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Part 1 – Qualitative Exercise
Introduction
This report presents the study of Business Enquiry qualitative research. The question that was used is ‘When you about diversity in the workplace what comes to mind and what are your experiences?’ this report is to address this because diversity is something that the researcher is passionate about, due to having their own disability. The reasoning behind choosing this study area is because everyone’s views on diversity is different and this would be a good way of knowing how people view diversity especially in a workplace setting and how their views are compared to each other, additionally based on research done by Green et al. (2002), where the conclusion of it come to that diversity is a high priority and that theres plenty of benefits to diversity, but this is an old article so this research is to see if there has been any change or are people still unaware to the benefit of diversity. The analysis approach will be thematic this is intertwined with the data collection method for the interviews of the qualitative method (Clarke & Braun, 2014). During the interview proses there will only be 3 participants with using pseudonym to identify them for example participant A, B, and C. 
Procedure
The procedure is the Qualitative approach is research that extends our understanding by investigating, the advantages of qualitative approaches is that it allows a more in-depth and wide range of answers, and its useful for studying individual people (Cottrell, 2014a). On the other hand, the disadvantage of qualitative approaches is that it can be more unpredictable way of collating data this makes it harder to manage it (Cottrell, 2014a).
The qualitative approaches used is interviews, interviews are useful for getting a more in-depth perspective, the ability to be able to follow up straight away, interviewees can become more comfortable this leads to gaining better material from them (Cottrell, 2014b). The advantages to interviews include that they can be flexible, you can set the agend and gain the material that you want, you can just ask agin if you do not get what you need, you can tell if the participant understands what is being asked, you can include open and closed questions more effectively, and lastly you can gain an insight that is not as achievable through other methods (Cottrell, 2014b). On the other hand, the disadvantages for interviews are they take a lot of time, you can only do a few, you cannot generalise the results, finding participants can be difficult, and lastly the researcher’s interpretation of the data can be subjective (Cottrell, 2014b).
The structure that the researcher used in the interviews is unstructured, the technique for unstructured interviews includes an opening question, then use of prompts for example ‘how does this make you feel?’, but theres a need to be careful not to lead the participant (Cottrell, 2014b). The advantage to unstructured interviews is that you can get a richer understanding on each personal perspective (Cottrell, 2014b). On the other side of the coin the disadvantage to unstructured interviews is that you can only conduct few interviews, without structure it is harder to gain material, maintaining the participants interest could be difficult, lastly if any of the participants decide to stop it could become difficult to conduct a new interview (Cottrell, 2014b).
The interviews were done via webcams with the use of teams, it is a useful way of interviewing and helps prevent the difficulty with distance, time, and travel (Cottrell, 2014b). The recording on the interviews is audio-video this way of recording can help you be able to focus more on the interviewee, it’s a full permanent recording, it additionally captures non-verbal communication, its easier to transcribe, its easy to use (Cottrell, 2014b). The themes were constructed from data by categorising what in between the lines of the interviewee’s words and grouped everything in little groups that say similar things.
Data Presentation and Findings
Within this section is the data findings as data, interpretations, and themes. This will be presented in the form of a table. 
	Voice of the Participants
	Interpretations
	Themes

	Diversity is the different people, so it’s not limited to one race, different genders, different social backgrounds, to me being a diverse workplace is a place that caters to all those people. (A) 

Diversity in the workplace is different cultures, different people from different backgrounds in one workplace being able to work together to be able to perform the best work. (B)

So, experiences are probably having people of multiple ethnicities, languages, sexes, genders. (C) 

I understand pay gaps as in if you’re a manager and I’m just an employee but in terms of just 2 employees that do the same job that both are expected to sweep up the shop up at the end of the day that both are expected to serve on the tills and stock the shelves, why you on different wages and especially with men and women. (A)
	This person has assigned a value and has appreciated the meaning of diversity. There is an underling appreciation and value to diversity in the workplace.


This tells us that this person understands what diversity is and has given it a value and appreciates diversity in the workplace.



This person has added their own values and meaning to diversity.


Has an initial understanding to pay but finds that it should not be as different as it is and feels stronger towards having more equality if you are expected to do the same job but for different pay. 

	(1) Personal understanding

	I’ve had experiences with it Where I use to work, we had people of all races, of all genders of all social backgrounds. (A)

I’ve had experience where members of staff have just really wanted to be till members of staff and not work on the shop floor. But because they’ve had dyslexia, they’re not able to work on the till even though the tills are button operated it says what to do they’ve not been able to work there. (A)

I worked in a hotel and there where many people from many different places, that I worked with. (B)

We all got on very well we all worked well together we got stuff done. (B)

Yeah, definitely because I think the employer can learn a lot of stuff from different people, although the employer is the main boss, they all learn from their workers. (B)

I’d say negative. Honestly not many people have different abilities say nonphysical disabilities but then people are scared as such to hire them. (C) 
	They understand what it means by diversity in the workplace and there is a recognition of it.

Able to notice when people are being treated differently/unfairly because of their diversity in this case a hidden disability and deemed it to be unfair on that person. 




They have experienced what its like to work in a diverse setting and can appreciate it. 

This tells us that this person believes that they worked better by being a diverse team.

Feel that we can all learn from each other no matter our background/diversity. 


They have recognised the diversity in the workplace and has assigned a value to diversity.
	(2) Recognition of diversity 

	I work in the restaurant it wasn’t that much inclusivity. (C) 

I haven’t noticed it until you said it, I feel like I’m going to be much more when I go to these shops now. (B)

With B&Q what they’ve done its quite smart but thinking about it now after you’ve said it, I don’t see any young employees in there I only see quite old ones. (B)

I definitely think there should be a wider range of diversity because I don’t think I’ve ever seen a person in a wheelchair working on the shop floor. (A)

I think there should be a bigger change in diversity, Disability diversity I don’t think that its promoted enough. 
	They noticed that they were not seeing diversity in their workplace.

They have applied a value to diversity, and it has made them feel that they will be more aware of it in the future.

They had not noticed what businesses do in ways of diversity until it was pointed out to them.


There is a lack of visible diversity in society/ workplace. There needs to be a raised awareness. 


There is a lack of visible diversity in society/ workplace and is not promoted. Widening exposure to diversity with disability.
	(3) Visibility 



Conclusion/Reflection
To reflect upon the procedures by identifying the strengths and weakness to the data collection and/or data analysis.  The weaknesses found to be able to collect the data is that the participant all found it difficult to be able to talk for the full 20 minutes on the other hand the strengths that appeared when collecting the data is that all the participants had a different experience but where all able to say their personal understanding of diversity in the workplace and give it a value. The strengths identified in the data analysis is that its easy to read and understand the lay out od the thematic analysis, the weakness that was identified of the dada analysis method is that it is very boring, and a time-consuming process including having to transcribe the interviews. If this task was to be undertaken again or in the future the suggestions include using a semi-structured interview method allowing it to last longer, additionally using software to help with the transcriptions.

Part 2 – Quantitative Exercise
Introduction
The question that is addressed in this part of the assignment is in 2021 what are the experiences of diversity in the workplace? This report presents the study of diversity in the workplace. The reasoning for choosing this study area is to see the understanding of the general population on diversity in the workplace and if theres enough representation in workplaces, there was a similar study done by Feeney & Camarena (2021). The data collection method for this quantitative exercise is surveys/questionnaire which contains 10 multiple choice questions. Additionally, to this the participant selection was selected anonymously as it was posted to my social media and then family and friends sheard it also no names were taken for the questionnaire. The sampling number is 45 the justification for this is that it gives enough range and diversity in participant for example ages 18 to 64. The analysis approach done through frequencies, and cross-tabulation from the help of software called SPSS (Salkind & Green, 2012).
Procedure
The procedure used in this part is the quantitative approach this research that can be measured using data that has been drawn from closed questions in surveys or questionnaires (Cottrell, 2014a). The advantage of this procedure is that it allows to have a broader scale of data through things such as interviews, because the scale of the research can be done it enables you to make a generalisation in a shorter time, additionally it helps establish trends in the data, lastly quantitative approaches are easier to plan (Cottrell, 2014a). The disadvantage to the quantitative approaches is that it is not all easy due to misunderstandings that can be had, there is a risk of getting overused answers (Cottrell, 2014a). The survey design was done electronically through Microsoft forms, then getting distributed on social media with family and friend then sharing it to get the more responses. The responses are to then be analysed with SPSS software.

The use of surveys and questionnaires is useful to be able to gain others’ opinions, preferences, and understandings it also collects quantitative data this can be done electronically (Cottrell, 2014c). The advantages of doing surveys and questionnaires is that you can collect large amounts of data faster, they are easy to use, lastly they are flexible therefor you can ask a wide range of questions (Cottrell, 2014c). On the other side the disadvantages to using surveys and questionnaires include the fact that theres a chance that you would not get enough responses, the participants can misinterpret the questions, additionally the rating scales can be misinterpreted, the participants might give the answers they believe that the researcher wants, and lastly sometimes the data can be unreliable due to the fact anyone could answer it (Cottrell, 2014c). 
Data Presentation and Findings
In this section the data will be presented in the form of tables and charts with interpretations that I have drawn from the data given from my questionnaires. 


Frequencies
Question 1 - 

	Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	19
	43.2
	43.2
	43.2

	
	Female
	25
	56.8
	56.8
	100.0

	
	Total
	44
	100.0
	100.0
	


This shows us that more females than males have done the questionnaire meaning when asked females are more likely to do the questionnaire than males. 
Question 3 - 
	If you have currently got a job or have worked before, did the workplace have an inclusion of disability diversity in its employees? (disabilities that can range from dyslexia to hearing impairments).

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Yes
	26
	59.1
	59.1
	59.1

	
	No
	7
	15.9
	15.9
	75.0

	
	unsure/unaware
	8
	18.2
	18.2
	93.2

	
	like to think so
	3
	6.8
	6.8
	100.0

	
	Total
	44
	100.0
	100.0
	


This shows me that more people feel that their current or previous job is inclusive towards disability diversity, but it also tells us that some people are unsure if their workplace is inclusive or that their workplace is not inclusive but this number is less than the ones who said that their workplace is inclusive. 

Question 7 -
	How do you feel about diversity in the workplace?

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Workplaces are very diverse
	9
	20.5
	20.5
	20.5

	
	Workplaces could work on being more diverse 
	29
	65.9
	65.9
	86.4

	
	Workplace’s diversity is just ok
	2
	4.5
	4.5
	90.9

	
	I do not tend to notice workplace diversity
	4
	9.1
	9.1
	100.0

	
	Total
	44
	100.0
	100.0
	


This tells us that more people think that the workplace could work more on being more diverse. But there is still some that do not even notice diversity in the workplace.
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This pie charts on age tells us that half of the participants are age 18-24 this being 22 as 44 is the number of total participants, meaning that they are less likely to have had the full experience as the ones that are in the 25-34, 35-44, and 55-64 age group.





Crosstabs
Question 1 and 4 -
	Gender * Have you or do you work for any of the following companies? (Tick all that apply) Crosstabulation

	Count  

	
	Have you or do you work for any of the following companies? (Tick all that apply)
	Total

	
	Tesco
	ASDA
	NHS
	None of the above
	

	Gender
	Male
	1
	1
	0
	17
	19

	
	Female
	1
	0
	6
	18
	25

	Total
	2
	1
	6
	35
	44


This shows us that most of the participants have not worked in some of the diversity positive workplaces apart from a hand full of them with the majority of these being women in the NHS.
Question 1 and 7 -
	Gender * How do you feel about diversity in the workplace? Crosstabulation

	Count  

	
	How do you feel about diversity in the workplace?
	Total

	
	Workplaces are very diverse
	Workplaces could work on being diverse more
	Workplace’s diversity is just ok
	I do not tend to notice workplace diversity
	

	Gender
	Male
	5
	11
	0
	3
	19

	
	Female
	4
	18
	2
	1
	25

	Total
	9
	29
	2
	4
	44


This shows us that more women feel as though the workplace could work more on being diverse and that more men tend not to notice any workplace diversity, with this information I feel as though the males that did press the workplaces are very diverse could either be truthful or just pressed it because that is what they thought the researcher would want to see. 
Conclusion/Reflection
To reflect upon the procedures identifying the strengths and the weakness to the data collection and/or data analysis.  The strengths to the data collection include is that it was fast and simple to do and to get out onto social media for the responses to come in. The weaknesses identified in the data collection are that participant might have not been a 100% honest with their answers in the questionnaire. The strengths to the data analysis is the software SPSS is easy to use an that the forum puts all the data into EXEL for you so that the analysis process is faster to get done even with lots of data to analyse. The weaknesses to the data analysis include the fact that its subjective to how the researcher views the data to analyse and interpret it. If this was to be done aging or in the future the suggestions for doing it differently include trying to get a larger group of participants with equal amounts of each gender, a larger quantity might give different outcomes for the data and findings found.
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