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[bookmark: _Toc179207675]Introduction
[bookmark: _Toc179207676]Background
Equality and diversity at the workplace have become critical management issues in the twenty first century due to moral reasons as well as the need to create better, innovative and more effective teams. Equality is all about the opportunity for all employees to be treated equally and given the same rights regardless of their particular individual qualities such as gender, race, age or disability. In contrast, the term diversity represents the involving of people with a range of different characteristics that include and are not limited to different races and experiences which enhances creativity and problem-solving capabilities within the organisation (Parmer, 2021).
Lately, more emphasis has been placed on the promotion of equality and diversity for instance in the workplace than ever before. It is argued that teams that comprise a better mixture and representation of groups such as gender and culture are better equipped than other more uniform teams in aspects such as innovation decision making processes and overall performance. Despite the increased awareness of the need for change however, many companies or organisations continue to lack meaningful change in this regard. Issues of gender pay gaps, female and minority underrepresentation in higher positions within organisations and discrimination in hiring promotion are still apparent in many sectors of the economy. For instance, within industries like technology and financial services, diversity levels are still low when measured against the population as a whole raising questions as to the effectiveness of current diversity efforts (Mousa, 2021).
Along with these challenges, there is also admittance of further layers to this phenomenon, which is the intersectionality whereby employees may face layers of disadvantages brought about by interacting identities, for instance, race and gender. The need to tackle inequality and diversity concerns becomes even more acute and complicated. This study, therefore, intends to be done to understand these key concerns by using desk research on the explanatory variables of workplace diversity and equality so as to give a clear current scenario and gaps to be filled.
[bookmark: _Toc179207677]Research Aim
The major aim of this study is to undertaken an extensive review and synthesize secondary data regarding equality and diversity at the places of work in order to establish trends, issues and possibilities. This analysis will enable understanding of how best organizations can enhance equality and diversity management practices to affect organisational success and wellbeing of the employees.
[bookmark: _Toc179207678]Research Objectives
· To examine the current trends and challenges in promoting equality and diversity within professional settings.
· To evaluate the effectiveness of existing organisational policies and practices aimed at improving equality and diversity.
· To explore the impact of equality and diversity on organisational performance, innovation, and employee engagement.
· To provide recommendations for future actions to enhance equality and diversity in the workplace.
[bookmark: _Toc179207679]Research Questions
· What are the key trends in equality and diversity in the workplace, as revealed by secondary data?
· What challenges do organisations face in promoting equality and diversity?
· How effective are current organisational policies and strategies in improving workplace diversity and equality?
· What impact do diverse and inclusive workplaces have on employee engagement, innovation, and organisational performance?
[bookmark: _Toc179207680]Research Rationale
The need to conduct this research emanates from the increasing relevance of equality and diversity in the workplace as moral principles and as organisational value propositions. Several studies show that employment of diversity in organisations leads to improved creativity, innovation and employee satisfaction thus resulting in organisation performance improvement. However, peer-reviewed literature has found practical evidence of all these advantages, but most companies fail to adopt overall diversity initiatives, primarily because of inadequate information on best-practice models and frameworks for success and failure.
This research seeks to address this issue to some extent by adopting secondary data for the purposes of identifying current trends and issues in workplace diversity. Secondary research data from government and industry research, as well as academic journals, give an organisational perspective and a glimpse of employees’ experiences. Through analysing and presenting such information, the research can provide more extensive and comparative view of the diversity issues at the workplace across various industries, which can give the organisations an idea of what could lead to success in this area.
[bookmark: _Toc179207681]Research Structure
The structure of this work consists of several key parts. The Introduction presents the context, the research aims, the objectives, the questions and the justification. The Methodology Chapter shall provide options for the analysis of secondary data and defend the choice of data and analysis strategies. In the Literature Review, relevant studies regarding workplace equality and workplace diversity shall be reviewed and critiqued in order to place the findings within a broader landscape. The Analysis and Discussion will provide a discussion of the findings obtained through the analysis of secondary data and the relationship of the study objectives and questions with the findings. Finally, the Conclusion presents key findings of the whole work, and Recommendations put forward feasible and effective measures on the organisation policies and directions of future research in order to enhance equality and diversity at the workplace.
[bookmark: _Toc179207682]Methodology 
[bookmark: _Toc179207683]Research Design
Qualitative research design is used in this study in order to assess workplace equality and diversity. A qualitative approach is preferred because the study focuses on understanding trends, problems, and organisational performance in respect of these issues. Qualitative techniques provide richness and insights into elements that are difficult to measure such as organisational culture, inclusion of employees, and dynamics of diversity and therefore, are appropriate in studying how varying degrees of equality and diversity are practiced in different organisational settings (Hennink et al., 2020).
The study depends exclusively on secondary data, which is defined as data that has already been gathered, processed, and made publicly available by other scholars, institutions, or governments. Such information includes various surveys, reports, and studies as well as published documents, which make it possible to grasp workplace patterns across industries. Therefore, it helps the research to tap into credible data through the use of secondary resource rather than collecting new data hence saving time and prize but maintaining quality in the analysis. The rationale for the second approach is rooted in the evidence that there are many good primary sources and research works covering workplace diversity and equality.
[bookmark: _Toc179207684]Data Collection Method
As mentioned above, the study is based on secondary data and therefore in order to perform the data collection method, the researchers need to find and choose the suitable sources which meet the goals of the study. The primary data sources comprise government publications, business market research, academic articles, company diversity statements including the Trust care Ltd , and open data sets (Mazhar et al., 2021).
Government reports present data that represent the national level workplace policies, rates of diversity, and employment in a quantifiable manner. These reports like most others tend to be commissioned by national organisations hence report accurate information on diversity at the highest level. Further still, such studies can provide useful information with regard to diversity initiatives and policies within different industries. Such surveys assist in situating individual industry’s sprains and strains in the contexts of equity and diversity (Islam et al., 2020).
The academic literature which is based on peer reviewed journal articles contains the theoretical and empirical perspectives regarding workplace diversity. This literature assists in understanding the different types of frameworks and theories and the empirical data about them. Moreover, the corporate diversity reports, which are provided by the organisations themselves, contain information aimed at achieving diversity in each company through policies, programs, and reporting. There are also large datasets such as those contained in Eurostat or the Office for National Statistics which can enable comparisons of diversity metrics across sectors and regions.
In the identification of these sources, an extensive effort is made which includes searching through Google Scholar and from JSTOR academic resources as well as official government and non-governmental organization websites. The data collection also hopes to source out such materials reaching out to the factors of gender, race, disability, and inclusion as well as other aspects of diversity in the workplace.
[bookmark: _Toc179207685]Inclusion and Exclusion Criteria
[bookmark: _Toc179207686]Inclusion Criteria
· Studies or reports that focus on workplace equality and diversity across various sectors and industries.
· Data that covers a broad range of workplace diversity aspects, including gender, race, disability, sexual orientation, and other relevant identities.
· Sources published in the last 5 years, to ensure that the data reflects current trends and policies.
· Data that includes quantitative or qualitative evidence related to outcomes of diversity initiatives (e.g., employee satisfaction, performance, innovation).
[bookmark: _Toc179207687]Exclusion Criteria
· Studies or reports that do not directly address workplace settings or focus solely on non-employment contexts.
· Data that is outdated or published more than 5 years ago unless it provides foundational or historical context that is critical to the analysis.
· Data that lacks sufficient detail or depth, such as reports that provide only superficial overviews without specific findings or conclusions.
[bookmark: _Toc179207688]Data Analysis
The secondary data analysis is content analysed using the thematic analysis technique, which is a qualitative approach that focuses on patterns or themes that recur in a collection of data. Thematic analysis helps the researcher to effectively manage qualitative data where the characteristics of the workplace, its equality and diversity, are divided into logical parts and composed into themes. This method is particularly potent for evaluating the visible and non-visible aspects that drive the diversity factors within organizations (Christou, 2022).
The analysis is of a more qualitative type that begins with the customs analysis where all relevant documents, reports, and datasets are examined. Certain segments of the data which are regards as answers to the key research questions are given the key codes like: “gender pay disparities”, “minority representation”, “inclusion initiatives”. Such codes are further classified into broad headings ‘obstacles to workplace diversity’, ‘effective diversity management techniques’, ‘effects of diversity on creativity development’ etc. This also makes the study of the operational patterns and problems more depersonalized and the tangible effectiveness of diversity measures across varying organizational cultures (Terry and Hayfield, 2020).
[bookmark: _Toc179207689]Ethical Considerations
Considering that this is a secondary dataset, it follows that there is no primary data in any of the sections. However, ethical issues are also very important in case of secondary data utilisation. Information barriers are one of the ethical issues that foremost come up with the use of secondary data. Despite the nature of secondary data that it is rare for it to have other externally identifiable attributes; care still exists in the type of information that is presented. Any data with PII is avoided unless such data has been washed and provided by its creator as fit for use in an investigation (Pietilä et al., 2020).
Ensuring the accuracy and validity of the secondary data is another ethical issue that is highly emphasised. Evaluation of the primary data collection procedures is done in order to justify the claim that the resultant findings will be valid and reliable. In the study only those sources that are considered to be credible and adhere to certain methodological guidelines are incorporated. Intellectual property is an area that needs attention. Since secondary data has been used, it needs to be credited appropriately to whosoever it is due. This helps in protecting the intellectual property interests of the original producers of the data used in the study. Attributed results should avoid any illegal use of favorite strategies due to the academic discipline (Davidson et al., 2024).
[bookmark: _Toc179207690]Literature Review 
[bookmark: _Toc179207691]Theoretical Frameworks
The processes and policies meant for workplace diversity and equality are based on various theories, each explaining the reasons and how inequality can be redressed in an organisation. Special attention has been devoted to Critical Race Theory (CRT), which claims that racism is systemic in all social institutions, including the workplace (Ladson-Billings, 2021). The core of CRT is not so much about ‘active’ hatred but focusing on discrimination and issues such as those people face who may not be actively hated, but who are treated as inferiors. Long (2021) appears to be reducing diversity programs attention to marginalized communities without considering the systemic problems within these communities. Nearly all of these countries have however been affected by race and ethnicity issues of one form or the other. These arguments can be dismissed with CRT achievements, which has become elitist in the recent years, simply critiquing other disciplines. Race still remains a specific category within the CRT supporters, missing an entire picture of discrimination, where race is only an auxiliary identity (Warmington, 2020).
Correspondingly, Social Identity Theory (SIT) offers a psychological perspective by emphasizing the group dynamics which take place in organisations and affect employee’s behavior. As put forth by this theory, one of the members of a group is likened to the other members while those outside of the group are imagined as different, this subjects people to bias during recruitment, promotions and normal social relations (Harwood, 2020). While this theory brings out the necessity of reducing bias, through the use of diversity, it has been faulted for cowing to common power imbalances at the institutional level or beyond the structural context (Hodson and Earle, 2020). In binary, Gender Studies present a thorough investigation of the role that gendered power politics play in the perpetuation of inequality at the workplace. Referring to Lowndes (2020), she claims that “Organisations are gendered institutions”. Masculine values, attributes, and behaviours become normative and legitimize male superiority in all spheres of the institutions. Therefore, many critics argue that corporate efforts of diversity management have problems addressing institutionalized gender asymmetries within organisations including wage ceilings and women’s low rank in management (Raskovic, 2021). 
It can be inferred from the analyses of these theories that there is no single management solution for workplace diversity. Psychological theories way concentrates on individuals and their biases and interrelations, such as cultural psychology, while CRT and feminist theories call for tearing down the internalised oppression ingrained in organisations.
[bookmark: _Toc179207692]Trends and Challenges in Promoting Equality and Diversity
The literature reveals a number of trends in workplace equality and diversity, however there remain serious barriers to achieving inclusive workplaces. There is research evidence to the emerging organisational commitment to diversity, having been sanctioned by ethical reasons and pragmatic reasons. A study conducted by McKinsey & Company (2020) revealed that the organisations having a higher proportion of women in their top management are 25% likely to than those organisations who do not possess many women in top management roles to experience higher profitability rates. Also, the Boston Consulting Group (2024) noted the fact that more diverse teams generated 19% more from innovation. These insights point to the notion that diversity is no longer simply a question of ethical sensibility that society expects from business organisations, but that it is also a business imperative that offers competitive benefits.
Nonetheless, there are some challenges that are still overwhelming. Unconscious bias still exists to be a powerful obstacle to equal opportunity in the organisations. According to a study by Bertrand and Mullainathan (2003), people with 'white sounding' names got callback offers at a success rate of 50% higher than those that went advertising for caucasian names even when all if the applicants advertised the same qualifications. This indicates that operations of delving into the mind of potential employees are still highly subjective. Chawla (2020) observes that, in particular, compulsory diversity training is largely useless and mainly for show. Their study indicates that such programs usually generate resentment and fighting spirit among majority group members and so are counterproductive.
Furthermore, the literature reviews within the organisation emphasize on the restiveness in most of the diversity policies adopted. Devine and Ash (2021) discovered that many diversity initiatives were never translated into actions, malfeasance was commonplace, and penalties for not accomplishing the diverse road map were very few. Such inaction gives rise to the sentiments of ‘diversity fatigue’, where these activities aren’t aimed to make an impact, but rather to look good for the purposes of Orwellian doublethink (Darrell Norman Burrell, 2024). Likewise, Ahmed contends that the practices of many organizations relating to diversity can be classified as “tick-box” character where attention is more on the diversity element and not inclusion itself.
[bookmark: _Toc179207693]Effectiveness of Existing Organizational Policies and Practices
The impact of organisational policies for enhancing workplace diversity has been the subject of much discussion. The views presented by some scholars suggest a number of changes which may occur with well – developed polices that include employee involvement, and the support of workplace leaders, thus reforming workplace diversity. For example, by studying increased cross cultural representation, Livingston (2020) discovered that organisations that make diversity a part of the overall strategic mission in an organisation than an additional programme to be integrated, record higher levels of success in diversity management. Their work states the needed work on the “learning and integration” model, where diversity is viewed not as a number, but as an opportunity to learn.
However some other scholars oppose these existing policies with a lot of criticism. Mandatory diversity training programs can either not work at all or simply reassert the stereotype information, according to (Wolbring and Lillywhite, 2021). In their studies, they found that the kind of training can give rise to an adverse reaction, especially when employees from the dominant group get defensive and regressive. Tamunomiebi and John-Eke (2020) also has a similar opinion about such trainings and states, that they more often offer these shallow solutions instead of going to the root of the problem.
However, there are some policies that have indicated directing the best results. Promotion of both the mentor and the protégé-sponsor relationships has been described as effective in the career development of under-represented groups in a number of works (Otike et al., 2022). These programs are not only helping the candidates get direct career prospects but also the diversity employees in the informal networks which are so important for promotions and career advancement. Nevertheless, Thomas & Ely advise that even these programs have to be well-planned so as not to perpetrate more of tokenism, whereby the minority workers are viewed as the only representatives of their kind in an organisation.
[bookmark: _Toc179207694]Impact of Equality and Diversity on Organisational Performance, Innovation, and Employee Engagement
Diversity and its relation to organisational performance and strategics has continued to receive much attention. Most of the studies tend to support the view that, where there is effective management of diversity, it boosts performance, innovation, and even employee engagement. When it comes to solution finding, Garg and Sangwan (2021) asserts that problem solving is enhanced as a larger poolhe states that diverse talents always perform better. Page argues that providing a greater diversity of members improves group performance even on tasks that are expected to require creativity and lateral thinking.
Nonetheless, diversity by itself cannot ensure improved performance. Mousa et al. (2020) further contend that if organisations are to benefit from the use of diversity, they would have to embrace inclusion as well — Employees should feel and be able to add value to the organisation. This aspect was raised by Yadav and Lenka (2020) who also indicated that, diversity by itself would work with inclusion rather than in isolation. Alternatively, Robertson explains that without inclusion, diverse teams may have more conflict than the benefits that stem from diversity and engagement.
Similarly, some researchers, such as Dixon-Fyle et al. (2020), observe the negative impact of diversity on teams and argue that it is related to the increased level of conflict within teams, which occurs when team members are not able to handle differences appropriately. Their results indicate that communication within and the cohesion of diverse teams often pose a challenge, which hinders performance. They hold the view that diversity should go hand in hand with issues of inclusive leadership as well as conflict management, so that better organisational outcomes will be achieved.
[bookmark: _Toc179207695]Research Gaps
Nonetheless, more research has been carried out on equality and diversity in the workplace, one can identify some gaps that are still present. One major gap is that most of the diversity research does not a employ intersectionality framework. While others on the other hand, only central on or center one identity category, for instance, gender or race, a fewer consider how multiple axes of identity for example race gender and disability, create diverse experiences in workplaces. This reduces the complexity of the intersectional discrimination realised on such individuals. 
Further, most investigations conducted to date focus on big business organisations, while the remaining quadrant of small and medium businesses requires more research. The application of diversity initiatives in SMEs still presents some unique obstacles compared to large organisations, especially in terms of quantity and quality of resources available. Last but not the least, majority of the studies offer a cross sectional picture of diversity, but very few have longitudinal work that show success of diversity interventions. Closuring these gaps would, therefore, contribute towards offering a broader perspective to understand workplace diversity and develop suitable initiatives within diverse settings.
[bookmark: _Toc179207696]Analysis and Discussion of Findings 
The secondary data gathered for this particular study illustratesthis work provisioned with substantiating pool of industrial, regional and temporal neglect sectoral coexistence. The most salient trend is the growing recognition of HR diversity and inclusion strategies’ importance, not only as a matter of compliance, but a primary business strategy. Particular news sources, such as business reports, government publications and industry publications, have highlighted an increasing trend where companies, at least publicly, commit to diversity and create policies to boost the representation in the company of minority individuals. For example, the report by McKinsey & Company (2020) indicates that businesses that are staffed with diverse boardroom management teams have a higher return on investment than those without diversity, a trend that has been projected across the industries of finance, technology, and even healthcare.
One noticeable trend that follows from the data is the improved gender balance at the bottom of the hierarchy, where women account for a relative majority of new recruits in most sectors. This is, however, not often the case when looking at the senior management and board levels where women, more so women of color, are often inadequately featured. Lean In (2018) provide statistics that point out to the ‘overhead glass which most of the corporations’ female employees would wish to break’, less than 30% of executive directors are women in large corporations even when these women make up to half the level of employees of the organisation. This paints a picture, that while a lot of campaigning over the recruitment law and ethics has yielded positive results, there is still a long way to go regarding people from different sexes taking up leadership responsibilities.
Another pattern observed the lack of representatives of racial minorities on the leadership table while many companies profess having a commitment to equity of races. Several corporate diversity reports showed that while the number of ethnic minorities was racial and recruited especially at the bottom and middle levels, they were hardly seen at the top management ranks. This trend appears to be sector agnostic, from IT to education, demonstrating structural challenges that still inhibit the promotion of race members in organisations.
Examining the specificities or peculiarities of the industry trends, the obvious case of the technology sector is the enduring inequality in terms of diversity, especially in the area of technology. In spite of the pledges from blue chip organisations such as Google and Microsoft to commit to workforce diversity, there are less than ten percent of Black and Latinx employees in the Tech departments (Laborde, 2023). However, representation is still lacking despite various diversity initiatives across industries: in order of more diversity to less, healthcare, education, technology, infrastructure, and transportation.
Additionally, some data associates the effectiveness of diversity programs with the organisational size. Appropriate measures to achieve effective diversity are often higher in large organisations especially those with stand-alone diversity and inclusion departments compared to small and medium enterprises. Such is probably as a result of more health institutions having large organisational policies supporting the operationalisation of health institutions diversity management strategies in practice.
[bookmark: _Toc179207697]Findings Relation to the Literature Reviewed
The results obtained from analysing secondary data also corroborate with the literature reviewed above but at the same time reveal the directions in which theoretical and empirical studies differ. For instance, growing incorporation of women and minorities in the junior staff corresponds with the observations of Otike et al. (2022) regarding the emerging self-organising consciousness of business organisations’ need for gender/racial diversity. These scholars posit that initiatives for promoting diversity have achieved the intent of providing opportunities at the lower tier of organisations as it was pointed out by Livingston (2020) on the business case for diversity.
Nevertheless, the absence of diversity in the blog’s senior leadership positions, demonstrated in the data, similarly to the critique presented by Mousa et al. (2020), who argue that many corporate diversity efforts are not successful. Although businesses sign psychological contracts and have diversity action plans, firms never transform into organisations that promote the progression of women and minorities into top management positions. This would indicate that while diversity policies could be successful in increasing diversity at hiring levels, the problems faced by marginalised groups are not solved to deepen diversity since incompetent traits like racism and lack of role models are not solved to deepen diversity since incompetent traits like racism and lack of role models are not addressed by diversity policies.
The data also establishes the finding of Tamunomiebi and John-Eke (2020) who asserted that double oppression occurs when a person is from at least two oppressed groups (women of color). Results highlighted in LeanIn.Org (2020) indicate that women of color are still largely absent from senior management positions, and this is indicative of how race and gender intersect to compound the problem of diversity because standard diversity policies cannot address this problem.
However, the results on self-employment rates, hiring and promotion discrimination by application, and the Social Identity Theory give a contrary implication (Harwood, 2020). Another fact suggesting that diversity awareness exercises are not sufficient to eliminate prejudice effects is the existence of continued research, such as Otike et al. (2022), on resumed Asians and blacks finding that prejudice effects are still accorded in hiring decisions despite available formal diversity sensitivity programs. Indeed, this essence corroborates the current research analysis pointing out that, even as minorities are hired, they are subjected to low-level jobs, but are not promoted to executive positions due to bias that is still prevalent in promotion activities as a true diversity blocker.
[bookmark: _Toc179207698]Implications of the Findings for Workplace Equality and Diversity
There are several implications of the findings on workplace equality and diversity that need consideration. First, the absence of diversity at the higher echelons is indicative of the fact that the existing programs are not able to remove the ‘glass ceiling’ which prevents the women and other minorities to progress further. This therefore indicates that organisations have to go beyond low cost and decorative diversity policies and associate with more revolutionary approaches which address the real causes of inequality. For example, mentoring and sponsorship programs would benefit underrepresented groups in climbing up the ladder that are less prevalent in the workplace.
The enduring generalisation of minority populations in positions of power also reflects on the efficacy or otherwise of diversity programs in organisations. The findings sorts out that although diversity training would be a normal phenomenon in organisations, its outcome in changing workplace actions and attitudes in averting prejudice is low. This complements the concern raised by Garg and Sangwan (2021) where it is stated that the majority of the diversity programmes is more concerned with the legal requirements instead of bringing about real organisational transformation. In – spite of this, however, there will be a need to pursue a more inclusive leadership approach, as well as other bias reduction measures to train employees on rather one off training.
This is where considerable divide arises which is how large corporations differ from SMEs if the outcomes of diversity are compared. The data shows that the big organisations have better results of fulfilling diversity as they have dedicated teams and more funds which resources make it easy to implement and enforce. There is a possibility that such SMEs would have to be given more support than they posses to improve their diversity outcomes. Certain policies in place, such as government-funded diversity training for SMEs or encouraging companies who are making advances towards diversity, may be able to help close the gap.
Moreover, the sectoral barriers to diversity which have emerged from the data including from this study in the case of the technology sector, indicate that sectoral diversity may be essential. In such cases, for instance, tech firms may implement outreach and recruitment programs to enhance the flow of prospective and active applicants from other social groups into STEM fields held in private by the tech companies in conditioning giving through educational institutions and equity scholarship.
[bookmark: _Toc179207699]Limitations of the Secondary Data
Three main limitations of the interpretation of secondary data are presented in this section. First, it does not provide longitudinal perspective, offering only point-in-time data on diversity outcomes without any longitudinal tracking of such diversity initiatives and their consequences over time. Another issue is that most of the data, especially in the corporate diversity reports, can be biased or too rosy since every organisation tends to report the good while ignoring the bad. Consequently, the data is also too broad, especially on the dimension of intersectionality; marriage, ethnic origin, political ideas and gender are regarded as independent phenomena but they intersect themselves in the processes to influence people’s experiences in the workplace.
[bookmark: _Toc179207700]Conclusion 
Utilising secondary data, this research aimed at understanding the structural trends, difficulties and effects of implementing workplace equality and diversity management. The study followed a few interrelated factors: analysing the employment attitude changes with respect to diversity, understanding hurdles domestic workplaces come against in aiming for equity, estimating the extent to which current strategies address diversity, and looking at diversity and its strategic relevance on business performance, business creation, and commitment towards the organisation. By and large, the findings provided evidence about diversity strategies that have been implemented in different fields and the reasons why people from minority groups have not advanced within the organisations.
A thorough secondary data analysis has led to specific and important findings. It was also noted that, despite a success in the challenge of lowering the gender and racial diversity gap at the point of recruitment, the same inclusiveness cannot be attested in the top management. In fact, it is women, and particularly women of color, who continue to be the minority in top management positions, indicating that present policies regarding diversity are not conquering all barriers to the advancement of women. In this case, the pattern represents the reasons why such a large section of the population has been employed in diversity policies such as recruitment rather than the provision of the progression opportunities for the underrepresented.
What emerged out of those recommendations is also an understanding of the extent of unconscious bias and its relevance to recruiting, promoting, and retaining talent. More importantly, within organisations that are able to combat discrimination and prejudice, including through bias training programs, this type of data does not provide the same evidence of success. With respect to diversity, evidence that there is a positive and linear relationship between diversity and organisational performance was also confirmed, with the information that more diversity in leadership correlates with better performance in heterogeneity particularly with creativity and profitability. However, there is also the value of inclusive leadership differentiations and the value of diversity resources within the global marketplace, as the mere presence of diversity does not guarantee successful results so long as there is no diversity strategic management framework instituted.
This study also adds to the knowledge on equality and diversity in the workplace since it corroborates some of the major issues identified in the existing literature such as, the existence of the glass ceiling for women and other minority groups as well as the limited impact of many diversity training initiatives. It also extends the discussion by focusing on the specific challenges that small and medium-sized enterprises (SMEs) meet, which are often omitted in diversity research. Moreover, the placing of emphasis on intersectionality especially the case of dual or multiple disadvantage that women of color face, provides a more in depth picture of workplace diversity dynamics than what traditional diversity strategies tend to ignore.
Although this study adds to the existing body of knowledge on diversity in the workplace, it is important to note several limitations. The use of secondary data implies that the findings will be limited to the extent and quality of the initial data sources. Many of these diversity reports published by corporations, for instance, are likely to provide excessively positive assessment of diversity efforts, compromising the ability to scrutinise the real success of selected initiatives. In addition, the cross-sectional nature of the majority of the sources is problematic when trying to assess the degree of change in organisations after implementation of diversity initiatives. Another limitation is the emphasis on the large organisations, with little attention on the different perspectives of implementing related practices in SMEs. These limitations could be addressed in future research by including a variety of data sources and conducting case studies to cover the gap connecting organisational practices and diversity in smaller firms.
[bookmark: _Toc179207701]Recommendations and Future Actions 
With the results of this research work, the following recommendations should be made on how organisations can promote equality and diversity in the workplace. First, organisational members must move from simple equal opportunity policies to ensuring that managers are held accountable for, and have monitors on diversity improvements. This is entails identifying targets that can be done in the short-term, as well as the achievement of targets that should be improved in the future. Furthermore, placing mentorship and sponsorship systems into practice for the equality promotion of gender and ethnic diversity in leadership positions are also necessary. Sponsorship where the top management speaks out for the marginalised employees can be very helpful in the dismantling of the barriers to upward mobility.

Other procedural controls that require enhancement include the bias mitigation strategies. This remains an area where organisations have sought to address using training such as ‘unconscious bias training,’ though many may not tackle nuanced issues sufficiently depth. Instead, organisations should incorporate continuous training years that fall under the behaviour transformation condition of diversity and the cultivation of the culture of diversity in leadership. This can improve the organisational culture for diversity to make it easier for the organisation to reduce bias within the system.
More long-term studies should be conducted in the future in order to analyse the effectiveness of the diversity programs and their impact on the stable change of representation and organisational climate. Intersecting also require additional research, as most studies mainly adopt a single category paradigm (for example, gender or race) without considering multiple categories of identities at work. Finally, there is the need for more work on SMEs, because they particularly experience obstacles related to diversity due to their overall constrained resource and established company configuration. Such barriers can be mitigated through more adaptable diversity initiatives aimed at SME professionals and could go a long way towards improving organizational diversity practices throughout the sector.
The second important strategy for organisations is to create leadership engagement where organisational leaders champion diversity and inclusion in their work environments. Therefore, inclusive leadership should not just stop at observing the legal requirements, but every leader should ensure that all employees are included. This includes cultivating accessibility of communication channels, combating microaggression, and incorporating inclusion of diverse input into processes. In addition to bias reduction, bias education should take a secondary priority to inclusive leadership training to guarantee that the company’s managers are well prepared for a diverse workforce. Therefore, organising for embedding inclusivity into leadership practice is crucial with a view of improving talent retention for diversity within organisations besides boosting the cohesiveness of workplaces.
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