisational success, and employee motivation are all significantly impacted by EDI activities. Workers are more likely to be driven and dedicated to their company if they believe that their workplace is inclusive and fair. However, the study also found persistent issues that continue to impede the success of EDI initiatives, such as prejudice, unequal career advancement possibilities, and under-representation of specific groups. These results show that companies need to actively incorporate EDI concepts into their operational and strategic procedures, going beyond compliance-based methods.
Additionally, Grimaldi et al. (2024) created an EDI working Framework that offers organisations looking to adopt and maintain inclusive working practices useful advice. The framework emphasises a number of crucial aspects of implementing EDI, such as inclusive hiring and retention, diversity education and awareness, employee welfare, communication, leadership dedication, and community-building initiatives. The authors contend that attaining meaningful inclusion necessitates ongoing work and a methodical strategy that integrates EDI into regular organisational procedures rather than viewing it as a stand-alone endeavour.
The understanding that EDI necessitates real organisational commitment and goes beyond the presence of formal policies is a recurring element in all three studies. According to Werner and Iradukunda (2025), Ferrazza (2025), and Grimaldi et al. (2024), fostering an environment where workers feel appreciated, respected, and included is essential to the successful adoption of EDI. Together, the studies show that inclusive organisational practices, equal opportunities, employee involvement, and leadership support are essential to good EDI outcomes, in addition the connection between employee engagement and EDI is another common finding. According to all three research, workers are more likely to exhibit better levels of motivation, trust, commitment, and job satisfaction when they perceive fairness, inclusion, and equal opportunity in the workplace. On the other hand, employees may feel excluded, less engaged, and have less faith in organisational leadership if EDI is not implemented successfully (Werner and Iradukunda, 2025; Ferrazza, 2025; Grimaldi et al., 2024)
1.2 [bookmark: _Toc234758616]Problem statement 

Organisations looking to establish equitable and inclusive workplaces have made equality, diversity, and inclusion (EDI) a top priority. Despite the increased deployment of EDI policies and initiatives, many organizations continue to confront barriers in ensuring that these commitments translate into meaningful employee experiences. While organizations frequently promote diversity and inclusion through recruitment strategies, training programmes, and corporate policies, employees may still encounter barriers such as unequal opportunities, discrimination, lack of representation, and exclusion from decision-making processes (Werner and Iradukunda, 2025).
Prior studies have demonstrated effective EDI practices can enhance employee engagement, motivation, welfare, and organisational success (Ferrazza, 2025). Organisational goals and the actual execution of EDI efforts, however, continue to diverge. According to Grimaldi et al. (2024), the success of such programs is limited since many organisations find it difficult to incorporate EDI concepts into their regular working culture and procedures.
As a result, little is known about how workers view and interact with EDI programs in their companies and whether or not these programs actually promote an inclusive workplace. This disparity emphasises the need for more investigation into the efficacy of EDI implementation and its impact on working experiences, employee engagement, and inclusivity. Organisations looking to create more sustainable and successful EDI initiatives might get important insights from addressing this problem.


1.3 [bookmark: _Toc234758617]Aim and objectives

To investigate how employees, view and experience EDI practices inside organisations, as well as the efficacy of EDI programs in fostering employee engagement and establishing inclusive workplace environments.
· To investigate the idea and significance of EDI (Equality, Diversity, and Inclusion) in modern organisations.
· To determine the main EDI programs and strategies used by businesses to encourage workplace diversity.
· To investigate how workers, view and interact with EDI initiatives at work.
· to look into the connection between employee wellbeing, motivation, and engagement and EDI practices.
· To determine the obstacles that organisations have when putting EDI efforts into practice.
· To offer suggestions for enhancing EDI procedures and creating a more welcoming work environment.
1.4 [bookmark: _Toc234758618]Recherche questions 

1.What role does EDI (Equality, Diversity, and Inclusion) play in the workplace?
2.Which EDI efforts do organisations typically implement?
3.What impressions and experiences do workers have of EDI processes in their companies?
4.What effects do EDI programs have on workers' motivation, engagement, and well-being?
5.What obstacles must be overcome for EDI projects to be implemented successfully?
6.How can businesses enhance EDI procedures to make workplaces more welcoming?











[bookmark: _Toc234758619]1.5 Indicative Thesis Structures 

[image: ]


[bookmark: _Toc234758620]2.Litterature Review
[bookmark: _Toc234758621]2.1 visualising EDI

Due to its perceived impact on organisational success and employee well-being, the topic of equality, diversity, and inclusion (EDI) has been thoroughly examined in the domains of organisational behaviour, organisational psychology, and human resource management. An increasing amount of research indicates that companies with inclusive and diverse workforces are better able to enhance creativity, decision-making, employee engagement, and organisational sustainability. Though there is broad consensus about the benefits of EDI, new research has moved its focus from proving its advantages to investigating the reasons why organisations still struggle to convert EDI commitments into practical working practices. This change reflects a significant development in the literature, indicating that organisational implementation rather than policy formation is more crucial for EDI's efficacy

[bookmark: _Toc234758622]2.2 EDI framework and organisational Implementation 

 The literature contends that the terms equality, diversity, and inclusion should not be used interchangeably, despite the fact that they are often addressed in tandem. According to Grimaldi et al. (2024), diversity relates to workforce representation, equality guarantees equitable treatment and access to opportunities, and inclusion concentrates on fostering an atmosphere where workers feel appreciated, respected, and capable of making a full contribution. One of the few studies that goes beyond simply describing EDI by suggesting useful organisational measures to facilitate implementation is their EDI Workplace Framework. Grimaldi et al. (2024) contend that sustainable inclusion necessitates ongoing leadership commitment, employee wellbeing initiatives, inclusive recruitment, communication, and organisational accountability, in contrast to previous literature that mainly focused on legislative compliance or demographic diversity.  By acknowledging that diversity by itself cannot enhance organisational outcomes unless it is accompanied by inclusive organisational cultures, this more comprehensive viewpoint advances current understanding. Nevertheless, the framework is still primarily conceptual even though it offers useful suggestions. The study's capacity to explain why implementation typically fails in practice is diminished by the scant empirical information it provides regarding whether these recommendations consistently improve employee experiences across various organisational contexts.
[bookmark: _Toc234758623]2.3 EDI, Employee Engagement and organisational Performance 

 In a similar vein, Ferrazza (2025) contends that rather than just being required by law, EDI should be seen as a strategic organisational resource. The study shows that in the European hospitality industry, inclusive workplaces have a beneficial impact on employee motivation, organisational engagement, and performance. This result supports earlier claims that EDI creates competitive advantages rather than merely carrying out moral obligations. Ferrazza's results, however, seem to presume that organisations have the organisational culture and leadership capability required to successfully deploy EDI. Although the report lists obstacles including prejudice, unequal opportunities for advancement, and under-representation, it doesn't go into great detail about the organisational structures that are in charge of removing these obstacles. As a result, while the research demonstrates the usefulness of EDI, it does not fully explain why organisations often find it difficult to convert strategic goals into practical practice. This restriction is especially important as highlighting the advantages of EDI does not always clarify how those advantages might be attained. 
This conversation is continued by Werner and Iradukunda (2025), who contest the notion that employee engagement is a direct result of organisational commitment. The authors contend that rather than formal policies, employees assess organisations based on how authentically they apply Diversity, Equity, and Inclusion (DEI). Werner and Iradukunda (2025) position employee perceptions at the centre of effective EDI deployment, in contrast to Ferrazza (2025), who focuses primarily on organisational outcomes. According to their findings, employees are able to discern between true organisational commitment demonstrated by leadership behaviour and day-to-day workplace experiences and symbolic diversity activities intended to enhance business branding. Because it moves the conversation from organisational aims to employee interpretations of organisational behaviour, this is a significant addition. However, the study's conclusions may not apply to other industries or cultural contexts due to its narrow focus on organisational contexts. However, its focus on organisational authenticity offers a crucial reason for why, in spite of more complex diversity policies, many organisations still face implementation difficulties.
[bookmark: _Toc234758624]2.4 The Policy Practice Gap in EDI implementation 

Previous research on the policy-practice gap further supports the significance of implementation. Organisational diversity strategies often fail, according to Kirton, Robertson, and Avdelidou-Fischer (2016), since implementation relies more on managerial commitment than policy quality. Their findings show that middle managers frequently decide whether diversity tactics have an impact on daily employee experiences, challenging the notion that formal EDI policies necessarily result in organisational change. In a similar vein, Creegan et al. (2003) discovered that workers often saw equality rules as symbolic since they saw little increase in their ability to advance in their careers and be included in the workplace. Despite the fact that these studies were published a long time ago, their findings are still relevant today, indicating that the implementation gap has persisted remarkably. When taken as a whole, these studies show that creating EDI rules is no longer the main issue facing businesses; rather, it is making sure that workers consistently experience those policies over the course of their employment.
[bookmark: _Toc234758625]2.5 The Role of Leadership and Organisational Culture

Although recent research has shown that EDI improves organisational performance, there is still much disagreement about the organisational circumstances required for successful deployment. The research frequently makes the claim that organisational culture and leadership commitment have a greater impact than official EDI policy. According to Grimaldi et al. (2024), inclusive leadership is essential to integrating EDI into organisational structures because it shapes organisational values, affects employee behaviour, and determines whether diversity efforts are incorporated into routine operations. Werner and Iradukunda (2025) reinforce this claim by arguing that employees assess organisational commitment based more on the actions of leaders than on business statements or policy texts. When taken as a whole, these studies indicate that leadership serves as a bridge between employee experiences and organisational goals. Leadership alone cannot account for differences in organisational outcomes, as neither study adequately explains why leaders within the same firm may execute EDI differently.	
The literature has also given organisational culture a lot of attention. Ely and Thomas's (2001) earlier research questioned conventional methods of managing diversity by contending that organisations can only truly benefit from diversity when differences are included into organisational learning and decision-making. Ely and Thomas (2001) suggested that companies should foster environments where employees' varied experiences and viewpoints foster creativity and organisational performance rather than considering diversity as a compliance concern. The concept put forward by Grimaldi et al. (2024), which also promotes integrating inclusion into routine organisational procedures, is complementary to this viewpoint. However, since Ely and Thomas's study, the literature has changed significantly, reflecting shifts in labour expectations, globalisation, and the growing focus on psychological safety and employee health. As a result, modern organisations need more comprehensive implementation techniques that tackle new workplace issues, even though the integration-and-learning perspective is still influential. 
[bookmark: _Toc234758626]2.6 Challenges and Barriers to Effective EDI Implementation

There is also widespread consensus in the literature regarding the connection between EDI and employee engagement. According to Ferrazza (2025), inclusive workplaces boost employee enthusiasm because workers believe there is more justice, respect, and equal opportunity. In a similar vein, Werner and Iradukunda (2025) argue that genuine implementation increases organisational commitment and employee trust. Together, these results demonstrate that employee engagement is a result of workers' perceptions that company values are reflected in working procedures rather than just diversity. The literature does, however, also highlight a significant drawback. Employees who continue to be excluded despite organisational diversity measures have received very little attention, despite the fact that many studies presume that increased employee participation inevitably signals effective EDI implementation. As a result, favourable organisational results could conceal ongoing disparities that minority groups face, indicating that employee engagement by itself might not be a reliable indicator of EDI efficacy.
There are still inconsistencies in the literature despite the general consensus about the significance of implementation. While some academics contend that organisational structures and culture have a bigger impact on employee experiences, others highlight leadership as the key factor in successful EDI. Similar to how Ferrazza (2025) emphasises motivational outcomes, Werner and Iradukunda (2025) place more emphasis on organisational authenticity and propose distinct ways that EDI affects workers. These contrasting viewpoints, which highlight the difficulty of implementing EDI in a variety of organisational settings, should not be seen as antagonistic but rather as complimentary.
[bookmark: _Toc234758627]2.7 Literature Gap

Even though there is a lot of data in the literature to support the benefits of EDI, there are still a lot of gaps. Few studies have looked at how employees feel about the shift from organisational commitment to actual implementation, despite the fact that many have looked at diversity policies, leadership techniques, and organisational frameworks. Research has consistently shown that there is a gap between policy and practice, but little is known about how organisations effectively close this gap in various workplace circumstances. Additionally, a large portion of the research assesses EDI from an organisational or managerial standpoint, paying relatively little consideration to how employees actually perceive inclusion. This constraint is important because employees' views of fairness, belonging, and equal opportunity should be considered when evaluating the efficacy of EDI, rather than relying only on organisational policy or diversity data. Therefore, more study is needed to find out how companies may integrate EDI into regular organisational operations rather than only making symbolic promises. By identifying elements that promote genuine implementation and long-term workplace inclusion, closing this gap will advance both academic understanding and organisational practice.
[bookmark: _Toc234758628]3.Methodology

In order to investigate the gap between Equality, Diversity, and Inclusion (EDI) commitments and their execution inside organisations, this study will employ a qualitative research technique based solely on secondary data. Because it allows for a critical analysis and interpretation of the body of available material, a qualitative method is suitable for gaining a greater knowledge of how EDI Thematic analysis will be used to examine the gathered material in order to find recurrent themes, parallels, contrasts, and gaps in the current body of knowledge. The study will be able to critically synthesise existing knowledge and pinpoint areas that need more research thanks to this method. There won't be any human subjects because the study only uses published materials. However, the study will adhere to ethical research procedures by utilising reliable sources, correctly citing all references, and refraining from plagiarism. Regulations are implemented in the workplace. The study will use an inductive methodology and an interpretivist philosophy. The interpretivist philosophy is suitable because it seeks to understand different perspectives and interpretations of EDI implementation within organizational settings, while the inductive approach allows themes and conclusions to emerge from the analysis of existing studies rather than testing predetermined hypotheses (Saunders, Lewis and Thornhill, 2023).
Secondary data will be gathered from reports released by respectable organisations, academic books, peer-reviewed journal papers, and university dissertations. The chosen literature will concentrate on important topics such as employee engagement, organisational culture, leadership, EDI implementation, and the discrepancy between policy and practice. Although seminal publications will be included when appropriate, newer studies published within the last ten years will be given preference.
[bookmark: _Toc234758629]3.1 Project time line 
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[bookmark: _Toc234758630]4. Result and analysis

[bookmark: _GoBack]This study is intended to show that, while many businesses have created Equality, Diversity, and Inclusion (EDI) policies, there is frequently a large gap between institutional promises and practical execution. According to the research, while EDI policies are intended to promote fairness, equal chances, and inclusive workplaces, their efficacy is heavily influenced by elements like as leadership commitment, organisational culture, employee engagement, and accountability.
The analysis will draw on current academic research to identify common themes related to EDI implementation, such as hurdles to good practice, issues in translating policy into action, and factors that contribute to successful implementation. The review is also expected to show discrepancies between businesses who consider EDI as a strategic organisational value and others that see it solely as a compliance need.
Overall, the findings are expected to give a critical knowledge of the policy-practice gap in EDI implementation, as well as recommendations from current research that might assist businesses in creating more inclusive and equitable workplaces. These findings will help to meet the study's goals and objectives by identifying critical elements that influence the successful deployment of EDI in organisational contexts.
[bookmark: _Toc234758631]4.1 Business implications

According to the research, achieving effective workplace inclusion requires more than just having Equality, Diversity, and Inclusion (EDI) policies. This suggests that rather than being viewed as a compliance necessity, EDI should be included into regular management procedures for commercial enterprises. Stronger organisational commitment, better work satisfaction, higher employee engagement, and enhanced staff retention are all possible outcomes for companies that successfully execute EDI programs. On the other hand, a failure to implement EDI policies could lead to lower productivity, reputational hazards, employee unhappiness, and a decline in leadership trust.
[bookmark: _Toc234758632]5.Discussion and conclusion

The purpose of this proposed study is to critically investigate the gap between Equality, Diversity, and Inclusion (EDI) policies and their implementation in organisational contexts by analysing existing academic literature. Although many businesses have implemented EDI policies to promote fairness, equal chances, and inclusive workplaces, past research indicates that considerable hurdles remain in putting these promises into practice. This study seeks to uncover the organisational, cultural, and leadership elements that influence the effective implementation of EDI initiatives through a thorough examination of the literature.
The findings of this study are expected to add to the current body of knowledge by providing a better understanding of the elements that enable or impede efficient EDI deployment. The study will also emphasise the necessity of going beyond policy development and incorporating inclusive practices into organisational culture. The study is expected to provide practical insights for managers, policymakers, and organisations looking to improve EDI adoption and promote more inclusive workplaces.
Finally, this dissertation will fill a significant vacuum in the literature by investigating the link between organisational EDI commitments and their practical implementation. The study is expected to make recommendations to help companies bridge the policy-practice gap, as well as contribute to future research on Equality, Diversity, and Inclusion.
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