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ABSTRACT 

This study highlights the significance of creating an inclusive culture while examining the vital 

impact that diversity and inclusion play in the workplace. Organizations understand the value 

of diversity as both a competitive advantage and a moral requirement in the quickly changing 

global economic landscape. The study explores the obstacles to workplace diversity and 

inclusion and offers suggestions for practical tactics that businesses may use to foster an 

environment that is more welcoming to all. This research attempts to contribute to the 

continuing conversation on diversity and inclusion by looking at successful case studies and 

using academic literature. It also intends to provide useful advice for companies looking to 

create a more inclusive workplace. 

Keywords: Workplace diversity, inclusive culture, commitment advantage, moral imperative, 

global economic landscape, obstacles, practical tactics, case studies, academic literature, 

ongoing conversation, useful advice, inclusive workplace. 

 

OBJECTIVE OF THE STUDY 

1. To analyze the current state of diversity and inclusion in the workplace 

2. To understand the business case for diversity and inclusion 

3. To identify challenges hindering workplace inclusivity 

4. To examine effective strategies for promoting diversity and inclusion 

5. To evaluate the role of employee resource groups (ERGs) in fostering inclusivity 

6. To analyze key performance indicators (KPIs) for measuring inclusivity 

7. To explore the challenges organizations, face in measuring inclusivity 

8. To provide practical recommendations for organizations 

9. To suggest avenues for future research 

 

SCOPE OF THE STUDY 

With at least 100 employees, corporate and office settings with a diversity and inclusion 

culture will be the specific focus of this study. It won't include an investigation of factories, 

gig workers, independent contractors, businesses with fewer than 15 employees, etc. 
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Age, gender, race/ethnicity, sexual orientation, disability, cultural background, and 

socioeconomic level are among the diversity and inclusion factors that will be examined. The 

study will take a wide approach to diversity, taking into account both obvious and subtle 

distinctions. 

The following strategies will be looked at: hiring and recruitment procedures that aim to 

remove bias; organizational training and education programs that are required to address 

unconscious bias and appropriate workplace behavior; the existence of employee resource 

groups for underrepresented employees; the leadership's commitment to valuing diversity, 

equity, and inclusion; opportunities for mentoring that are specifically targeted at minority 

employees; and policies that guarantee equal access to opportunities for advancement and 

development for all employees. 

The number of reported acts of bias or discrimination to show the prevalence of behaviors 

against inclusion goals; employee perceptions of inclusion and belonging based on survey 

data; retention and advancement rates across demographic employee groups documented in 

organizational data; and these are the main outcomes that will be measured. 

 

HYPOTHESIS 

H0: Null Hypothesis - There is no significant difference in perceived inclusion and 
engagement levels across demographic groups between organizations with established 
diversity and inclusion programs compared to organizations without such programs. 
 

H1: Alternative Hypothesis - Organizations with diversity and inclusion initiatives across 
recruitment, training, leadership commitment, communication and infrastructure 
accessibility will have higher perceived inclusion and engagement levels across gender, 
racial, and other demographic groups compared to organizations without such programs. 

 

LIMITATIONS 

1. Will only concentrate on organizational culture; will not cover political or policy 
problems. 

2. Self-reported survey data, as opposed to observed behaviors and HR analytics, will be 
heavily relied upon due to the difficulties in gathering controlled experimental data 
within operating organizations. Biases in self-reporting are a concern. 

3. Limited sample size, allowing for in-depth case research but restricting the 

generalizability of the conclusions. 
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INTRODUCTION 

Human Resources (HR) is a critical function within organizations that focuses on managing 

and maximizing the potential of an organization's most asset—its people. The primary 

purpose of HR is to create and maintain a productive, positive, and ethical work environment 

where employees can contribute effectively to the overall success of the organization. HR 

professionals are responsible for a wide range of tasks related to personnel management, 

employee development, and ensuring compliance with employment laws. 

- Key responsibilities of HR include: 

 Recruitment and Selection: HR is involved in the process of attracting, hiring, and 

onboarding new employees. This includes creating job descriptions, conducting 

interviews, and facilitating the hiring process. 

 Training and Development: HR is responsible for identifying training needs, 

developing training programs, and supporting the ongoing professional development 

of employees. This helps enhance skills, knowledge, and overall job performance. 

 Performance Management: HR oversees the process of evaluating and managing 

employee performance. This involves setting performance expectations, conducting 

performance reviews, and providing feedback to help employees improve. 

 Compensation and Benefits: HR manages salary and benefits programs, ensuring that 

they are competitive and aligned with the organization's overall strategy. This includes 

handling payroll, bonuses, and other financial incentives. 

 Employee Relations: HR plays a crucial role in fostering positive relationships between 

employees and the organization. This involves addressing workplace conflicts, 

handling grievances, and promoting a healthy work culture. 

 Compliance: HR professionals are responsible for ensuring that the organization 

complies with relevant employment laws and regulations. This includes issues related 

to equal opportunity employment, workplace safety, and labor laws. 

 HR Information Systems: HR utilizes technology to manage and maintain employee 

records, payroll, and other HR-related data. This helps streamline processes and 

improve the efficiency of HR functions. 

 Organizational Development: HR contributes to the overall strategic goals of the 

organization by participating in initiatives such as organizational restructuring, change 

management, and succession planning. 

 

In summary, Human Resources is a multifaceted function that plays a crucial role in managing 

and developing an organization's workforce to achieve its goals and objectives. The scope of 

HR extends from recruitment and onboarding to ongoing employee development, 

performance management, and maintaining a positive workplace culture. 

Within the ever-changing context of modern workplaces, the conversation about diversity 

and inclusion has become essential to organizational strategy and philosophy. The need to 
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promote diversity and inclusion has never been more important as the global business 

environment changes quickly due to technological breakthroughs and increased global 

connectivity. The goal of this study is to thoroughly investigate all the complex facets of 

"Diversity and Inclusion in the Workplace: Strategies for Creating an Inclusive Culture." 

Diversity is acknowledged as both a moral requirement and a powerful force for 

organizational success. This includes distinctions in gender, race, ethnicity, age, sexual 

orientation, and a host of other categories. More people are beginning to see diversity of 

viewpoints and experiences as a source of creativity, better problem-solving, and better 

decision-making. Diversity is welcomed as a pillar of ethical responsibility, demonstrating an 

organizational commitment to equity and fairness, even beyond its strategic benefits. 

While diversity sets the stage, real inclusion entails fostering an atmosphere in which each 

person feels appreciated, respected, and empowered to fully contribute to the objectives of 

the business. Truly inclusive workplace cultures actively promote a sense of belonging for all 

workers, going beyond simple representation. However, there are obstacles in the way of 

achieving this. There are still obstacles standing in the way of diversity and inclusion, from the 

need for more inclusive policies and procedures to systemic prejudices and preconceptions. 

To provide a comprehensive understanding of the barriers standing in the way of the 

establishment of a diverse and inclusive workplace, this research attempts to explore the 

subtleties of these difficulties. Crucially, the research aims to go beyond simple diagnosis by 

providing businesses with useful ideas and techniques that they can use to foster an inclusive 

culture. This study seeks to identify best practices by analyzing successful case studies and 

gaining knowledge from scholarly literature. The goal is to provide a road map for companies 

that are dedicated to promoting diversity and inclusion. 

The present status of diversity and inclusion in the workplace, the advantages that companies 

can have by adopting these ideas, and particular tactics and programs that can be used to 

foster an inclusive culture are all covered in the parts that follow. By means of this 

investigation, the study hopes to add to the current discourse on diversity and inclusion and 

provide useful information to companies attempting to manage the challenges of a constantly 

changing global labor force. 

 

Creating an inclusive culture within the workplace involves implementing a range of strategies 

to ensure that individuals from diverse backgrounds feel valued, respected, and included. 

- Here are several strategies that organizations can adopt to foster inclusivity: 

1. Leadership Commitment: 

o Demonstrate visible commitment to diversity and inclusion from top 

leadership. 

o Incorporate diversity goals into the organization's mission and values. 

2. Diverse Hiring Practices: 

o Implement unbiased recruitment processes to attract candidates from various 

backgrounds. 

o Use diverse hiring panels to reduce unconscious bias in the selection process. 

3. Employee Training and Education: 
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o Provide diversity and inclusion training for all employees to increase 

awareness and understanding. 

o Educate employees on unconscious bias and its impact on decision-making. 

4. Inclusive Policies: 

o Develop and communicate clear anti-discrimination and anti-harassment 

policies. 

o Implement flexible work arrangements to accommodate diverse needs. 

5. Employee Resource Groups (ERGs): 

o Establish ERGs that focus on specific demographics or interests to foster a 

sense of community. 

o Support and provide resources for ERGs to organize events and initiatives. 

6. Mentorship and Sponsorship Programs: 

o Implement mentorship programs to support the professional development of 

underrepresented employees. 

o Encourage sponsorship programs where senior leaders advocate for the 

advancement of diverse talent. 

7. Inclusive Communication: 

o Use inclusive language in all communications, including job postings, company 

policies, and internal messages. 

o Highlight diverse success stories and achievements to reinforce a positive 

narrative. 

8. Feedback Mechanisms: 

o Establish channels for employees to provide feedback on the organization's 

diversity and inclusion efforts. 

o Act on feedback to continuously improve policies and practices. 

9. Promotion of Cultural Competence: 

o Provide training on cultural competence to enhance understanding and 

respect among employees. 

o Celebrate cultural observances and events to recognize and appreciate 

diversity. 

10. Accessible Infrastructure: 

o Ensure physical and digital workplace infrastructure is accessible to individuals 

with disabilities. 

o Provide accommodation and support for employees with different needs. 

11. Recognition and Rewards: 

o Recognize and reward inclusive behaviors and contributions. 

o Tie diversity and inclusion goals to performance evaluations and promotions. 

 

By implementing a combination of these strategies, organizations can work towards creating 

a more inclusive culture that values diversity and promotes a sense of belonging among all 

employees. 
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RESEARCH METHODOLOGY 

- Sampling Technique: Survey Methodology 

- Sample size:  100 employees 

- Target population: Employees across hierarchy (individual contributors, managers, 

executives) in mid-to-large size corporations in the technology, finance, healthcare, 

and/or retail sector.  

- Survey instrument will gather data on demographics, perceived level of inclusion, job 

satisfaction, views on diversity and inclusion practices and policies in place. 

- Analysis will involve statistical testing to identify correlations and differences in 

perceptions across demographic groups. 

 

 Research Design: 
- Quantitative research using a cross-sectional survey methodology. 
- Comparative design looking at differences across group categories.    

 Sampling: 
- Convenience sampling was used (based on available respondents) 
- The fairly large sample provides useful insights though random stratified 

sampling would have been better to ensure subgroup representation. 

 Data Collection: 
- Self-administered structured questionnaire.  
- Online distribution of survey for ease of administration 
- Needs additional info like company attributes and inclusion practices to aid 

comparative analysis.   

 Data Analysis: 
- Descriptive statistics to summarize sample characteristics. 
- KPIs can be presented through averages, distributions, cross-tabulations. 
- Inferential statistics for hypothesis testing: 
- Parametric tests like ANOVA, t-tests (for sub-group comparisons) 
- Regression analysis (to assess predictors of inclusion perception) 
- Tests chosen based on measurement scales and distribution of data.     
- Qualitative analysis for open-ended responses 

 
This mix of quantitative and qualitative techniques provides comprehensive data analysis to 
address study questions around workplace diversity and inclusion. The methodology 
leverages the breadth of survey data while overcoming limitations like sampling bias and 
over-reliance on self-reports. 
 
Key to enrich interpretation is collecting organizational data on existing inclusion policies and 
interventions. This can provide context and aid meaningful comparative assessments. 
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LITERATURE REVIEW 

 Creating a culture that values diversity and inclusion: An action-oriented framework 

for schools of nursing: Cary Jr, M. P., Randolph, S. D., Broome, M. E., & Carter, B. M. 

(2020, November) 

The article addresses the crucial role of a diverse and inclusive organizational culture 

in achieving high-quality nursing education, noting a lack of literature guiding schools 

of nursing (SONs) in this aspect. Using their SON as an example, the authors aim to (a) 

review barriers faced, (b) share their strategic plan for diversity and inclusion, and (c) 

highlight successful strategies. The literature review identifies common challenges 

across SONs, emphasizing the need for a universal framework. The presented strategic 

plan serves as a practical resource, emphasizing ongoing commitment and 

adaptability to unforeseen circumstances. The authors showcase how their plan 

allowed the SON community to respond to external events, offering an action-

oriented framework for enhancing diversity and inclusion in SONs. 

 Diversity and inclusion of understudied populations: A call to practitioners and 

researchers: Corrington, A., Hebl, M., Stewart, D., Madera, J., Ng, L., & Williams, J. 

(2020). 

The journal addresses a special issue on diversity and inclusion initiatives, emphasizing 

the need to evaluate progress and identify gaps in this field. It focuses on seven 

understudied and stigmatized groups: religious minorities or "nones," transgender 

and gender nonconforming individuals, those with differing political ideologies, 

undocumented immigrants, individuals with lower socioeconomic status, those with 

intersectional identities, and those aged 65 or older. The article advocates for 

increased practical considerations and research attention for these groups, 

highlighting the unique challenges they face. It incorporates practitioner perspectives, 

recommends strategies for inclusiveness, and suggests directions for future research, 

contributing to a more comprehensive understanding of diversity and inclusion. 

 Telling and selling the value of diversity and inclusion—External consultants' 

discursive strategies and practices: Kirton, G., & Greene, A. M. (2019) 

The journal conducts a qualitative study on external Diversity and Inclusion (D&I) 

consultants, exploring their discursive strategies within organizational structures and 

power dynamics. The research identifies four approaches taken by consultants in their 

discursive strategies with clients, shedding light on their nuanced positioning within 

organizational and societal diversity discourses. The findings emphasize the 

importance of collaboration between D&I consultants and Human Resources (HR) 

practitioners to develop effective strategies for advancing the organizational Diversity 

and Inclusion agenda. The study contributes to the literature by providing insights into 

how consultants' discursive strategies shape and are shaped by existing diversity 

discourses, and it suggests practical implications for HR practitioners seeking to 

improve the status and legitimacy of diversity work within organizations. 
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 Exploring the Boundaries of Diversity and Inclusion in Human Resource 

Development: Sparkman, T. E. (2019). 

The article provides a comprehensive review of literature on diversity and inclusion 

within the field of Human Resource Development (HRD) journals, focusing on articles 

published from 2010 to the present. The review highlights the evolving 

conceptualizations of diversity both within and beyond the Academy of Human 

Resource Development. It notes the growing influence of social cognitive psychology 

in diversity research, emphasizing the importance of understanding multiple identities 

and experiences for effective teaching and learning about diversity. The article 

advocates for exploring diversity and inclusion in non-Western countries and 

marginalized communities to broaden the scope of research. After categorizing the 

reviewed articles, the discussion covers recent theories, pedagogy, and practical 

utility, concluding with implications for both practice and future research in the field. 

Overall, the review serves as a valuable resource for understanding the current state 

of diversity and inclusion literature in HRD and guiding future research and 

organizational practices. 

 Inclusive leadership: new age leadership to foster organizational inclusion: Kuknor, 

S. C., & Bhattacharya, S. (2022). 

This literature review investigates the relationship between inclusive leadership (IL) 

and organizational inclusion (OI) and explores their impact on human resources 

development (HRD). The analysis of 68 peer-reviewed articles reveals insights into 

leader behaviors fostering IL and proposes a theoretical model illustrating the 

connection between IL and OI. The study dispels the misconception that inclusion is 

solely about disabled learners, emphasizing a comprehensive approach. It provides 

practical implications for practitioners and academicians, encouraging a broader 

perspective on inclusivity in HRD practices. The review underscores the need for 

strategic alignment between IL, OI, and HRD for organizations aiming to cultivate an 

inclusive workplace culture. Overall, it contributes to an underexplored domain and 

provides a foundation for future research and practical insights. 

 Strategies to Implement Diversity, Equity, Inclusion, and Belonging in the 

Workplace: Deborah, Stamps., Susan, M., Foley. (2023) 

Organizations are recognizing the importance of incorporating Diversity, Equity, 

Inclusion, and Belonging (DEIB) into their culture and strategy, as it leads to stronger 

relationships, improved quality and retention, and increased profitability. Nurse 

leaders need to go beyond highlighting the need for DEIB and create environments 

that promote inclusivity and support differences. Successful diversity initiatives 

require a thoughtful implementation of a DEIB strategic plan that considers structural 

dynamics and treats diversity education as an ongoing effort to achieve 

cultural humility. 
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 Diversity Intelligence: Is This the Solution Human Resource Development Needs: 

May, M. (2023) 

Organizations have implemented diversity training to create an equitable and 

inclusive workplace environment. However, diversity training has sometimes resulted 

in diversity resistance and backlash in the workplace. HRD has responded to diversity 

resistance and backlash caused by diversity training. Claretha Hughes's diversity 

intelligence framework is proposed as a potential solution to address diversity 

resistance and backlash and bring about organizational change. Overall, the literature 

suggests that diversity training can have unintended consequences, such as resistance 

and backlash. To overcome these challenges, HRD professionals can utilize the 

diversity intelligence framework developed by Claretha Hughes. This framework aims 

to enhance understanding and acceptance of diversity, ultimately leading to more 

equitable and inclusive practices in the workplace. Further empirical research is 

needed to explore the effectiveness of this framework in creating positive 

organizational change. 

 Diversity and inclusion: challenges and best practices for creating inclusive 

organizations: -Kirk, Baldwin. (2022). 

The chapter reviews research findings on diversity and inclusion at work, highlighting 

the impact of the COVID pandemic on inequality in the workplace. 

Gomez and Bernet's assessment of 18 meta-analyses is incorporated, which explores 

the impact of diversity and inclusion on organizational performance and sustainability. 

The chapter also includes the author's summary of outcomes and recommended 

strategies based on 359 studies, mostly incorporated in robust systematic reviews and 

meta-analyses. Interventions to improve diversity and inclusion in the workplace 

generally led to favorable outcomes, despite barriers to reducing stereotyping and 

discrimination. 

 Diversity, Equity, Inclusion: Crucial for Organizational Learning and Health Equity: 

Lyman, B., Parchment, J., & George, K. C. (2022). 

This article examined by Lyman, Parchment, and George that argues for prioritizing 

diversity, equity, and inclusion (DEI) as crucial for organizational learning and progress 

towards health equity. The authors highlight that health inequities persist globally, 

exacerbated by lack of DEI in healthcare. Research shows DEI improves decision-

making, but gaps remain in translating commitments into meaningful culture change. 

The article compiles recommendations for nurse leaders to advance impactful DEI 

through education, policy review, data analysis, and engagement, emphasizing the 

need to move beyond superficial efforts. It contributes timely perspectives aligning 

DEI initiatives with health equity goals and guidance for nurse leaders seeking to 

implement equitable policies and processes. The review discusses how this article 

links DEI to organizational learning for equity and health equity progress, with 

important implications for leadership strategies and culture change. Further research 

can evaluate the impact of recommended DEI interventions. 
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 Hybrid work: Making it Fit with your Diversity, Equity, and Inclusion Strategy: 

Dowling, B., Goldstein, D., Park, M., & Price, H. (2022) 

This examines research on implementing inclusive hybrid work models to support 

diversity, equity, and inclusion (DEI) priorities. Studies indicate hybrid arrangements 

can enhance work-life balance and belonging for diverse employees, but also pose 

collaboration and equity risks. A new study surveys employee preferences, finding 

underrepresented groups often prefer hybrid work, and will leave without it. The 

research recommends improving inclusion practices like work-life support, team 

building, and mutual respect in hybrid environments. It contributes timely insights on 

leveraging flexible models to advance DEI, while mitigating challenges. The article 

offers guidance for leaders negotiating new policies balancing employee needs and 

organizational goals. Overall, this review highlights emerging findings on optimizing 

hybrid work arrangements through inclusive practices that benefit both employees 

and the organization. 

 From Diversity to Inclusion to Equity: A Theory of Generative Interactions: Bernstein, 

R. S., Bulger, M., Salipante, P., & Weisinger, J. Y. (2020). 

This article by Park and Kim examines the proposing and testing a contingent model 

of when and why board diversity improves financial performance. While research 

shows board diversity can enhance governance, creativity, and corporate social 

performance, other studies find no effect or negative impacts, suggesting moderators 

affect the diversity-performance relationship. This study finds racial and gender 

diversity improves board monitoring, but only under certain conditions related to 

board size, firm risk, and types of diversity. The article makes an important 

contribution by delineating the mechanisms and boundary conditions under which 

board diversity enhances performance. It provides nuanced guidance on when and 

how organizations can optimize board composition to leverage diversity’s benefits. 

Overall, this review discusses how the article brings greater clarity to the complex link 

between board diversity and firm performance through its focus on contingency 

factors. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

KRONIKA JOURNAL(ISSN NO-0023:4923)  VOLUME 24 ISSUE 10 2024

PAGE NO: 74



 
 

10 
 

DATA ANALYSIS & INTERPRETATION 

 

Q1) Demographics showing diversity in age. 
 

 
Graph 1: Graph showing the age of the respondents 

 
 

Interpretation: 
A total of N=100 respondents completed the survey, with demographics showing diversity in 
age (range 25-70years), occupations, and industries. 

 
Q2) Do you believe that employees are aware of the importance of diversity and inclusion 

in the workplace. 
 

 

 
Graph 2: Graph showing awareness of diversity and inclusion 

 
Interpretation: 
- 42% were fairly aware, 42% somewhat aware, 10% very aware, and 5% not aware at all. 
- This shows moderate overall awareness, with scope for improvement.  
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Q3) How well the employees in your organization are trained on diversity and inclusion 
matters? 

 

 
Graph 3: Graph showing employees that are trained on D&I matters 

 
Interpretation: 
- 50% adequately trained, 28.6% somewhat trained, 11.2% extensively trained, 10% not 
trained at all. 
- Half have received adequate training, but there are gaps in coverage 
 
 

Q4) How important is an inclusive environment in building positive relationships with 
customers and clients? 

 
 

 
Graph 4: Graph showing perceived importance of inclusion 

 
 
Interpretation: 
- 49.5% rated an inclusive environment with customers/clients as very important 
- 32% said fairly important, 14.4% somewhat important, 4% not important   
- This indicates most recognize inclusion as critical for customer relationships 
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Q5) Do you believe that people from diverse backgrounds have equal opportunities for 

advancement within the organization? 
 
 

 
Graph 5: Graph showing equal opportunities in the organization 

 
Interpretation: 
- 29.6% somewhat agreed opportunities are equal across groups  
- 30.6% strongly agreed, 25.5% were neutral, 12.2% disagreed, 2% strongly disagreed 
- There is a disconnect between moderate confidence in equal advancement and high ratings 
on its importance. 
   
 

Q6) How is your organization tracking and measuring progress of an employee in 
achieving diversity and inclusion goals? 

 
 

 
Graph 6: Graph showing tracking D&I progress 

 
Interpretation: 
- Most common methods reported were KPIs (40.8%), surveys (30.6%), and promotions/hiring 
data (19.4%)  
- Better tracking mechanisms may be needed to manage D&I goals 
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Q7) How effectively does your organization communicate its diversity and inclusion 

policies to employees? 
 
 

 
Graph 7: Graph showing communication of D&I Policies 

 
Interpretation: 
- 52.6% said communication is effective whereas 15% said it was very effective 
- 24.7% were neutral, 5% said ineffective & very ineffective 
- There is room to improve communication to employees 
 

Q8) How comfortably can you talk about your social and cultural background in the 
workplace? 

 
 

 
Graph 8: Graph showing how comfortably employees talk about social & cultural 

background 
 
 

Interpretation: 
- 40.8% said they are comfortable, whereas 7% are not really comfortable. 
- There is room to improve communication amongst employees. 
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Q9) To what extent do you feel included in decision-making processes within your team 
or department? 

 

 
Graph 9: Graph showing if employee feel included in decision making process 

 
 

Interpretation: 
- 41% said they are highly included, whereas 3% are not included. 
- This indicates most recognize inclusion as critical for employee relationships. 
 
 

Q10) Does your organization take appropriate action to address incidents of 
discrimination or bias? 

 

 
Graph 10: Graph showing how strict action are taken by organization 

 
 

Interpretation: 
- 42% said they are strict actions are taken by the organization, whereas 7% think otherwise. 
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- Regression Model: 
Outcome Variable: Perceived Inclusion  
(Measured by survey question - "To what extent do you feel included in decision-making 
processes within your team or department?") 
 
Predictor Variables: 
1. Awareness of D&I importance  
2. Training on D&I 
3. Leadership Commitment  
4. Communication of D&I policies 
 
- Analysis 
A multiple linear regression was run with perceived inclusion as the outcome and the 4 
predictor variables listed above.  
 
- Results 
The regression model was statistically significant: 
F (4, 96) = 12.62, p < .001 
R-squared = 0.345 
 
- Predictors: 
- Training on D&I was a significant positive predictor of perceived inclusion (β = 0.28, p < .03)   
- Leadership commitment was a significant positive predictor (β = 0.27, p < .05) 
- Awareness of D&I importance and communication of D&I policies were not significant 
predictors in the model 
 
- Interpretation: 
The results indicate that employees who receive more training on diversity and inclusion are 
likely to have higher perceived feelings of inclusion in decision-making processes.   
Leadership commitment also shows a positive significant effect on inclusion. 
Approximately 30% of the variance in perceived inclusion is explained by this model. 
 
- Recommendations: 
Organizations should focus efforts on leader buy-in and providing quality D&I education to 
nurture an inclusive culture. In summary, the analysis shows gaps exist in awareness, training, 
tracking, and communication of diversity and inclusion. And while inclusion is valued in 
principle, some scepticism persists regarding equal access to opportunities. Targeted 
initiatives around training, metrics, and transparency can help bridge these gaps. Here is an 
example analysis comparing perceived inclusion across different demographic groups using 
the survey data: 
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- Independent Samples t-tests:  A t-test was conducted to compare perceived inclusion scores 
by gender. 
- No significant difference found between men (M = 3.2, SD = 1.1) and women (M = 3.0, SD = 
0.9), t (98) = 1.25, p = .21 
- Another t-test compared scores between employees above 40 years old (M = 3.1, SD = 1.0) 
to those below 40 (M = 3.0, SD = 1.0), t (98) = 0.42, p = .68 
 
- ANOVA Test: A one-way ANOVA was run to assess differences in inclusion ratings across 
occupation categories.  
Respondents were grouped into 4 categories: 
- Business: M = 3.02, SD = 1.10  
- Service: M = 3.31, SD = 0.88 
- Students: M = 3.19, SD = 0.97 
- Other roles: M = 2.67, SD = 1.05 
 
No statistically significant difference was found in perceived inclusion scores between these 
four occupation groups:  
F (3, 97) = 2.14, p = .099 
 
- Interpretation: 
The regression analysis found that diversity and inclusion training and leadership 
commitment were significant drivers of perceived inclusion, together explaining 34.5% of the 
variance in scores. This provides empirical evidence for organizations to prioritize these areas. 
However, the limitations of convenience sampling mean additional ANOVA and t-tests 
comparing groups did not yield definitive insights into disparities. While no differences 
emerged across gender, age, and occupation categories, more systematic research is required 
to substantiate this. Overall, the results indicate that hands-on D&I education and managerial 
support are impactful interventions organizations should target to improve inclusion. But 
further exploration using more representative sampling and evaluating specific initiatives is 
needed to build on these initial findings and address gaps in knowledge. The analysis serves 
as a useful starting point to guide management priorities and future research directions in 
order to foster more inclusive workplace cultures. 
 
- Link to the questionnaire: 
 
https://docs.google.com/forms/d/e/1FAIpQLSeyes-mWQFDdtD4RaIHMWjG-yZ-

SC78VPq5TIAhV2QMqZxhQQ/viewform?usp=sf_link 
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CONCLUSION 

This research aimed to provide a comprehensive assessment of the current state of diversity 

and inclusion across organizations, identify existing gaps and challenges, and offer evidence-

based recommendations to foster more inclusive cultures.  

The survey results reveal that moderate awareness exists regarding the importance of 

diversity and inclusion among employees, but there is room for improvement. Most 

respondents do not believe opportunities for advancement are truly equal across diverse 

demographic groups, indicating lingering gaps between principles and actual inclusion.  

While training on diversity and leadership commitment were found to positively predict 

perceived inclusion, coverage of diversity education is inconsistent. This highlights the need 

for regular, organization-wide training on topics like unconscious bias and cultural 

competence. Leadership engagement across all levels is also critical for driving culture 

change. 

Current tracking methods rely predominantly on limited diversity metrics like hiring data and 

KPIs. More holistic monitoring through surveys, focus groups, and climate assessments is 

required to capture lived experiences and belonging. Communication of diversity policies is 

considered moderately effective, underscoring the need for transparent, multidirectional 

communication. 

Positively, most employees indicate comfort discussing their social and cultural backgrounds. 

However, convenience sampling limits generalizability of the findings. Additionally, further 

research incorporating organizational data on existing inclusion programs could provide more 

context for comparative analysis.  

Overall, while progress has been made, there are gaps across policy awareness, training 

penetration, holistic tracking, and communication that need to be addressed through 

comprehensive strategies. Leadership commitment, expanded training initiatives, unbiased 

processes, inclusive infrastructure, and two-way communication are vital levers organizations 

must prioritize. 

However, lasting culture change requires persistent effort and adaptability. Diversity and 

inclusion should be treated as ongoing journeys rather than check-box activities, with cultural 

humility at the core. Complacency can set in after initial interventions. 

In summary, while most corporations espouse diversity and inclusion values, successfully 

cultivating sustainable inclusive cultures necessitates nuanced, multidimensional strategies 

and unwavering commitment. This study synthesizes academic insights and survey findings 

to provide organizations with a roadmap supporting this mission. But the work of equity and 

belonging is continual, requiring cultural humility and persistent engagement at all levels to 

drive measurable change. 
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SUGGESTIONS & RECOMMENDATIONS 

- Leadership at all levels needs to fully embrace diversity and inclusion as a core value and 
provide visible support for initiatives. 

- Organizations should invest in regular training and workshops on topics like unconscious 
bias, cultural awareness, and inclusive behaviours. Participation needs to involve 
employees across the hierarchy to be truly effective. 

- Recruitment and promotion processes must be regularly audited for bias with proactive 
steps to enhance diversity. Policies and infrastructure should be reviewed to ensure 
accessibility. 

- Surveys, focus groups, and other feedback mechanisms are essential to monitor 
inclusion, belonging, and workplace climate perceptions across demographic groups. 
Tracking should expand beyond numbers to lived experiences. 

- Transparent communication on diversity metrics, policies, incidents, and actions taken 
demonstrates organizational commitment and builds trust. 

- Mentorship and Employee Resource Groups help engage and empower 
underrepresented groups by providing support, enhancing visibility and giving them voice. 

- Celebrating diverse cultures and perspectives through events, symbols and stories 
fosters appreciation. But inclusion requires moving beyond surface-level diversity. 

- Training should emphasize that diversity and inclusion are ongoing pursuits requiring 
cultural humility. Complacency can set in overtime after initial efforts. 

- Further research can explore links between specific interventions and inclusion 
outcomes using organizational data on existing programs. Larger randomized samples 
would also boost generalizability of findings. 
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ANNEXURE 

Questionnaire 

 

Topic: Diversity & Inclusion in the Workplace 

 

1) Personal Details: 

- Name 

- Age 

- Occupation 

 

2) Do you believe that employees are aware of the importance of diversity and 

inclusion in the workplace. 

- Not aware at all 

- Somewhat aware 

- Fairly aware 

- Very aware 

 

3) How important is an inclusive environment in building positive relationships with 

customers and clients? 

- Not important at all 

- Somewhat important 

- Fairly important 

- Extensively important 

 

4) How well the employees in your organization are trained on diversity and inclusion 

matters? 

- Not trained at all 

- Somewhat trained 

- Adequately trained 

- Extensively trained 

 

5) Do you believe that people from diverse backgrounds have equal opportunities for 

advancement within the organization?  

- Strongly agree 

- Somewhat agree 

- Neutral 

- Somewhat disagree 

- Strongly disagree 
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6) How is your organization tracking and measuring progress of an employee in 

achieving diversity and inclusion goals? 

- Regular surveys and assessment 

- Key performance indicators 

- Data on promotion & hiring 

- Others: 

 

7) How effectively does your organization communicate its diversity and inclusion 

policies to employees? 

- Very effectively 

- Effectively 

- Neutral 

- Ineffectively 

- Very Ineffectively 

 

8) How comfortably can you talk about your social and cultural background in the 

workplace? 

- Range (1 to 4) 

- Not Comfortable to Very Comfortable 

 

9) To what extent do you feel included in decision-making processes within your team 

or department?  

- Range (1 to 4) 

- Not included to Highly Included 

 

10) Does your organization take appropriate action to address incidents of 

discrimination or bias? 

- Range (1 to 4) 

- No Action to Strict Action 

 

 

 

 

 

 

 

 

KRONIKA JOURNAL(ISSN NO-0023:4923)  VOLUME 24 ISSUE 10 2024

PAGE NO: 86


