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ABSTRACT 

This study examines the role of diversity and inclusion (D&I) in driving organisational 

performance, with a particular focus on Information Technology (IT) companies. As the IT 

industry thrives on innovation, creativity, and global collaboration, the need for a diverse and 

inclusive workforce has become more critical than ever. This research aims to analyse the 

impact of D&I practices on employee engagement, innovation, decision-making, and overall 

organisational success. The study highlights the positive correlation between a diverse 

workforce and enhanced business outcomes by reviewing existing literature, conducting case 

studies, and analysing primary data collected from IT companies. Key findings suggest that 

diverse teams are more effective at problem-solving and innovation, which leads to higher 

productivity, increased employee satisfaction, and better financial performance. However, 

challenges such as unconscious bias, resistance to change, and a lack of inclusive leadership 

can hinder D&I initiatives. The study concludes by offering practical recommendations for IT 

companies to implement effective D&I strategies that improve workplace culture and 

contribute to long-term organisational success. Fostering a diverse and inclusive environment 

is not only a moral imperative but a strategic advantage that can significantly enhance 

performance in the competitive IT sector. 
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1. Introduction 

These days, businesses are changing rapidly all around the globe, too. The IT Sector is 

increasingly the best example of innovation, flexibility, and cross-border collaboration. In this 

quest for more competitive advantage, companies are finding that their best asset isn't their 

latest technology or best process but their people. More importantly, it is the diversity and 

inclusiveness among their people In Organisations. An organisation's diversity and inclusion 

(D&I) efforts can play a critical role in helping the organisation respond to and take advantage 

of a complex, changing environment. Today, D&I efforts are seen beyond being compliance 

or  

CSR (corporate social responsibility) issue is viewed as a strategic imperative. Diversity 

identifies the presence of differences in a given setting, whether it be at the workplace or in a 

location. It is defined by gender, race, ethnicity, sexual orientation, Socioeconomic status, 

language, religious beliefs, age, and mental or physical ability. Inclusion, however, is the 

process of making people, especially those who are typically overlooked, feel valued and 

welcomed into a group, system, or society. Inclusion works to make sure everyone has the 

same opportunities, access, resources and benefits. When businesses integrate diversity and 

inclusion (often known as D&I) effectively, they create a work culture that uses different 
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points of view to improve creativity and teamwork along with better results at the organisation. 

IT companies are no exception as their innovation cycles are short and the need for creative 

solutions is perpetual. In such a scenario, synergy between diversity and inclusion can greatly 

enhance organisational performance. Diverse teams can uncover unique solutions, foresee 

market demands, and adapt to new technologies. Even though many businesses find them 

beneficial, they do not ignore the barriers that resist D&I, including unconscious bias, a lack 

of inclusive leadership, and resistance to change.  

The purpose of this study is to analyse how diversity and inclusion help in improving the 

performance of IT companies. This research will examine how workplace diversity positively 

impacts various aspects like employee engagement, innovation, collaboration, and decision-

making. Thus, D & I practices have business implications. By reviewing existing literature, 

collecting primary data, and doing case studies, the paper sheds light on effective D & I 

initiatives as well as the challenges faced by organisations in implementing these initiatives. 

Overall, it is good for the organisation to create a truly inclusive atmosphere, and it is not just 

because it is the right thing to do. It should help organisations in the long term.  

 

Research Objectives 

1. To examine the impact of diversity and inclusion on organisational performance in IT 

companies. 

2. To assess how workplace diversity influences employee productivity, innovation, and 

collaboration. 

3. To evaluate the role of inclusive workplace policies in enhancing employee satisfaction and 

retention 

 

Research Questions 

1. How does diversity and inclusion impact organisational performance in IT companies? 

2. What is the relationship between workplace diversity and employee productivity, 

innovation, and collaboration? 

3. How do inclusive workplace policies affect employee satisfaction and retention in IT 

companies? 

 

Research Hypothesis 

H1: Diversity and inclusion have a significant positive effect on organisational performance 

in IT companies. 

H2: Workplace diversity positively influences employee productivity, innovation, and 

collaboration. 

H3: Inclusive workplace policies enhance employee satisfaction and retention in IT 

companies. 

 

2. Literature Review 

J. Stuart Bunderson & Kathleen M. Sutcliffe. (2002) examined the process and performance 

effects of dominant function diversity, namely, the diversity of functional experts on a team 

and intrapersonal functional diversity. The study's findings indicate a negative relationship 

between management teams and dominant function diversity. In addition, it is found that there 

is a strong relationship between intrapersonal functional diversity and its effect on information 

sharing and unit performance. These findings suggest that different forms of functional 

diversity can have very different implications for team process and performance and that 
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intrapersonal functional diversity matters for team effectiveness. 

Orodho, J. A. (2005) has found that diversity includes demographic factors such as race, 

gender, age, physical ability and ethnicity etc. The several aspects of diversity are age, national 

origin, religion, disability, sexual orientation, values, ethnic culture, education, language, 

lifestyle, beliefs, and physical appearance and economic 16 status. The study reveals the co-

existence of employees from a variety of socio-cultural backgrounds within the organisation. 

 Sujin K. Horwitz & Irwin B. Horwitz. (2007) has found that positive impact of task-related 

diversity on team performance in an organisation. In addition to this, bio-demographic 

diversity and social integration is not significantly related to team performance.  

Omankhanlen  Alex Ehhimare & Joshua O. Ogaga-Oghene's. (2011) has found that gender 

and ethnicity are negatively related to both productivity of employee and performance. It is 

revealed, that the gender, age and tenure diversities are positively correlated to firm 

performance in the organisation. So, it is recommended that company executives use good 

strategies to effectively manage workforce diversity and collaborative research efforts should 

be done to ascertain the related variables that moderate workforce diversity so as to produce 

positive performance outcomes in organisations with the help of managing workforce 

diversity. 

Suzanne T. Bell et al. (2011) has integrated different conceptualisations on demographic 

diversity variable and team performance in an organisation. The finding of the study indicates 

that functional diversity has a moderately positive relationship with team performance by team 

creativity and innovation of the  

employees. Educational diversity is related to team creativity and innovation and to team 

performance for top management in an organisation. 

Abdel Moneim Elaid. (2012) has explored the impact of gender, age, and education 

background on employee performance. It has been targeted into middle level of the employees 

in the management. They revealed that the highest employee performance positively related 

with some variables such as gender, education background except age.  

Parul Deshwal & Supriya Choudhary. (2012) has found that there is no significant relationship 

between diversity and productivity in an organisation. They concluded that employees in a 

more diverse workforce are no less productive in the organisation. 

Davis Mkoji & Damary Sikalieh. (2012) have shown that conscientiousness is a personality 

trait that is the most predictive of job performance, as demonstrated by openness to experience, 

agreeableness, extraversion, and emotional stability. The majority of KEMRI (Kenya Medical 

Research Institute) workforce is mainly composed of a conscientious personality trait. Hence, 

personality is useful for predicting other work-related criteria like job satisfaction and job 

performance. In addition to the above, it is recommended that KEMRI should consider 

personality tests as part of recruitment and selection 

Ephraim A. Okoro, Melvin C. (2012) indicated that effective communication in a diverse 

workforce ensures a high level of performance and productivity for human and intellectual 

capital and provides business organisations a competitive advantage in their expanded markets 

and in the global economy  

Harold Andrew Patrick & Vincent Raj Kumar. (2012) focused on diversity management as a 

process that intended to create and maintain a positive work environment where the 

similarities and differences of individuals are valued. It is concluded that managing diversity 

successfully can lead to more committed, better satisfied, better performing employees and 

potentially better financial performance for an organisation.  

bdel Moneim Elsaid. (2012) indicates that workforce diversity is important for an organisation 

http://eelet.org.uk/


European Economic Letters  

ISSN 2323-5233 

Vol 15, Issue 1 (2025)  

http://eelet.org.uk 

 

 

3829 

to implement diversity management. The researcher has identified a positive relationship 

between high employee performance and demographic variables such as gender and 

educational background. Therefore, business organisations should start realising the need to 

tackle such demographic categories to stay ahead of competitors in an economy. 

Edmund C. Stazyk, Randall S. Davis & Jiaqi Liang. (2012) have analysed that effective 

diversity management leads to positive organisational effectiveness. It is not desirable to treat 

organisational diversity as a generic characteristic. The findings also highlight the need to 

manage alternative forms of diversity. It is concluded that increasing racial diversity decreases 

the overall employee job satisfaction in the organisation, whereas greater gender diversity 

increases overall organisational job satisfaction. 

Chepng'eno. (2012) has identified that managing workforce diversity means performing one's 

job well and with full potential in a work environment where there are no discriminations 

regarding any aspect of diversity.  

Parul Dixit. (2013) has stressed the need for diversity management to create a positive work 

environment in an organisation. It has been found that managing diversity successfully can 

lead to more committed, better satisfied, better-performing employees and contribute to the 

potentially better financial performance of an organisation. The study has emphasised that the 

organisation should take measures and leverage potentials of employees to achieve 

competitive global. 

Muhammad Salman Aslam & Arslan Ayub et al. (2013) has found that most of the employees 

want to work with all the department employees. It is understood that it is inevitable for the 

employees to manage diversity in the organisation. So as to produce better performance within 

the member group of employees. The study concludes that markets are growing more and 

more diverse, and so, organisations need to manage a diverse workforce in order to handle the 

situation. 

Maric-Christine Laible. (2013) has found that women in top management positions in German 

establishments can be negatively linked to a firms performance. The environment seems to 

play a meaningful role in the determination of the relationship between gender diversity in top 

management and a firm's performance.  

Uschi Backes-Gellner & Stephan Veen. (2013) have revealed that increasing age diversity has 

a positive effect on organisation productivity. Therefore, it suggests 19 that a more age-diverse 

workforce provides a large knowledge pool and can find more creative solutions. 

Sonali Malewar & Prerna Nair. (2013) have explored that strength or a conflict of workforce 

diversity attracts lots of attention of these days' organisations. It is found that employees of 

both gender employed in equal sharing enhances innovativeness and also brings in fresh ideas 

which in turn improves organisational effectiveness. It is concluded that diverse teams make 

a better team – working and brings forth a richer experience in an organisation.  

Richa Gupta. (2013) suggests that workforce diversity enhances better decision-making, 

creativity, innovation, and greater success in marketing. Therefore, it revealed that the 

following factors: senior management accountability, need assessment, better strategy, 

efficient communication, team building & evaluation, mediate between workforce diversity 

and organisation performance. It is useful for organisations with diverse workforce by 

effectively managing them to achieve organisational goals. 

Rashid Saeed et al., (2013) has found that there is a positive relationship between workforce 

diversity and performance of the students. 
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Rana Nadir Idrees, Abdus Sattar Abbasi & Muhammad Waqas. (2013) have identified that the 

female employees are discriminated more than male employees in the private sector 

organisations as compared to public sector organisations. The researchers have concluded, 

that the heterogeneity in workgroup is a key deriver in making more innovative and effective 

decision through owners and managers with sound educational background and commitment 

workforce diversity. Uschi Backes Gellner & Stephan Veen. (2013) have analysed how age 

diversity within a company's workforce affects organisational productivity. The study's 

objectives are to induce the effect of age diversity on organisational productivity and the type 

of task performed which acts as a moderator. The results show that increasing age diversity 

has a positive effect on organisational productivity through creative and routine tasks in the 

organisation 

 

3. Research Methodology 

Research Design: 

This study employs a quantitative research design to analyse the role of diversity and inclusion 

(D&I) in driving organisational performance in IT companies. A descriptive and correlational 

research approach will be used to assess the relationship between D&I initiatives and key 

performance indicators (KPIs) such as employee productivity, innovation, and financial 

performance. 

Research Approach: 

A deductive approach will be followed, where hypotheses will be formulated based on existing 

theories and tested using statistical methods. The study will use survey research as the primary 

data collection method. 

Population and Sampling: 

Target Population: Employees working in IT companies, including software engineers, project 

managers, HR professionals, and executives. 

Sampling Technique: Stratified random sampling will be used to ensure representation across 

different hierarchical levels and departments. 

Sample Size: A minimum of 107respondents will be surveyed to ensure statistical significance. 

Data Collection Method: 

Survey Instrument: A structured questionnaire will be designed to measure employees' 

perceptions of D&I practices and their impact on organisational performance. 

Measurement Scale: A 5-point Likert scale (1 = Strongly Disagree to 5 = Strongly Agree) will 

be used. 

Variables: 

Independent Variable: Diversity & Inclusion (Workforce Diversity, Inclusive Policies, 

Leadership Commitment, Equal Opportunity Programs) 

Dependent Variables: Organisational Performance (Employee Productivity, Innovation, Job 

Satisfaction, Revenue Growth) 

Data Analysis Methods: 

Descriptive Statistics: Mean, standard deviation, frequency, and percentage distributions. 

Inferential Statistics: 

Correlation Analysis to measure the relationship between D&I and organisational 

performance.Regression Analysis to examine the impact of D&I initiatives on performance 

outcomes.ANOVA (Analysis of Variance) to compare responses across different demographics 

and job roles. Software Used: Data will be analysed using SPSS. 
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Data Interpretation And Result: 

Age and Gender Distribution of Respondents: 

 
 

Interpretation 

The majority of respondents (76.6%) belong to the 18-25 years age group, indicating a young 

workforce. Gender distribution is fairly balanced, with 52.3% male and 45.8% female 

participants. This reflects a diverse and inclusive sample, suitable for analysing the impact of 

diversity and inclusion in the IT sector. 

 

Role in the Organisation - Distribution of Respondents 

 
 

Interpretation 

The majority of respondents hold roles as Team Leads (26.2%) and Individual Contributors 

(25.2%), indicating a strong presence of mid-level professionals. Executives (24.3%) and 

Managers (19.6%) also form a significant portion, suggesting a balanced organisational 
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structure. A smaller percentage of respondents work as Coordinators, Assistants, Interns, or 

Trainees, reflecting limited representation in entry-level or supporting roles.  

 

Experience Level in the IT Industry 

 

Interpretation 

The majority of respondents (43.0%) have less than 1 year of experience in the IT industry, 

followed by 38.3% who have 1-3 years of experience. A smaller percentage (13.1%) have 3-

5 years of experience, while very few (3.7% and 1.9%) have 5-10 years or more than 10 years 

of experience. This suggests that the respondent pool consists mostly of early-career 

professionals or fresh graduates entering the IT industry 

 

Quantitative Analysis  

 N % 

Cases 

Valid 107 100.0 

Excludeda 0 .0 

Total 107 100.0 

a. Listwise deletion based on all variables in the procedure. 

 

Interpretation 

• The dataset consists of 107 valid cases, with 0 cases excluded, ensuring all data points were 

included in the analysis. 

• Data was processed using listwise deletion, meaning only complete cases were analysed. 

 

Reliability  Statistics 

Cronbach's Alpha 
Cronbach's Alpha Based on 

Standardised Items 
N of Items 

.945 .945 14 

 

Interpretation 

• Cronbach's Alpha = 0.945, indicating high internal consistency among the 14 items. 

• A reliability coefficient above 0.7 suggests that the measurement scale is highly reliable. 

• This suggests that the scale used for measurement is highly reliable. 

 

Summary Item Statistics 
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 Mean Minimum Maximum Range 
Maximum / 

Minimum 
Variance 

N of 

Items 

Item Means 2.759 1.841 2.963 1.121 1.609 .082 14 

Item 

Variances 
1.148 .950 1.292 .342 1.360 .009 14 

 

Correlation Matrix 

 TDI TOP TES 

Correlation 

TDI 1.000 .755 .671 

TOP .755 1.000 .782 

TES .671 .782 1.000 

Sig. (1-tailed) 

TDI  <.001 <.001 

TOP .000  .000 

TES .000 .000  

 

Interpretation 

Significant correlations between variables: 

• TDI & TOP (r = 0.755, p < 0.001) 

• TES & TDI (r = 0.671, p < 0.001) 

• TOP & TES (r = 0.782, p < 0.001) 

• These correlations suggest strong positive relationships between the variables. 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .729 

Bartlett's Test of Sphericity 

Approx. Chi-Square 190.665 

df 3 

Sig. <.001 

 

Interpretation 

• KMO = 0.729, indicating a good level of sampling adequacy for factor analysis. 

• Bartlett's Test (Chi-Square = 190.665, df = 3, p < 0.001) confirms that the correlation matrix 

is not an identity matrix, making factor analysis appropriate. 

 

Descriptive Statistics 

 N Minimum Maximum Mean 
Std. 

Deviation 
Skewness Kurtosis 

http://eelet.org.uk/


European Economic Letters  

ISSN 2323-5233 

Vol 15, Issue 1 (2025)  

http://eelet.org.uk 

 

 

3834 

Statistic Statistic Statistic Statistic Statistic Statistic 
Std. 

Error 
Statistic 

Std. 

Error 

TDI 107 5 20 12.80 4.192 .061 .234 -.748 .463 

TOP 107 5 20 14.35 4.614 -.270 .234 -1.035 .463 

TES 107 4 16 11.48 3.788 -.429 .234 -.939 .463 

 

 

Valid N 

(listwise) 

107         

 

INTERPRETATION 

• TDI (Mean = 12.80, SD = 4.192) 

• TOP (Mean = 14.35, SD = 4.614) 

• TES (Mean = 11.48, SD = 3.788) 

• Skewness & Kurtosis values suggest the data distribution is moderately skewed 

 

Hypothesis Testing  

1. H1: Diversity and inclusion have a significant positive effect on organisational performance 

in IT companies 

• TOP predicting TDI 

 

Variables Entered/Removeda 

Model Variables Entered Variables Removed Method 

1 TOPb . Enter 

a. Dependent Variable: TDI 

b. All requested variables entered. 

 

Model Summary 

 

 

Model 

 

 

R 

 

 

R 

Square 

 

Adjusted 

R Square 

 

Std. Error 

of the 

Estimate 

Change Statistics 

R Square 

Change 

 

F 

Change 

 

df1 

 

df2 

Sig. F 

Change 

1 .755a .570 .565 2.763 .570 138.955 1 105 <.001 

a. Predictors: (Constant), TOP 

 

ANOVAa 
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Model Sum of Squares df Mean Square F Sig. 

1 

Regression 1061.082 1 1061.082 138.955 <.001b 

Residual 801.797 105 7.636   

Total 1862.879 106    

a. Dependent Variable: TDI 

b. Predictors: (Constant), TOP 

 

Interpretation 

• R² = 0.570 → 57% variance in TDI is explained by organisational performance (TOP). 

• F = 138.955, p < 0.001 → The model is statistically significant. 

• For every unit increase in TOP, TDI increases by 0.755 (p < 0.001). 

 

2. H2: Workplace diversity positively influences employee productivity, innovation, and 

collaboration. 

 

• TES predicting TDI 

 

Variables Entered/Removeda 

Model Variables Entered Variables Removed Method 

1 TESb . Enter 

a. Dependent Variable: TDI 

b. All requested variables entered. 

 

Model Summary 

 

 

Model 

 

 

R 

 

 

R 

Square 

 

Adjusted 

R Square 

 

Std. Error 

of the 

Estimate 

Change Statistics 

R Square 

Change 

 

F 

Change 

 

df1 

 

df2 

 

Sig. F 

Change 

1 .671a .451 .446 3.122 .451 86.171 1 105 <.001 

a. Predictors: (Constant), TES 

 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 839.698 1 839.698 86.171 <.001b 
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Residual 1023.181 105 9.745   

Total 1862.879 106    

a. Dependent Variable: TDI 

b. Predictors: (Constant), TES 

 

Interpretation 

• R² = 0.451 → 45.1% variance in TDI is explained by employee satisfaction (TES). 

• F = 86.171, p < 0.001 → The model is statistically significant. 

• For every unit increase in TES, TDI increases by 0.671 (p < 0.001) 

 

H3: Inclusive workplace policies enhance employee satisfaction and retention in IT companies. 

This qualitative study explores how inclusive workplace policies impact employee satisfaction 

and retention in IT companies. Data was collected from 107 respondents through interviews, 

focus groups, and open-ended survey responses. Thematic analysis was used to identify key 

patterns and insights. 

Methodology: Thematic Analysis 

Data Collection: Interviews, focus groups, and open-ended surveys with 107 IT employees 

Data Familiarisation: Reading transcripts and responses to identify key themes. 

Initial Coding: Labeling data segments to identify recurring topics. 

Theme Development: Grouping codes into broader themes. 

Interpretation: Analysing themes to understand their impact on employee satisfaction and 

retention. 

Identified Themes from Employee Responses 

Theme Description Example Quote 

Sense of Belonging Employees feel valued and included. Having diverse voices in meetings 

makes me feel like I truly belong here. 

Fair Career Opportunities Inclusive policies ensure equal growth opportunities. Our promotion 

process is transparent, and I feel confident my work is recognised relatively. 

Work-Life Balance Flexible policies improve retention. Remote work options helped me stay 

with the company despite personal challenges. 

Psychological Safety Employees feel safe expressing concerns. I can openly share feedback 

without fear of judgment or bias. 

 

Interpretation 

- Employees who experience strong inclusivity policies feel more engaged, supported, and 

valued at work. 

- Retention improves when inclusive policies promote fairness and career growth. 

- Work-life balance policies are key drivers of satisfaction and retention in IT. 

- Psychological safety enables employees to express themselves freely, boosting workplace 

well-being. 

 

4. Discussion 

The regression analysis results indicate that organisational performance (TOP) is positively 

related to diversity & inclusion (TDI), R² = 0.570, indicating that TOP can describe 57% of the 
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variance in TDI. The model is statistically significant (F = 138.955, p < 0.001), and the 

standardised beta coefficient (β = 0.755, p < 0.001) indicates that when adjusting TOP increases 

by 1 unit, TDI is expected to change by 0.755 units. This indicates that higher-performing 

organisations are more likely to have and facilitate strong D&I efforts. These results are 

consistent with previous studies, which have shown that effective organisations utilise D&I as 

a strategic advantage to create an atmosphere and to help promote inclusivity and innovation. 

Therefore, we support H1. Conclusion  

Similar to H2, the regression results indicate a significant positive correlation between employee 

satisfaction (TES) and TDI, with R² = 0.451. This indicates that TES explains 45.1% of the 

variance in TDI. The model is statistically significant (F = 86.171, p < 0.001). The standardised 

beta coefficient was (β = 0.671, p < 0.001), meaning that a single unit increase in TES equated 

to an increase of 0.671 units in TDI. This indicates that higher employee satisfaction leads to 

greater perceptions of organisational diversity and inclusion. The findings in this study support 

existing studies that indicate satisfied employees contribute to an inclusive organisational 

culture. Therefore, H2 is supported. 

 

5. Conclusion 

The current study aimed to investigate the link between employee satisfaction, organisational 

performance, and diversity & inclusion (D&I) in the IT industry. The results from the regression 

analysis provided strong evidence in support of the hypotheses proposed.First, the analysis 

revealed that organisational performance significantly predicts diversity and inclusion. The R² 

value of .570 indicates that organisational performance explains 57% of the variance in D&I. It 

appears that organisations that perform well are more likely to invest in and prioritise inclusive 

policies and diversity-supporting environments. High-performing organisations are able to 

recognise the strategic advantage of advancing diversity and implementing inclusive workplaces 

as a means for supporting collaboration, creativity, and innovation, as well as drawing a wider 

pool of talent and improving overall organisation performance. 

Then, the study revealed evidence of a significant, positive relationship between employee 

satisfaction and diversity & inclusion. The R² result of 0.451 suggests that 45.1% of the variation 

in D&I can be explained by employee satisfaction. Employees who reported they were satisfied 

and valued were more likely to rate their organisation as supportive, inclusive, and respectful of 

diversity and inclusion. This is consistent with the existing literature, which suggests that 

organisations that actively seek to improve employee well-being often create positive, inclusive 

cultures in the workplace. The current study's findings illustrate that organisational performance 

and employee satisfaction are important determinants of diversity and inclusion in the 

workplace. The results support the notion that organisations, especially in IT, should adopt wider 

scope practices that aim to improve organisational performance while at the same time, promote 

employee satisfaction and well-being, ultimately being more conducive to workplace inclusion. 

Success in an inclusive organisation can lead to sustainable growth, improved employee 

engagement, and to be recognised as an organisation leading efforts in promoting diversity and 

inclusion in the workplace. Thus, the present study's findings can be valuable insight for HR 

practitioners, managers, and policymakers looking to implement effective diversity and 

inclusion programs. 

 

Suggestions:  

• Organisations should implement fair and unbiased recruitment practices to promote 

diversity at all levels. 
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• Leadership should take accountability for ensuring an inclusive work environment 

through clear goals and regular evaluation. 

• Equal opportunities for growth, training, and career advancement should be provided to 

all employees. 

• Regular feedback should be encouraged to understand employee perspectives on diversity 

and inclusion efforts. 

• Inclusive workplace policies should be strengthened to foster employees' sense of 

belonging and respect. 

• D&I initiatives should be continuously monitored and improved to align them with 

organisational goals. 
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