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Diversity and inclusion have become central concerns for modern organisations as workplaces grow increasingly globalised and demographically diverse (Roberson, 2019). Outside of attracting a diverse workforce, organisations are now expected to develop inclusive environments in which employees feel valued, respected and supported (Shore et al., 2011).  At the same time, employee wellbeing has gained recognition due to the rising levels of workplace stress, burnout, and mental health challenges (CIPD, 2023). 
Employee wellbeing covers physical, psychological, and emotional health within the workplace. Previous research suggests that inclusive organisational practices might enhance wellbeing while incorporating fairness, belonging, and psychological safety (Nishii, 2013).  However, despite the wide implementation of diversity policies, their impact on employees lived experiences and wellbeing outcomes remain overlooked (Roberson, 2019).
This research proposal outlines a study that investigates the extent to which diversity and inclusion practices influence employee wellbeing. The proposal presents the research rationale and aims, reviews relevant to literature review and details of a systematic methodology, before outlining ethical considerations, expected outcomes, limitations, and the proposed timescale. 

Background and rationale 
The growing emphasis on diversity and inclusion reflects legislative, demographic, and societal change. The equality act 2010 places a legal responsibility on employers to prevent discrimination and promote equality. However, representation alone is limited, as employees must also experience inclusion within everyday organisational practices (CIPD, 2024). 
Despite the introduction of diversity and inclusion of policies, research indicates that inclusion is often unevenly experienced. Employees may still experience unconscious bias, limited access to opportunities and exclusion to organisational cultures, which can all undermine wellbeing (Kirton & Greene, 2016). Poor employee wellbeing has been linked to increased absences, reduced job satisfaction, and lower organisational commitment (Investors, 2024).
[bookmark: _Int_CoYap7GO]This study is based on the recognition that wellbeing is shaped not only by individual factors but also by organisational culture and management practices. Inclusive workplaces are more associated with greater psychological safety, which enables employees to express themselves without fear of negative consequences (Edmondson, 1999). While existing research does confirm positive links between inclusion and wellbeing, gaps still remain in understanding how employees perceive diversity and inclusion initiatives in practice. This research helps to address this gap by examining employee experiences of diversity and inclusion and their perceived impact on wellbeing. 
Research aims and objectives 
Research aim 
To investigate the extent to which diversity and inclusion practices influence employee wellbeing in the workplace.
Objectives 
· To explore employee perceptions of diversity and inclusion practices 
· To examine the relationship between inclusion and employee wellbeing 
· To identify organisational factors influencing employee wellbeing 
· To evaluate the effectiveness of diversity and inclusion initiatives in improving wellbeing 
These objectives are realistic, achievable, and directly aligned with the research topic and aim. Together, they ensure a focused exploration of both organisational practice and employee experiences.

Literature review 
[bookmark: _Int_Vz5xuXse]Diversity refers to the presence of differences among employees, including gender, ethnicity, age, disability and sexual orientation, while inclusion reflects the extent to which individuals feel valued, respected and are able to participate fully in organisational life (Kirton & Greene, 2016). Scholars argue that diversity alone does not generate benefits without inclusive practices that support equitable participation (Shore et al., 2011).
Employee wellbeing includes psychological, physical, and emotional health at work. Recent organisational research highlights that wellbeing is strongly influenced by organisational culture rather than being an individual responsibility. Inclusive environments have been associated with higher job satisfaction, reduced emotional exhaustion, and increased engagement (Nishii, 2013). 
Psychological safety is frequently identified as a key mechanism for linking inclusion and wellbeing. Employees who feel psychologically safe are less likely to experience work-related stress and anxiety (Edmondson, 1999). However, evidence also suggests that diversity and inclusion initiatives are not always implemented effectively. Policies might exist in name, but they fail to translate into meaningful cultural change, which is creating a disconnect between organisational intentions and employee experiences (Roberson, 2019). 
Overall, the literature indicates that while inclusive practices can positively influence wellbeing, their success depends on how they are acted on and perceived by employees. This study builds upon existing research from employee perspectives. 


Methodology 
This study will adopt a qualitative research approach, which is appropriate for exploring employees lived experiences and perceptions of diversity, inclusion and wellbeing. Qualitative research is particularly useful as the aim is to understand meaning, interpretation, and social reality, rather than to measure variables numerically (Creswell, 2023).
[bookmark: _Int_2SQZzznS]An interpretivist research will underpin this study, as it focuses on how individuals build meaning from their experiences within the organisation context (Saunders, Lewis, & Thornhill, 2019). This approach is suitable because employee wellbeing and inclusion are subjective concepts that are best understood through personal narratives rather than quantitative measures. 
Data collection method 
Data will be collected using semi-structured interviews. This method allows for balance between structure and flexibility, enabling participants to discuss their experiences in depth while still ensuring that key research themes are explored (Braun & Clarke, 2021).
[bookmark: _Int_tl4UkPHo]Semi structured interviews are widely used in organisational research because they allow the researcher to get deeper in participants' responses and explore the complex issues such as inclusion and wellbeing (Saunders, Lewis, & Thornhill, 2019). This is very important in this study, where personal perceptions and experiences are central to answering the research question. 
Participants and sampling 
This research will involve 5-10 employees working in a range of organisational settings. Participants will be selected using purposive sampling, which allows the researcher to choose individuals who have direct experience of workplace diversity and inclusion practices. This sampling method is appropriate as it ensures that participants can provide informed and relevant insights into how diversity and inclusion initiatives are implemented and experienced within their organisation  
The selected sample size is suitable for this research, as the aim of this study is to gain in-depth understanding of employee perceptions rather than generalise the findings to a wider population. A smaller sample allows the researcher to conduct more detailed interviews and undertake a deeper analysis of participants' experiences and viewpoints. This approach supports the exploration of complex issues such as wellbeing, inclusion, and organisational culture, which require detailed data. 


Data analysis 
The data will be analysed using thematic analysis, following Bruan and Clark (2021) six phase framework – familiarisation, coding, theme development, review, definition and reporting (Braun & Clarke, 2021).
Thematic analysis is a flexible and widely used method for identifying patterns and themes within qualitative data. This is suitable for this study as it allows for the systematic analysis of participants' experiences and perceptions while being able to remain adaptable to complex social issues (Braun & Clarke, 2021).
This method also aligns with the interpretivist approach, as it focuses on understanding how participants make sense of their experiences, rather than starting with fixed ideas and testing them. 
Ethical considerations 
Ethical considerations are central to this research. Participation will be entirely voluntary, and informed consent forms will be obtained from all participations before data collections begin. Participants will be provided with an information sheet outlining the purpose of this study and their rights. 
Anonymity and confidentiality will be ensured by removing any identifying information from the interview transcript. Data will be securely stored in accordance with GDPR requirements. No personal or sensitive data will be collected.
Participants will have the right to withdraw from the study at any time without consequences. The research will follow UWTSD ethical guidelines, and the required UWTSD ethics approval form will be completed and submitted prior to data collection. 


Expected outcomes 
It is expected that this study will demonstrate that effective diversity and inclusion practices have a positive influence on employee wellbeing in the workplace. Employees are likely to emphasise the importance of feeling valued, respected and supported within inclusive organisational cultures. Practices that promote fairness, equal opportunities and respectful treatment may be perceived as contributing to improved emotional wellbeing, job satisfaction, and a stronger sense of belonging at work. 
This study is also expected to reveal differences between formal organisations diversity and inclusion policies and employees lived experiences of inclusion. While organisations may have clear policies in place, employees may report inconsistencies in how these practices are implemented or experienced on a day-to-day basis. 
The findings are likely to provide valuable insights into which diversity and inclusion practices support employee wellbeing which require improvements. These insights may help organisations better understand the practical impact of their initiatives and identify areas for development, such as inclusive leadership, communication, or employee involvement. 
The outcome of this research may be useful for managers and HR professionals seeking to enhance employee wellbeing through inclusive workplace practice. Additionally, the study may inform the development of future workplace policies and contribute to ongoing academic and professional discussion surrounding inclusive organisational culture and employee wellbeing. 

Limitations 
This research has several limitations that should be considered when interpreting the findings. Firstly, the small sample size may limit generalisability of the results to a wider population or different organisational settings. Qualitative research prioritizes depth therefore the findings reflect individual's experiences rather than representing all employees' perspectives on diversity, inclusion and wellbeing (Mitchell & Rich, 2020).
Secondly, time constraints may restrict the depth of data collection and analysis. Due to the limited time frame of the study, the number of interviews conducted may be smaller than the ideal amount, which could potentially limit the range of views and experiences captured. A longer research period could allow for additional interviews, which could prevent a more comprehensive exploration of participation experiences. A longer research period may have enhanced data collection and identification of additional themes (Harasym, Gross, Andrea, & Phelan, 2024).
Another limitation is the resilience of self-reported data, which may be influenced by participation bias. Participants may provide socially desirable responses or feel comfortable discussing negative experiences relating to diversity and inclusion. This limitation is common in qualitative research and affects the accuracy of data collection (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). Additionally, employee well-being may be influenced by external factors outside the workplace that are not examined within this study. 
Despite these limitations, the research remains valuable in providing meaningful insights into employee perceptions and experiences of diversity, inclusion, and wellbeing. 


Time scale 
This research will be conducted over a 12-week period. Weeks 1-3 will focus on the literature review and the proposal development. Week 4-5 will involve ethical approval. Data collection will take place in week 6-7. Data analysis will be conducted in weeks 8-9. The final report will be written and edited during weeks 10-12.
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