
  PSYCHOLOGY AND EDUCATION (2018) 55(1): 91-99 
  ISSN: 1553-6939 

 
 

91 
www.psychologyandeducation.net 

An Empirical Study of Factors affecting Inclusive Workplaces: A 

Framework for Diversity Management 
 

RANJANA JADAUN, 

Department of School of Management Studies, Graphic Era Hill University,  

Dehradun, Uttarakhand, India 248002 

DOI:10.48047/pne.2018.55.1.06 

 

Abstract 

This empirical study explores the elements that help make workplaces inclusive and offers a 

paradigm for managing diversity. Workplaces that embrace and value variations in colour, 

gender, ethnicity, sexual orientation, and other aspects of diversity are said to be inclusive 

workplaces. The study employs a mixed-methods approach, integrating quantitative employee 

surveys and qualitative interviews with diversity workers. The findings highlight a number of 

critical elements, such as leadership commitment, staff development, inclusive policies and 

practices, and accountability measures, that have an impact on the success of diversity 

management programmes. The proposed framework emphasizes the significance of systematic 

diversity management practices that consider these crucial elements, as well as continuing 

evaluation and efforts towards continual improvement. The conclusions have significance for 

businesses looking to foster inclusive workplaces and diversity and inclusion initiatives. 

Keywords: Inclusive workplaces, Diversity management, Leadership commitment, Employee 

training and development, Accountability measures 

 

Introduction: 

The worthy of consideration and variety in the working environment has gotten more 

consideration lately. Companies are realizing that fostering an inclusive workplace is not just the 

moral thing to do, but also has substantial economic advantages. Any employee, regardless of 

background or identity, should feel valued, respected, and included in the workplace. Employee 

engagement and commitment to their work increase when they feel included and respected, 

which can result in higher productivity and better decision-making. In order to handle diversity 

effectively, a thorough strategy is needed. Managing diversity and fostering inclusiveness within 

an organisation is referred to as diversity management. Creating inclusive policies and practices, 

giving staff chances for training and growth, and holding leaders accountable for fostering 

inclusive environments are all part of effective diversity management. This empirical study 

explores the elements that help make workplaces inclusive and offers a paradigm for managing 

diversity. The study employs a mixed-methods approach, integrating quantitative employee 

surveys and qualitative interviews with diversity workers. Participants in the study come from a 

variety of fields and industries, including technology, finance, healthcare, and education. 

According to the study's findings, a number of important variables affect how well diversity 

management strategies work. Leadership commitment is the first component. Leaders who are 
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committed to fostering inclusive workplaces and who are prepared to take initiative to advance 

diversity and inclusion are necessary for effective diversity management. By establishing 

diversity and inclusion goals, allocating funds to projects, and holding themselves and their 

teams accountable for fostering inclusive workplaces, leaders can show their dedication to the 

cause. Training and development for employees is the second factor. Employees can learn the 

value of diversity and inclusion and acquire the skills necessary to function well in diverse teams 

by being given the opportunity for training and development. Unconscious prejudice, cultural 

sensitivity, and successful communication in a variety of settings are all possible training 

subjects. Policies and practices that are inclusive are the third factor. Policies and practices that 

foster diversity and advance inclusion are said to be inclusive. Flexible work schedules, diverse 

hiring and hiring practices, and employee resource groups are a few examples of inclusive 

policies and practices. Measures of accountability are the fourth factor. Measures of 

accountability are crucial for ensuring that managers and staff are held accountable for fostering 

inclusive workplaces. Accountability measures might include diversity and inclusion-related 

performance metrics, frequent reporting on the status of diversity objectives, and recognition and 

incentives for people and teams who show a commitment to diversity and inclusion. The 

researchers suggest a framework for diversity management that takes these important 

considerations into account based on the study's findings. The framework emphasizes the 

significance of a methodical strategy for managing diversity that includes constant review and 

efforts at continuous development. In order to ensure that diversity and inclusion are 

incorporated into every part of the business, the framework also emphasizes the necessity for 

collaboration and communication across all levels of the organization. The study's conclusions 

have ramifications for businesses looking to foster inclusive workplaces and diversity and 

inclusion initiatives. Organizations may create focused plans to promote diversity and inclusion 

by recognizing the critical elements that affect the success of diversity management initiatives. 

The study's findings can also be used to establish policies and practices that support diversity and 

inclusion as well as employee training and development programmes. In conclusion, establishing 

an inclusive workplace is a challenging task that needs a thorough strategy to managing 

diversity. This empirical study offers perceptions on the critical elements that contribute to 

inclusive workplaces and suggests a strategy for managing diversity. The study's conclusions 

have significant ramifications for businesses looking to advance inclusion and diversity and 

foster work cultures where all staff members feel valued, respected, and included. Organisations 

can foster a culture of belonging those benefits both workers and the company overall by 

accepting diversity and encouraging inclusion. 

 

Literature Review 

Diversity and inclusion have gained importance as firms recognise the benefits of creating 

inclusive environments. We will examine research that show the importance of diversity and 

inclusion in the workplace and the impacts these elements have on decision-making, employee 
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engagement, and productivity in this review of the literature. The evaluation will also include the 

most effective strategies and tactics that companies may use to promote inclusion and diversity. 

Numerous studies have demonstrated the benefits of inclusion and diversity in the workplace. 

Businesses with diverse workforces are more likely to succeed than their less diverse 

competitors, according to a 2015 McKinsey & Company study. The study found that companies 

with leadership teams that include a mix of genders were 15% more likely to have financial gains 

above the national sector median. The effort that any organization's employees put forth will 

have an impact on its performance because they are an important resource to the company.  

Diversity is a benefit to firms, according to various managers and academics (Bakr et al., 2010; 

Von et al., 2005).  By enhancing their bottom line, gaining a competitive advantage, structuring 

their ability to compete in global markets, enhancing business output, achieving advanced 

employee satisfaction, and securing relationships in multi-cultural societies, the hotel industry of 

today is interested in diversity. Additionally, three aspects of gender discrimination—

discriminating against one gender in recruiting, promoting, and providing goods and amenities—

were discussed in earlier research reviews and theoretical Models of Gender Discrimination and 

Employee Productivity.  The study found that whether or not an institution has policies for 

female representation affects how vulnerable its figureheads are.  Because of this, there is an 

increasing awareness that women should be able to participate in important decision-making 

processes and that organizations should implement gender equality. Patrick (1998) asserts that if 

gender discrimination continues in the workplace, it will have an effect on individuals who are 

already employed.  The effect shows that the diversity was in gender, contrary to what Jehn et al. 

(1999) found, suggesting that diversity has had a significant impact on classification dynamics. 

More specifically, it has been observed that gender diversity always allows positive group 

dynamics. Diversity is centered on its people and practices further strengthening the beneficial 

effects of gender diversity on efficient group operations (Kochan et al. 2003).  In another study 

by Lee (2013) concluded that, for example, they did not discover any effects on gender in 

relationships after the lawful system, instead pointing to minimizing gender differences and a 

comparison of gendered work values as the root (Tajfel and Turner, 1986). Children that are in 

the learning stages are more willing to explore new concepts, learn new things, and even accept 

better ones.  It's obvious that those who have lived longer have matured and acquired useful 

problem-solving abilities. The experts also point out that Western research encouraged both 

older and younger employees to work together to create a sensible and useful corporate culture. 

Furthermore, studies show that age variation naturally has a detrimental effect on an individual's 

production. Due to this, there aren't any significant age heterogeneity benefits in the context of 

daily obligations that could counteract the rising costs brought on by higher age variability 

(Backes-Gellner and Veen, 2009) When a company grows more ethnically diverse, it is 

appropriate to examine how various groups are diligently interacting with one another at work.  

Pitts (2005).  The ability to manage a diverse workforce in a way that maximises its advantages 

and minimises its disadvantages is a constant requirement for organisations. Discrimination, a 

lack of socialization, bad communication, and difficulties reaching agreements are some concrete 
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instances of disadvantages. Influential people in many organisations have made it obligatory to 

examine educational diversity programmes in order to inspire and reassure people to work 

tirelessly and effectively together in order to achieve the goals set by organisations.  Education 

backgrounds have a substantial number of talents, abilities, and information. As a result, a 

person's academic decisions will reflect the field of study they have selected as well as perhaps 

disclose something about their intelligence and personality (Holland, 1990). Grading according 

to educational attainment, such as graduate versus undergraduate, was connected to the turnover 

goal. 

 

  A distinct scenario is used to define employee happiness and illustrate employees who are 

satisfied and getting what they want and need from their jobs. Ritchie and O'Malley (2009) assert 

that supervisor initiative has a major effect on employee satisfaction. Understanding the ways in 

which managers can affect how employees and the organisation are seen is crucial.  Based on the 

two parties' clear and open lines of communication, this can boost an employee's motivation at 

work and help them perform better (Rune et al. 2007) The literature review offers understanding 

into the elements influencing inclusive workplaces, to sum up. According to the literature, 

embracing diversity can help organisations remain competitive and adapt to shifting 

demographics, as well as result in improved human and organisational outcomes. In order to 

assist organisations in creating more inclusive workplaces that benefit both individuals and the 

organisation as a whole, future research should continue to examine the dynamics of varied work 

groups and the efficacy of diversity efforts. 

 

Objectives of the study:  

 

 The measure the factors affecting inclusive workplaces. 

 

Research Methodology:  

It is an empirical type of study. 230 respondents were contacted in this study to give their 

viewpoints on the factors affecting inclusive workplaces. Frequency distribution and pie charts 

are used for the data analysis and therefore the data was presented. 

 

Data Analysis and Interpretation: 

 

Table 1 Regardless of background or identity, an employee should feel valued, respected 

and included 

Particulars  Agree Disagree Can’t Say Total  

Respondents  189 28 13 230 

% age  82.0 12.0 6.0 100 
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Table 1 presents that with the statement regardless of background or identity, an employee 

should feel valued, respected and included, it is found that 82.0% of the respondents agree 

with this statement.  

 

 
 

Figure 1 Regardless of background or identity, an employee should feel valued, respected 

and included. 

 

Table 2 Giving staff chances for training and growth 

Particulars  Agree Disagree Can’t Say Total  

Respondents  196 24 10 230 

% age  85.0 10.0 4.0 100 

 

Table 2 presents that with the statement giving staff chances for training and growth, it is 

found that 85.0% of the respondents agree with this statement.  

 

 
Figure 2 Giving staff chances for training and growth 
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Table 3 Holding leaders accountable for fostering inclusive environments 

Particulars  Agree Disagree Can’t Say Total  

Respondents  183 32 15 230 

% age  80.0 14.0 6.0 100 

 

Table 3 presents that with the statement holding leaders accountable for fostering inclusive 

environments, it is found that 80.0% of the respondents agree with this statement.  

 

 
Figure 3 Holding leaders accountable for fostering inclusive environments 

 

Table 4 Creating inclusive policies and practices 

Particulars  Agree Disagree Can’t Say Total  

Respondents  201 17 12 230 

% age  87.0 8.0 5.0 100 

 

Table 4 presents that with the statement creating inclusive policies and practices, it is found 

that 87.0% of the respondents agree with this statement.  

 
Figure 4 Creating inclusive policies and practices 
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Table 5 Commitment of leaders towards their team accountable for fostering inclusive 

workplaces 

Particulars  Agree Disagree Can’t Say Total  

Respondents  179 40 11 230 

% age  78.0 17.0 5.0 100 

 

Table 5 presents that with the statement commitment of leaders towards their team 

accountable for fostering inclusive workplaces, it is found that 78.0% of the respondents agree 

with this statement. Considering all the responses of the statements, it was found that to a good 

percentage, the respondents have agreed that big data management has many great applications. 

 
Figure 5 Commitment of leaders towards their team accountable for fostering inclusive 

workplaces 

Conclusion:  

 

The report highlights how important it is for leaders to be dedicated to increasing diversity and 

inclusion since they play a critical role in building the culture of their firms and acting as role 

models for inclusive behaviour. Employee engagement is important because it fosters a sense of 

belonging among all employees and makes it possible for different viewpoints to be heard and 

respected. Training and development initiatives may also promote diversity and inclusivity by 

fostering a better knowledge of cultural differences among staff members and equipping them 

with the abilities necessary to work effectively in diverse teams. Last but not least, accountability 

mechanisms are necessary to ensure that diversity project implementation and evaluation are 

successful over time. The poll provides important advice for companies trying to create more 

inclusive workplaces in general. By promoting diversity, equity, and inclusion, organisations 

may better meet the needs of a diverse workforce and keep up with the expectations of an 

increasingly global marketplace. In order to adapt diversity and inclusion programmes on a 

regular basis to meet the requirements of the company along with workforce, the report also 

highlights the importance of ongoing review and development. 
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