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Abstract: Human Resources Management just like a corporation operates serves an essential part in maintaining
diversity via its proactive strategy of eliminating disparities and recruiting, creating, retaining and inspiring diverse
employees. Employee engagement in the company is not achievable by establishing diversity only; inclusion is required.
This research is well-positioned to demonstrate how diversity and inclusion work together to create an effective
corporate culture that boosts worker efficiency. While implementing a technique of content evaluation of prior studies,
the current research reveals that successful diversity and inclusion leadership via solid HR policies and methods leads to
favourable results. HR departments that handle diversity and inclusion poorly risk disputes, discouragement, increased
staff turnover, and poor performance from their workforces. According to the report, employers ought to value inclusive
and diverse workplaces these days, and the significance of these initiatives will only increase as businesses continue to
fund them.
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Introduction:

Handling worker inclusion and diversity within a company is within the responsibility of the human resources division.
Increased economic competition, shifting demographics in the labour market, rising recognition of the value of HR
administration, and opposition to the special attention of women and cultural minorities have all contributed to the
impetus behind this. Minorities and women are underrepresented at the highest ranks of jobs, and there is clear inequality
in the workplace. In training, evaluations of performance, and compensation, women and workers of colour often face
disadvantages. With little attention paid to other HR functions like instruction, leadership growth, individual-based
evaluation and compensation, diverse leadership is usually limited to recruiting by numbers. Sometimes, minority
workers are hired for entry-level roles and have limited possibilities for advancement. When developing training,
performance evaluation, and compensation plans, organization often fail to consider the unique characteristics of each
employee. In the implementation processes for all such efforts, the management generally encounters significant
difficulties to manage an efficient workplace environment. The topic of gender wage disparity in diversity administration
is still debatable, and it is not yet common practice to empower a workforce that is inclusive and varied.

A key area of concentrat’on for HR management is equality, which is often referred to as justice or injustice in job
settings. Diversity is not valued or used by the majority of firms via efficient diversity administration methods. Lately, to
recognize inclusion and diversity in HR administration, nations such as Brazil and England have simplified and declared
comparable salaries for male and female athletes, particularly in football.

Concept of diversity and inclusion:

Diversity is not limited to cultural, linguistic, or gender identities. It highlights how important it is to make
accommodations for those who are not like other people in the group. Family history, sexuality, gender, life stage, marital
status, employment history, and parenting status are just a few of the many aspects in which diversity occurs. It may be
applied to someone you consider separate from you, guaranteeing respect and inclusion within the community (Triana, et
al., 2021).Employees’ cultural skills, sense of belongingness to the organization, and other equal opportunities have
significant influences on the inclusive environment.
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Figure 1: Several aspects of an inclusive environment

Equal availability of opportunities and assets for professional development is ensured in inclusive job sites, which
provide a fair and balanced atmosphere for work with a diverse workforce. As depicted by Lu et al., (2023), this concept
is predicated on the notions that all stakeholders are shown due respect, all employees are given an equal opportunity to
be heard, employee conduct fosters an inclusive workplace, and internal conflicts are resolved in an unbiased manner.
The variety of the workforce represents both the firm’s target market and the local community. By maximizing
involvement and contribution, inclusiveness promotes respect, cooperation, and support among staff members (Cooke, et
al., 2020). True inclusion makes everybody feel encouraged and included inside the company by doing away with
intolerance, biases, and barriers to growth in themselves.

Benefits of diversity and inclusion:

Some of the key benefits of managing effective working environment include the cost optimization, productivity
development, retention of skilled and experienced employees, and employees’ motivation (Rosenkranz et al., 2021). For
such significant benefits, the organizations are required to significantly make potential efforts for the effective
development of inclusion and diversity at the workplace.

Cost reduction

Retaining top talent

Motivating for innovation

Figure 2: Key benefits of maintaining inclusivity and diversity in the workplace

e Cost reduction:
The cost savings concept centres on the detrimental effects of mishandling diversity on a company’s bottom line,
involving increased expenses associated with employee turnover, elevated absence rates, and claims of discrimination
(Ashikali et al., 2021). Inadequate handling of diversity may result in higher expenses for businesses in areas like hiring,
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personnel, and employee training. One argument is that handling diversity enables workers to reach their greatest
potential. Low rates of absence may cost companies a lot because they make workers feel uncomfortable about their
position, which keeps them from giving their all at work. Diversity-related efforts have the potential to lower absence
rates and reduce attrition.
The prevention of litigation about age, race, and gender bias is the last area of emphasis. Programs for inclusive and
diverse cultures should help businesses follow the law on discrimination and make sure that rules and regulations are in a
position to prevent discrimination claims. Businesses that are conscious of the diversity of their personnel are better able
to foresee issues and maybe lower their risk of lawsuits (Jonsen, et al., 2021). Diversity administration may enhance the
reputation of an organization and lower the likelihood of prejudice lawsuits. Measuring the precise cost reductions from
enhancing diversity management is challenging, except for turnover-related expenses.

e Conquering the Talent Battle:
Achieving success in the talent battle requires drawing in, keeping, and advancing workers from a variety of
backgrounds. To keep a competitive edge, businesses need to maximize their human resources. A competitive advantage
may be obtained by companies via the identification, development, and retention of important personnel. Diverse
workers are drawn to companies that respect their skills, are more eager to engage in profitable endeavours, and have
lower turnover rates (Mukhuty et al., 2022). Diversity promotes retaining staff members as well since it shows that the
company values its workers as unique people. The attraction-selection-attrition (ASA) paradigm, however, raises the
possibility that finding and keeping diverse personnel may not be an easy task. Regarding the claim that diversity has to
be actively controlled, a proactive strategy to boost diversity may be required to prevent an organization from gradually
becoming more homogenized and from experiencing greater turnover costs.

e Enhanced Innovation and Originality :
Diversity in the workforce may foster more innovation and creativity among workers. Diversity enables people to make
the most of their unique abilities by using a range of experiences and viewpoints (Harrison-Bernard et al., 2020). Because
a diverse workforce is more willing to take chances and try new things, decisions may be made more effectively and
creatively. Additionally, diversity makes it possible for team members to approach challenges from a variety of angles,
which may result in better conclusions. Nonetheless, organizations often fail to capitalize on the potential benefits of
diversity, which breeds communities and collective thinking (Gould, et al., 2020). By encouraging a range of viewpoints
and reducing friction, an open embrace of staff diversity may increase creativity and provide more creative solutions.
This technique may assist prevent groupthink since conflicts from multiple views might promote a rethinking of
established procedures.

Difficulties Associated with Inclusion and Diversity

While managing workplace environment, the management as well as employees might face significant difficulties. The
difficulties might include the potential complexities in managing diverse communities at an integrated workplace.
Employees often encounter inadequate supports from the senior management authority in executing their business
development plan. Moreover, the higher authorities might feel insecure and be anxious about their post while providing
equal opportunities and scopes for all the employees.

Complexity
and flexiblity

Insufficient
support from
management

Anxieties

Figure 3: Potential difficulties regarding the inclusion and diversity issues
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e Flexibility and complexity:
Embracing diversity means embracing changes in our perspectives on individuals and the way business is conducted.
This may be difficult since a lot of people find change unpleasant and oppose it. In addition to examining and modifying
existing hiring and retention practices, handling diversity should focus on altering people’s perceptions of and attitudes
toward diversity (Kipnis et al., 2021). Nevertheless, superficial modifications may conceal the actual essence of the
establishment. Diversity among employees may lead to complexity, particularly for managers. They could have to sort
through several viewpoints on the same topic or problem, which would add complexity and time to the method for
making decisions. Including efforts like prayer times or distant or remote employment may make creating rosters and
timetables more difficult (Pattanayak, 2020). Organizations may benefit from the previously described benefits of
flexibility with dedication by learning how to handle these demands.

e Insufficient backing from upper management:
One major obstacle is upper the leadership’s lack of dedication to diversity programs. It implies that diversity is
unimportant and calls for support at all organizational levels. The most effective method for dealing with diversity
requires this dedication. Support from upper management alone, nevertheless is insufficient. Additionally crucial are the
employment of lower-level advocates for diversity, staff participation in promoting variation, and the presence of
diversity amongst higher-level employees. Therefore, the key to the achievement of diversity efforts is an honest
dedication from senior management.

e Anxiety:
Tension in an organization can arise from increased interaction among diverse members, leading to friction and
dysfunctional conflict. This can result in reduced productivity, increased costs, and lower quality products or services.
Culture clashes can also contribute to tension, draining performance and potentially damaging the overall departmental or
organizational culture. Some pessimistic views of diversity suggest that it creates social divisions, resulting in negative
outcomes for the organization (Stanford, 2020). To address this, refresher training and HRM practices, such as
performance appraisals or coachable moments, can be beneficial. These practices remind employees of the superordinate
goal of their job, regardless of personal feelings. It is crucial to allow individuals to address grievances to find a solution
to the tension, as it can fester underneath the surface.

The Intersection of diversity and Inclusion:

Leading companies are progressively incorporating diversity and inclusivity into their personnel life cycle to amplify
employee participation, bolster brand equity, and stimulate output. This tactic entails fostering a varied workplace where
employees may benefit from diversity’s positive effects and get a competitive advantage. Businesses that promote
diversity and inclusivity in the work environment are more flexible, and innovative, and draw in the best employees
(Riccucci, 2021).

Diversity includes all aspects of an individual’s identity, both apparent and invisible. It is the blending of similarities and
differences in upbringing, circumstances, values, tastes, opinions, and actions. Inclusion is the means, diversity is the
endpoint. Whereas inclusion prioritizes quality, variety places more emphasis on quantity (Bratton, et al., 2021).
Diversity and inclusion are becoming increasingly crucial for attracting top personnel and enhancing a company’s
reputation as an employer. High levels of openness are a need for many firms, as demanded by their workforce. For
younger employees, inclusion entails building connections between individuals from any culture as well as forming a
team where everyone is appreciated and allowed a fair chance to speak. To prevent losing ability, businesses should
match their strategy with the demands of Youngsters and other generations (Faeni, 2024). A workforce that Is inclusive
and diverse feels more imaginative, engaged, and imaginative at work, according to a recent Deloitte report. Given how
interconnectedly businesses function, it is clear that inclusiveness and diversity may enhance business success.

Diversity

Inclusion

Intersection

Diversity presents the differences at
the workplace between employees’
cultural background, gender, race,
and other characteristics.

Inclusion refers to the feeling of
getting valued, respected, and equal
opportunities at the workplace.

Diversity significantly facilitates
various ideas and perspectives to
shape business strategies while
inclusion effectively ensures the
appreciated and integrated values to
the organization.

Diversity focuses on increasing the
number of employees in the
organizational workforce.

Inclusion emphasizes on the quality
to ensure that every perspective and
idea are respected, heard, and
engaged in the organization.

By combining both the quantity and

quality  through  diversity and
inclusion, the organization can
facilitate a balanced workforce

contributing to the shared goals of
the organization.
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Diverse workforce can only provide
different perspectives and
viewpoints for the respective
business strategies.

Inclusive practices can significantly
contribute in employee engagement
for employees’ individual
contribution to the organization.

Thus, diversified workforce
necessitated appropriate inclusive
practices to have a potential
outcome.

Diversity enables the potential for
innovation directly through different
ideas and viewpoints.

Inclusion  fosters the required
organizational environment that can
facilitate all the diverse ideas.

The combined practices can enhance
the overall innovation practices and
creativity of the organizations.

Diversity of the organizations | Inclusion practices influence the | While diversity enables attracting
potentially attracts top talents from | retentions of  employees by | talents, inclusion effectively ensures
different cultural background. facilitating a supportive | employee retentions.

organizational environment.
Diversity only might contribute in | Inclusion efforts might require | Without inclusion, diversity can

increasing miscommunications,
organizational conflicts, and
tensions.

effective management support and
leadership roles in establishing an
equitable environment.

potentially lead to make differences.

Table 1: Different intersecting points between diversity and inclusion
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Figure 4: Dimension of diversity and inclusion

The practical effects of inclusion and diversity in the workplace:

Effective diversity and inclusion administration in HR management is still very important and indispensable. Good HR
policies and procedures combined with efficient diversity and inclusion administration provide favourable results. The
well-managed inclusive workplace potentially attracts the global talent pool and enables the organizations to fulfil their
skill gaps and increase innovation capability and productivity at the workplace. Low company efficiency, conflict,
despair, and increased turnover in staff are all possible outcomes of inadequate diversity and inclusion supervision in HR
(Hoang, et al., 2022). This means that all businesses’ HRM processes need to prioritize diversity and inclusion
administration. There is a critical need for enhanced human resources diversity and inclusion as the majority of firms see

diversity only as a matter of fulfilling legal obligations and hiring people from diversified communities.
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Figure 5: Practical influences on diversity and inclusion in terms of HRM

HRM'’s Contribution to Investigate Diversity and Inclusion:

In both studies and practice on diversity and inclusion, effective HR management is essential. The strategy gets ready
people, collectives, and establishments for education and transformation by using theoretical models to direct
instructional strategies, assessment methods, and performance enhancement (Livingston, 2020). HR management
investigates how diversity—including age and sexual orientation—affects job growth as well as interactions at work.
Since HR management seeks to understand the experiences of people and groups beyond corporate effectiveness and
productivity, it has become multidisciplinary and centred on beneficial scientific perspectives that bridge splits. It adopts
a critical viewpoint, examining the characteristics, causes, and effects of diversity (Lewis and Osborn, 2023). HR
management Is also evolving in the direction of accepting interconnection as a lens through which to see how injustice

affects communities of colour.

Aspects

Description

Key points

Critical roles of HRM in inclusion
and diversity

HRM has contributed significantly
in terms of conducting research and
practicing inclusion and diversity
strategies (Cooke et al., 2022).
Effective HRM practices can enable
the organization for the potential
improvement and transformation for
the workplace environment.

HRM is crucial for designing the
learning strategies for employees
and evaluating the performance
strategies for the management.

Multidisciplinary Approach

By implementing multidisciplinary
approaches, HRM enables to ensure
significant diversity beyond the
productivity and effectiveness of the
organization while emphasizing on
the social aspects (Onyeador et al.,
2021).

The study focuses on the
experiences of employees for the
significant aspects including age,
genders, and work culture.

Theoretical implications

The theoretical application of HRM

The key HRM theories enable to
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environment.

Interconnectedness to inclusive and
diversity

HRM potentially evaluates its
interconnectedness to the workplace
diversity. HRM potentially examines
the significant impact of injustice

HRM can significantly anticipate the
significant impact of injustice at the
current working environment and
help the minority groups to work in

and inequalities in the working | an inclusive culture (Mousa et al.,
environment. 2020).
Critical contribution of HRM HRM effectively addresses the | The dynamic characteristics of HRM

injustice and other diversity issues to
ensure the workplace diversity.

in today’s business landscape
potentially addresses the evolving

challenges at the workplace and
promote  inclusivity in  the
organization.

Table 2: Several aspects of HRM influencing the workplace diversity and inclusion
Findings and discussion

The significant influences of diversity and inclusion on branding of organization and organizational performance can be
evaluated from the obtained insights of different academic sources and industry reviews. Key findings about the diversity
and inclusion issues can be observed in different literature. The key themes include the underrepresentation of women
and minorities in the authoritarian level of the organization. Potential inequalities are also observed through the
performance evaluation. The diverse characteristics of employees in the business decision-making include the training,
recruitment, and leadership development. The potential challenges include the lack of comprehensive support to the
diversity and inclusion efforts at the organization levels. There are different organizations addressing the mandated
diversity quotas through recruiting employees from diverse races or genders. However, the organizations often fail to
integrate the inclusive practices for the recruited employees and the integration process is superficial to include the equal
compensation and opportunities based on the performance levels.

Employer
of Choice us
UK
GERMANY
FRANCE
SPAIN
Attraction
of Talent

Diversity Branding
Figure 6: Diversity and inclusion practices in different countries

Inclusion Branding

The above figure provides key insights about the inclusion and diversity branding and their impact to the abilities of
attracting talents and considering employer’s choices. Spain has been positioned at the lower aces due to its inefficient
approach of integrating inclusive practices at the workplaces despite fulfilling the diversity criteria for the organizations.
France and Germany are two countries where the organizations have balanced both the inclusion and diversity branding
to have a moderate impact on attracting talents and being employer’s choice (Triana et al., 2021). Due to the stronger
regulation about workplace diversity and inclusion, the UK and the US are positioned at the top for their continuous
efforts for establishing higher standards for employees. The organizations from these two countries have potentially
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emphasized on successfully creating work environments which attract top global talent and foster the inclusive
workplace. As they are also focused on streamlining the organizational performance, they have necessitated strong
workplace environment.

Moreover, the significant HRM plans have emphasized on developing employees’ engagement to the organizations while
committing to the international regulations for human rights. The organizations have also prioritized the safety of the
workers at the workplace and their overall well-being at the workplace (Pattanayak, 2020). The management has also
focused on the training and awareness of employees for improving their overall capability, so that they can significantly
contribute to the organizational performance.

Diversity and
inclusive
practices

Employee
Engagement

Safety and
Employee
well-being

Careersand
Capability

Figure 7: HRM plans with inclusion and diversity

The above figure represents the effective implementation of HRM for the development of workplace diversity and
inclusivity. There are five key aspects of HRM plans and these aspects are crucial for the organization to expand their
businesses in the global marketplace (Riccucci, 2021). While focusing on the development of inclusive practices, the
organizations should emphasize on the effective employee engagement processes and their career advancements.
Moreover, the safety of employees should also be prioritized while maintaining their overall well-being and providing
sufficient training for their career development. The organizations should also be committed to all the international
regulations related to human rights and labour force management.

Conclusion:

According to this article, top executives should support an inclusive and diverse workplace culture by providing
resources and providing the necessary guidance to put policies into place. Companies should implement a variety of
HRM policies that integrate these tactics at the operational level. Corporations should prioritize training for employees,
connections, interaction, and adaptations to work at the administrative level. The administration of human resources
diversity and inclusion should include active direct reports. Hiring a diverse workforce is the top goal, so as businesses
invest in their initiatives, inclusive and diverse work environments become more and more crucial.

Reference:

[1] Triana, M.D.C., Gu, P.,, Chapa, O., Richard, O. and Colella, A., 2021. Sixty years of discrimination and diversity
research in human resource management: A review with suggestions for future research directions. Human
Resource Management, 60(1), pp.145-204. https://onlinelibrary.wiley.com/doi/abs/10.1002/hrm.22052

http://jier.org 2866


https://onlinelibrary.wiley.com/doi/abs/10.1002/hrm.22052

Journal of Informatics Education and Research
ISSN: 1526-4726
Vol 4 Issue 3 (2024)

(2]

(3]

[4]

(5]

6]

[7]

(8]

9]

[10]

[11]

[12]

[13]

[14]

[15]

[16]

[17]

[18]

http://jier.org

Cooke, F.L., Schuler, R. and Varma, A., 2020. Human resource management research and practice in Asia: Past,
present and future. Human Resource Management Review, 30(4), p.100778.
https://www.sciencedirect.com/science/article/pii/S1053482220300516

Jonsen, K., Point, S., Kelan, E.K. and Grieble, A., 2021. Diversity and inclusion branding: a five-country
comparison of corporate websites. The International Journal of Human Resource Management, 32(3), pp.616-
649. https://www.tandfonline.com/doi/abs/10.1080/09585192.2018.1496125

Gould, R., Harris, S.P., Mullin, C. and Jones, R., 2020. Disability, diversity, and corporate social responsibility:
Learning from recognized leaders in inclusion. Journal of \ocational Rehabilitation, 52(1), pp.29-42.
https://content.iospress.com/articles/journal-of-vocational-rehabilitation/jvr191058

Pattanayak, B., 2020. Human resource management. PHI Learning Pvt. Ltd..
https://books.google.co.in/books?hl=en&Ir=&id=LifADWAAQBAJ&oi=fnd&pg=PP1&dg=Diversity+and+Inclu
sion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&ots=UZdV9ia00C&sig=
MkvetmMFtdc0aBcQMyCOIIGgTkU&redir_esc=y#v=onepage&q&f=false

Bratton, J., Gold, J., Bratton, A. and Steele, L., 2021. Human resource management. Bloomsbury Publishing.
https://books.google.co.in/books?hl=en&Ir=&id=GphcEAAAQBAJ&oi=fnd&pg=PR6&dg=Diversity+and+Incl
usion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&ots=2PpAbPP7PD &sig=
KLPISBYNxw2bE-
DXGtcR1PsyCgg&redir_esc=y#v=onepage&qg=Diversity%20and%20Inclusion%20in%20the%20Workplace%3
A%?20Strategies%20for%20Effective%20Human%20Resource%20Management&f=false

Hoang, T., Suh, J. and Sabharwal, M., 2022. Beyond a numbers game? Impact of diversity and inclusion on the
perception  of  organizational  justice.  Public  Administration  Review, 82(3), pp.537-555.
https://onlinelibrary.wiley.com/doi/abs/10.1111/puar.13463

Riccucci, N.M., 2021. Managing diversity in  public sector  workforces.  Routledge.
https://scholar.googleusercontent.com/scholar?q=cache:A55M-
alY3CYJ:scholar.google.com/+Diversity+and+Inclusion+in+the+Workplace: +Strategies+for+Effective+Human
+Resource+Management&hl=en&as_sdt=0,5&as_yl0o=2020

Stanford, F.C., 2020. The importance of diversity and inclusion in the healthcare workforce. Journal of the
National Medical Association, 112(3), pp.247-249.
https://www.sciencedirect.com/science/article/abs/pii/S0027968420300663

Lu, Y., Zhang, M.M., Yang, M.M. and Wang, Y., 2023. Sustainable human resource management practices,
employee resilience, and employee outcomes: Toward common good Vvalues. Human Resource
Management, 62(3), pp.331-353. https://onlinelibrary.wiley.com/doi/pdfdirect/10.1002/hrm.22153

Faeni, D.P., 2024. Green practices and employees’ performance: The mediating roles of green human resources
management policies and knowledge development. Journal of Infrastructure, Policy and Development, 8(8),
p.4924. https://systems.enpress-publisher.com/index.php/jipd/article/viewFile/4924/3545

Mukhuty, S., Upadhyay, A. and Rothwell, H., 2022. Strategic sustainable development of Industry 4.0 through
the lens of social responsibility: The role of human resource practices. Business Strategy and the
Environment, 31(5), pp.2068-2081. https://onlinelibrary.wiley.com/doi/pdfdirect/10.1002/bse.3008

Livingston, R., 2020. How to promote racial equity in the workplace. Harvard Business Review, 98(5), pp.64-
72. https://socialjustice.nsbe.org/wp-content/uploads/2020/09/Harvard-Business-Review.pdf

Ashikali, T., Groeneveld, S. and Kuipers, B., 2021. The role of inclusive leadership in supporting an inclusive
climate in diverse public sector teams. Review of Public Personnel Administration, 41(3), pp.497-519.
https://journals.sagepub.com/doi/pdf/10.1177/0734371X19899722

Rosenkranz, K.M., Arora, T.K., Termuhlen, P.M., Stain, S.C., Misra, S., Dent, D. and Nfonsam, V., 2021.
Diversity, equity and inclusion in medicine: why it matters and how do we achieve it?. Journal of surgical
education, 78(4), pp.1058-1065.  https://gme.dartmouth-hitchcock.org/sites/default/files/2021-10/diversity-
equity-inclusion-in-medicine.pdf

Cooke, F.L., Dickmann, M. and Parry, E., 2022. Building sustainable societies through human-centred human
resource management: Emerging issues and research opportunities. The InTernaTlonal Journal of human
resource managemenT, 33(1), pp.1-15. https://www.tandfonline.com/doi/pdf/10.1080/09585192.2021.2021732
Mousa, M., Massoud, H.K. and Ayoubi, R.M., 2020. Gender, diversity management perceptions, workplace
happiness and organisational citizenship behaviour. Employee Relations: The International Journal, 42(6),
pp.1249-12609.

https://figshare.cardiffmet.ac.uk/articles/journal_contribution/Gender_diversity _management_perceptions_work

place _happiness _and_organizational citizenship_behaviour/19168523/1/files/34056995.pdf

Harrison-Bernard, L.M., Augustus-Wallace, A.C., Souza-Smith, F.M., Tsien, F., Casey, G.P. and Gunaldo, T.P.,
2020. Knowledge gains in a professional development workshop on diversity, equity, inclusion, and implicit bias

2867


https://www.sciencedirect.com/science/article/pii/S1053482220300516
https://www.tandfonline.com/doi/abs/10.1080/09585192.2018.1496125
https://content.iospress.com/articles/journal-of-vocational-rehabilitation/jvr191058
https://books.google.co.in/books?hl=en&lr=&id=Lif4DwAAQBAJ&oi=fnd&pg=PP1&dq=Diversity+and+Inclusion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&ots=UZdV9ia00C&sig=MkvetmMFtdc0aBcQMyCOIlGqTkU&redir_esc=y#v=onepage&q&f=false
https://books.google.co.in/books?hl=en&lr=&id=Lif4DwAAQBAJ&oi=fnd&pg=PP1&dq=Diversity+and+Inclusion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&ots=UZdV9ia00C&sig=MkvetmMFtdc0aBcQMyCOIlGqTkU&redir_esc=y#v=onepage&q&f=false
https://books.google.co.in/books?hl=en&lr=&id=Lif4DwAAQBAJ&oi=fnd&pg=PP1&dq=Diversity+and+Inclusion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&ots=UZdV9ia00C&sig=MkvetmMFtdc0aBcQMyCOIlGqTkU&redir_esc=y#v=onepage&q&f=false
https://books.google.co.in/books?hl=en&lr=&id=GphcEAAAQBAJ&oi=fnd&pg=PR6&dq=Diversity+and+Inclusion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&ots=2PpAbPP7PD&sig=kLPlSBYNxw2bE-DXGtcR1PsyCgg&redir_esc=y#v=onepage&q=Diversity%20and%20Inclusion%20in%20the%20Workplace%3A%20Strategies%20for%20Effective%20Human%20Resource%20Management&f=false
https://books.google.co.in/books?hl=en&lr=&id=GphcEAAAQBAJ&oi=fnd&pg=PR6&dq=Diversity+and+Inclusion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&ots=2PpAbPP7PD&sig=kLPlSBYNxw2bE-DXGtcR1PsyCgg&redir_esc=y#v=onepage&q=Diversity%20and%20Inclusion%20in%20the%20Workplace%3A%20Strategies%20for%20Effective%20Human%20Resource%20Management&f=false
https://books.google.co.in/books?hl=en&lr=&id=GphcEAAAQBAJ&oi=fnd&pg=PR6&dq=Diversity+and+Inclusion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&ots=2PpAbPP7PD&sig=kLPlSBYNxw2bE-DXGtcR1PsyCgg&redir_esc=y#v=onepage&q=Diversity%20and%20Inclusion%20in%20the%20Workplace%3A%20Strategies%20for%20Effective%20Human%20Resource%20Management&f=false
https://books.google.co.in/books?hl=en&lr=&id=GphcEAAAQBAJ&oi=fnd&pg=PR6&dq=Diversity+and+Inclusion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&ots=2PpAbPP7PD&sig=kLPlSBYNxw2bE-DXGtcR1PsyCgg&redir_esc=y#v=onepage&q=Diversity%20and%20Inclusion%20in%20the%20Workplace%3A%20Strategies%20for%20Effective%20Human%20Resource%20Management&f=false
https://books.google.co.in/books?hl=en&lr=&id=GphcEAAAQBAJ&oi=fnd&pg=PR6&dq=Diversity+and+Inclusion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&ots=2PpAbPP7PD&sig=kLPlSBYNxw2bE-DXGtcR1PsyCgg&redir_esc=y#v=onepage&q=Diversity%20and%20Inclusion%20in%20the%20Workplace%3A%20Strategies%20for%20Effective%20Human%20Resource%20Management&f=false
https://onlinelibrary.wiley.com/doi/abs/10.1111/puar.13463
https://scholar.googleusercontent.com/scholar?q=cache:A55M-alY3CYJ:scholar.google.com/+Diversity+and+Inclusion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&hl=en&as_sdt=0,5&as_ylo=2020
https://scholar.googleusercontent.com/scholar?q=cache:A55M-alY3CYJ:scholar.google.com/+Diversity+and+Inclusion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&hl=en&as_sdt=0,5&as_ylo=2020
https://scholar.googleusercontent.com/scholar?q=cache:A55M-alY3CYJ:scholar.google.com/+Diversity+and+Inclusion+in+the+Workplace:+Strategies+for+Effective+Human+Resource+Management&hl=en&as_sdt=0,5&as_ylo=2020
https://www.sciencedirect.com/science/article/abs/pii/S0027968420300663
https://onlinelibrary.wiley.com/doi/pdfdirect/10.1002/hrm.22153
https://systems.enpress-publisher.com/index.php/jipd/article/viewFile/4924/3545
https://onlinelibrary.wiley.com/doi/pdfdirect/10.1002/bse.3008
https://socialjustice.nsbe.org/wp-content/uploads/2020/09/Harvard-Business-Review.pdf
https://journals.sagepub.com/doi/pdf/10.1177/0734371X19899722
https://gme.dartmouth-hitchcock.org/sites/default/files/2021-10/diversity-equity-inclusion-in-medicine.pdf
https://gme.dartmouth-hitchcock.org/sites/default/files/2021-10/diversity-equity-inclusion-in-medicine.pdf
https://www.tandfonline.com/doi/pdf/10.1080/09585192.2021.2021732
https://figshare.cardiffmet.ac.uk/articles/journal_contribution/Gender_diversity_management_perceptions_workplace_happiness_and_organizational_citizenship_behaviour/19168523/1/files/34056995.pdf
https://figshare.cardiffmet.ac.uk/articles/journal_contribution/Gender_diversity_management_perceptions_workplace_happiness_and_organizational_citizenship_behaviour/19168523/1/files/34056995.pdf

Journal of Informatics Education and Research
ISSN: 1526-4726

Vol 4 Issue 3 (2024)
in academia. Advances in Physiology Education, 44(3), pp.286-294.
https://journals.physiology.org/doi/pdf/10.1152/advan.00164.2019

[19] Lewis, JA. and  Osborn, R., 2023. Best  practices in diversity =~ management.
https://ecommons.cornell.edu/bitstreams/e82c2fd5-8c84-4e1b-8eb0-d8610e8dedce/download

[20] Onyeador, I.N., Hudson, S.K.T. and Lewis Jr, N.A., 2021. Moving beyond implicit bias training: Policy insights
for increasing organizational diversity. Policy Insights from the Behavioral and Brain Sciences, 8(1), pp.19-26.
https://journals.sagepub.com/doi/pdf/10.1177/2372732220983840

[21] Kipnis, E., Demangeot, C., Pullig, C., Cross, S.N., Cui, C.C., Galalae, C., Kearney, S., Licsandru, T.C., Mari, C.,

http://jier.org

Ruiz, V.M. and Swanepoel, S., 2021. Institutionalizing diversity-and-inclusion-engaged marketing for
multicultural marketplace well-being. Journal of Public Policy & Marketing, 40(2), pp.143-164.
https://journals.sagepub.com/doi/pdf/10.1177/0743915620975415

2868


https://journals.physiology.org/doi/pdf/10.1152/advan.00164.2019
https://ecommons.cornell.edu/bitstreams/e82c2fd5-8c84-4e1b-8eb0-d8610e8dedce/download
https://journals.sagepub.com/doi/pdf/10.1177/2372732220983840
https://journals.sagepub.com/doi/pdf/10.1177/0743915620975415

