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[bookmark: _Toc137518481]I. Introduction
[bookmark: _Toc137518482]Multinational businesses (MNCs) have been driven to expand internationally due to the growing corporate globalisation resulting in diverse workforces and difficult cultural environments (Breinbauer et al., 2019). The efficient use of diversity and inclusion policies in MNCs has become an important area of research in this context. With groundbreaking research, this dissertation explores the potential and difficulties related to implementing diversity and inclusion policies in MNCs. This study aims to offer a thorough grasp of the subject and its consequences for MNCs by looking at strategic recruitment strategies, cultural quirks, gender diversity management, and the impact on company performance.
I.I Background of the Research
Studying diversity and inclusion policies in MNCs is important for several reasons. First, studies have repeatedly demonstrated the value of diverse workforces for organizational success and competitive advantage (Breinbauer et al., 2019). Diverse teams bring together people from various backgrounds, different viewpoints, and fields of expertise, which fosters innovation, creativity, problem-solving, and decision-making (Tippman et al., 2017). Furthermore, inclusive environments encourage employee engagement, fulfillment, and retention, which boosts productivity and performance. Therefore, for businesses hoping to succeed in today's complex and linked business environment, recognizing the difficulties and potential of adopting diversity and inclusion policies in MNCs is essential.
The legal and societal pressure on organizations to encourage diversity and inclusion is a crucial factor underscoring the relevance of this subject. Many nations have passed laws and rules requiring non-discrimination in the workplace and equal chances (Silva, 2016). If these requirements are not met, there may be legal repercussions and reputational harm to the business. Furthermore, businesses that appreciate diversity and follow inclusive business practices are increasingly value by clients, investors, and other stakeholders (Ilmakunnas and Ilmakunnas, 2011). As a result, companies must learn from MNC diversity and inclusion efforts to comply with their legal requirements, societal expectations, and stakeholder demands.
It is important to consider several factors to evaluate the opportunities and challenges related to diversity and inclusion policies in MNCs. First off, strategic hiring strategies are vital in determining how diverse an organization is. To draw a diversified pool of applicants, MNCs must establish talent acquisition methods that cross national boundaries (Banks et al., 2019). A diverse workforce with diverse ideas and experiences benefits from hiring people from various cultural, racial, and educational backgrounds.
Designing successful diversity and inclusion processes in MNCs also requires an understanding of the cultural background and societal norms of other nations. According to Cooke, Schuler, and Varma (2020), cultural considerations have a big impact on HR procedures, such as diversity management. Cultural differences impact how diversity is viewed and accepted, how inclusive an organisation is, and how successful diversity initiatives are. Therefore, organisations must carefully navigate the cultural landscape to create diversity and inclusion strategies that are appropriate for a given environment.
Within MNCs, gender diversity is crucial to inclusion and diversity strategy. In recent years, promoting gender equality and developing inclusive workplaces have received much attention. Organisations are actively attempting to eliminate gender gaps as they more clearly see the advantages of gender diversity inclusion. According to research, gender-diverse teams provide better financial results and make better decisions (Latukha et al., 2022). However, cultural disparities and societal norms can impact how gender diversity is managed in MNCs (Bader et al., 2022). Comparative studies, like the one carried out by Bader et al. (2022) in Germany and Japan, offer important insights into the benefits and problems of managing gender diversity in various cultural contexts.
Several results can arise from researching the opportunities and difficulties of implementing diversity and inclusion policies in MNCs. First, it can offer insightful information to professionals working to create effective diversity and inclusion programs that meet the unique difficulties MNCs confront when operating in heterogeneous environments (Barak, 2013). Organisations may improve their capacity to recruit, nurture, and retain individuals from various backgrounds, increasing their performance and competitiveness by recognizing the intricacies and subtleties involved in diversity management (Maiorescu and Wrigley, 2016). This research can also increase theoretical understanding by deepening our awareness of the contextual elements that influence diversity and inclusion efforts in MNCs.
Consequently, there are opportunities and challenges associated with implementing diversity and inclusion policies in MNCs. This dissertation seeks to investigate these difficulties and potential by analysing pertinent research studies. This research aims to offer a thorough understanding of the subject by examining strategic recruitment techniques, cultural backdrop, gender diversity management, and the impact on corporate performance. The results of this study can help MNCs create effective diversity and inclusion plans that will benefit businesses, workers, and society at large.
[bookmark: _Toc137518483]I. II. Aims and Objectives
[bookmark: _Toc137518484]I. II.I Aim
[bookmark: _Toc137518485]This dissertation's goal is to investigate the opportunities and difficulties of putting diversity and inclusion strategies into practice in multinational corporations (MNCs).
I. II.II Objectives
· [bookmark: _Toc137518486]To investigate the strategic hiring methods used by MNCs to encourage inclusion and diversity.
· To examine how societal norms and the cultural setting affect MNCs' diversity and inclusion policies.
· To evaluate how diversity and inclusion strategies affect MNCs' organizational performance.
I. III. Research Questions
· [bookmark: _Toc137518487]Which specific strategic hiring techniques do MNCs use to promote inclusion and diversity in their workforces?
· How do cultural factors and societal norms affect the formulation and application of diversity and inclusion policies in MNCs?
· What effect do diversity and inclusion efforts have on MNCs' internal performance?
II. Literature Review
The success and competitiveness of organizations now heavily depend on diversity and inclusion. To take advantage of a varied talent pool, MNCs are rapidly realizing how critical it is to foster inclusiveness and diversity within their workforce (Maiorescu and Wrigley, 2016). This improves innovation and decision-making. The goal is to examine the strategic hiring methods used by MNCs to advance diversity and inclusion.
The idea of neurodiversity is highlighted by Ott et al. (2022), who also discusses how MNCs might implement inclusive policies to provide accommodations for people with neurodiverse disorders. This viewpoint highlights the significance of inclusive hiring procedures and broadens the idea of diversity beyond conventional parameters.
The strategic use of language and national cultural diversity signals in recruitment was clarified by Phillips et al. in 2021. The report stresses that MNCs can use these messages to signal an inclusive company culture and entice diverse talent. This source adds to our understanding of the strategic use of linguistic and cultural factors to advance diversity and inclusion initiatives.
Insights on managing diversity and inclusion are provided by Cassell and Kele (2021), who also offer a thorough grasp of the strategic methods that organisations might use. The authors emphasize the significance of inclusive leadership approaches, flexible work schedules, and diversity training programs for recruitment and retention. It highlights the need for strategic initiatives to go beyond representational data and concentrate on developing an inclusive workplace culture.
Exploring strategic recruitment techniques for diversity and inclusion has benefits, such as helping one have a thorough grasp of the varied strategies employed by MNCs. It makes possible to identify strategies and best practices that work well across sectors and geographical regions and can be duplicated (Banks et al., 2018). Understanding strategic recruitment processes also makes it easier to match recruitment efforts with more general diversity and inclusion goals, which produces better results.
The efficiency of strategic recruitment strategies may fluctuate across various situations, which can be a drawback. The viability and application of techniques can be influenced by elements like societal expectations, legal frameworks, and cultural norms (Caligiuri and Stroh, 1995). As a result, it is crucial to have a detailed awareness of the setting in which these methods are used.
An interpretive lens is used to examine strategic recruitment methods to gain a deeper understanding of the reasons and justifications behind them. As the interpretivism philosophy emphasizes, it enables a more sophisticated analysis of the various viewpoints, experiences, and difficulties related to putting these tactics into practice (Babones, 2015). Additionally, using secondary sources, such as academic literature, offers a wide variety of perspectives that enable a full investigation of the subject (Thomas, 2017).
[bookmark: _Toc137518488]II.I Literature Issues and Debates
1. Variability in organizational practices: Strategies for diversity and inclusion might range greatly amongst MNCs. Industry, corporate culture, geographic location, and local laws can all have an impact on this diversity. To compare and generalize findings from the study of a variety of organisations, researchers must carefully analyse the context and specificity of their research samples.
2. Complex and multifaceted nature of diversity: gender, race, ethnicity, age, sexual orientation, ability, and cognitive variety are only a few of the many variables that make up diversity. Each dimension brings with it opportunities and challenges. The complexity and interconnectedness of these various variables within the setting of MNCs may be challenging for researchers to understand and analyze. It might be challenging to maintain a focused research methodology while juggling the inclusion of many diverse elements.
3. Cultural and contextual nuances: MNCs work in a variety of cultural settings with different societal norms and values. It takes thoughtful analysis and sensitivity to understand how cultural and contextual factors affect diversity and inclusion tactics (Haghirian, 2010). The specific cultural quirks that may affect the application and efficacy of these tactics must be taken into consideration by researchers. It can be methodologically difficult to do cross-cultural research and overcome potential biases and assumptions while researching different cultural situations.
4. Subjectivity and bias: Subjective judgments and viewpoints are involved while studying diversity and inclusion strategies. Researchers must be conscious of any biases and presumptions they may have that could skew the results of their work. Due to the subjective nature of these notions, it can be not easy to test and assess the impact of diversity and inclusion efforts on organizational outcomes. Researchers need to adopt rigorous research designs and methodologies to minimize biases and ensure robust and valid findings (O’Leary, 2021).


5. Long-term impact assessment: It cannot be easy to gauge how diversity and inclusion strategies will affect organizational performance over the long run. These tactics could take some time to show measurable results, and it can be difficult to separate the benefits of diversity and inclusion from other organisational issues. To fully understand the effects of these tactics, longitudinal research, and careful analysis of numerous performance indicators a long period of time may be necessary (Corti et al., 2014).
[bookmark: _Toc137518489]III. Methodology
[bookmark: _Toc137518490]III.I Research Philosophy
Interpretivism is the preferred research methodology for this dissertation. To examine secondary sources, such as academic literature, and get a thorough grasp of the opportunities and difficulties of adopting diversity and inclusion policies in MNCs, interpretivism is best suited.
 An approach called interpretivism stresses the subjective interpretation of people and their experiences while acknowledging the social construction of reality (O’Donoghue, 2006). It recognizes that people give meaning to their behavior and the social environment in which they live and work, and it aims to comprehend these interpretations (Willis, 2007).
 The interpretive approach is appropriate for this dissertation because it enables an examination of the subtleties and intricacies of MNC diversity and inclusion policies. Interpretivism enables the researcher to obtain insights into the diverse interpretations and understandings of diversity and inclusion within the organizational setting by analyzing academic literature, which represents the opinions and experiences of various scholars and practitioners (Schwartz-Shea and Yanow, 2012).
Advantages
· In-depth understanding: Interpretivism enables a comprehensive and in-depth comprehension of the benefits and challenges of putting diversity and inclusion policies into practice in MNCs. It allows for the exploration of the inner meanings, drives, and experiences of those taking part in diversity and inclusion activities (Pham, 2018).
· Flexibility: Interpretivism allows for a flexible research method that enables the researcher to modify their strategy in response to new information (O’Donoghue, 2006). Instead of rigorously sticking to predetermined assumptions, it encourages experimentation and discovery (Willis, 2007).
· Subjectivity: Interpretivism embraces various viewpoints and acknowledges the impact of context by acknowledging the subjective character of human experiences. This fits in nicely with the analysis of diversity and inclusion strategies, which are naturally influenced by organizational, social, and cultural aspects.
Disadvantages
· Lack of generalizability: Because interpretivism places a higher priority on understanding and meaning within situations, it may not be easy to generalize findings (Schwartz-Shea and Yanow, 2012). It could be challenging to reach general generalizations due to the emphasis on individual interpretations.
· Potential bias: Interpretivism permits the incorporation of various viewpoints, but it also leaves room for subjectivity and bias on the part of the researcher (Willis, 2007). The analysis and conclusions may be impacted by the researcher's interpretations and preconceptions.
Since interpretivism focuses on examining and comprehending the varying subjective experiences and interpretations of people involved in diversity and inclusion strategies, it is a better fit for this dissertation than other research theories. It enables a thorough examination of scholarly writing, which offers a plethora of information and ideas on the subject. The multifaceted and context-dependent nature of diversity and inclusion efforts in MNCs, in contrast, may not be adequately captured by other research philosophies, such as positivism, which emphasize objectivity and generalizability.
[bookmark: _Toc137518491]III.II Research Design
For this dissertation, a descriptive research strategy was selected. With a descriptive study design, data can be systematically collected and analyzed to characterize the traits, events, and connections that exist within a given context (Creswell and Creswell, 2017).
Specific phenomena or circumstance is intended to be described in full and accurately using a descriptive study design. 
An exploratory methodology is fitting for this thesis as it equips the investigator to expound upon and evaluate the prospects and difficulties connected to diversity and incorporation strategies in global companies. It furnishes a regulated technique for systematically assembling and examining information from auxiliary sources.

Advantages
· Comprehensive description: A meticulous blueprint empowers a comprehensive report of the hurdles and opportunities associated with assortment and accommodation strategies in worldwide organizations. It gives an orderly structure for accumulating and examining important information.
· Structured approach: An orderly scheme is furnished through the blueprint, ensuring that significant features of the selected topic are incorporated. It supplies accuracy and guidance for accumulating and examining information (Creswell and Creswell, 2017).
· Replication: Follow-up studies provide opportunities to use comparable strategies and theoretical frameworks to explore assorted approaches to diversity and inclusion within different contexts, thereby expanding insights in this domain.
Disadvantages
· [bookmark: _Toc137518492]Limited comprehension: While a descriptive research design offers a thorough description, it could be lacking in comprehending causal connections or the underlying mechanisms of the events being examined. It might not explain the "why" behind specific difficulties or chances.
· Potential bias: Data interpretation and the determination of pertinent factors are subjective processes that may be biased. The results could be influenced by the researcher's assumptions and interpretations.
III.III Data Collection
The dissertation will make use of secondary data-gathering techniques to gather information from academic publications, business websites, and periodicals.
The use of pre-existing data that has been gathered by others for a different purpose is referred to as secondary data collecting (Hart, 2005). It draws on sources like scholarly writing, news stories, reports, and publications.
 The gathering of secondary data is appropriate for this dissertation because it gives the researcher access to a variety of facts and viewpoints on the opportunities and difficulties of implementing diversity and inclusion policies in MNCs. There is a plethora of information available that has already been gathered, examined, and documented by subject-matter experts in academic literature, company websites, and publications.
Advantages
· Wide range of sources: Access to a variety of sources, such as scholarly articles, research reports, case studies, and business publications, is made possible via secondary data collecting. This offers an extensive and interesting dataset for analysis.
· Cost and time-effective: Secondary data collecting replaces the requirement for initial data collection, which can be expensive and time-consuming. It enables the researcher to make use of already-existing data sources, saving time and money.
· Longitudinal analysis: The researcher can undertake longitudinal analysis to find trends, changes, and advances in diversity and inclusion initiatives in MNCs by using academic literature and business publications from various time periods.
Disadvantages
· Limited control over data accuracy: The researcher must rely on the reliability and validity of the information gathered by others. Data consistency and dependability may differ between different sources.
· Limited access to information: Access to data points or information that the researcher may need for a thorough analysis may not be available in secondary data sources. The data that is readily available could have gaps or be restricted.
[bookmark: _Toc137518493]This dissertation would benefit more from secondary data collected from academic literature, business websites, and publications because these sources offer a wide variety of facts and viewpoints. It enables the researcher to tap into the knowledge and perceptions of academics and professionals who have engaged in extensive investigation and analysis (Hart, 2005) of diversity and inclusion policies in MNCs. A vast volume of data can be accessed through secondary data collecting, which also saves time and money by avoiding the requirement for original data collection.
III.IV Data Analysis
The qualitative data analysis strategy selected for this dissertation is thorough literature research. To acquire insights into the difficulties and opportunities of implementing diversity and inclusion initiatives in multinational companies (MNCs), a systematic review of the academic literature is necessary.
 In qualitative data analysis, patterns, themes, and relationships are discovered by carefully examining and interpreting non-numerical data (Hennink, Hutter and Bailey, 2010). Systematic literature review is a rigorous procedure for gathering, examining, and synthesizing pertinent material to respond to research issues (Hart, 2001). This dissertation is appropriate for qualitative data analysis through a systematic literature review since it enables the researcher to evaluate and synthesize a wide range of academic publications critically. In addition to the underlying theories, frameworks, and empirical findings in the field, it enables an in-depth analysis of the opportunities and problems related to diversity and inclusion policies in MNCs.
Advantages
· Comprehensive understanding: By combining the results of several studies, qualitative data analysis through a systematic literature review offers a thorough grasp of the subject. It makes it possible to spot recurring themes, patterns, and differences in the text.
· Rigorous and transparent: A systematic literature review adheres to a methodology that is structured and open, guaranteeing that the analysis process is strict and repeatable. It comprises meticulous data extraction and synthesis, methodical search techniques, and precisely stated inclusion and exclusion criteria.
· Integration of diverse perspectives: Qualitative data analysis makes it possible to integrate various perspectives and theoretical frameworks by examining a wide range of academic literature. It enables the investigation of various contexts, approaches, and empirical results, offering a more comprehensive understanding of the subject (Hennink, Hutter and Bailey, 2010).
Disadvantages
· Limited to existing literature: A systematic study of the literature is used to analyze qualitative data, and only that literature is used (Hart, 2001). The availability and high-quality of pertinent studies are necessary for the analysis. It might be constrained by biases associated with publications and the exclusion of unpublished or unreviewed sources.
· Subjective interpretation: The researcher's prejudices and preconceptions may have an impact on how the literature is interpreted. Despite efforts to remain objective, the researcher's viewpoints may influence how the findings are analyzed and synthesized.
Comparatively, to other approaches, a systematic literature review with qualitative data analysis is better suitable for this dissertation because it enables a thorough and systematic investigation of the academic literature on diversity and inclusion policies in MNCs. It offers a chance to integrate a sizable body of already completed research, ideas, and empirical findings, enabling a comprehensive knowledge of the difficulties and potential in this area. The researcher can preserve transparency and rigor in the analysis process while ensuring the validity and dependability of the findings by carrying out a systematic literature review. Additionally, this approach enables the synthesis of many viewpoints and the discovery of recurrent themes and patterns in the literature, which contributes to a more comprehensive understanding of the subject.
Time and Cost Assessment
The dissertation closely adheres to a secondary data collection strategy using information from company websites and published scholarly journals. The evaluated cost is, therefore, 0.
Gantt Chart
	Tasks
	Week 1
	Week 2
	Week 3
	Week 4
	Week 5
	Week 6
	Week 7
	Week 8
	Week 9
	Week 10

	1. Conduct a literature review
	✔
	✔
	✔
	✔
	
	
	
	
	
	

	2. Define research objectives and questions
	
	
	✔
	✔
	
	
	
	
	
	

	3. Develop research methodology
	
	
	✔
	✔
	
	
	
	
	
	

	4. Collect secondary data
	
	
	✔
	✔
	✔
	
	
	
	
	

	5. Analyze data and identify key findings
	
	
	
	✔
	✔
	✔
	
	
	
	

	6. Synthesize literature and draw conclusions
	
	
	
	
	
	✔
	✔
	✔
	
	

	7. Write dissertation draft
	
	
	
	
	
	
	✔
	✔
	✔
	

	8. Revise and finalize the dissertation
	
	
	
	
	
	
	
	
	✔
	✔

	9. Proofread and format the dissertation
	
	
	
	
	
	
	
	
	✔
	✔

	10. Submission 
	
	
	
	
	
	
	
	
	
	✔


Table 1: Timeline 
Source: (Developed by the author)
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