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ABSTRACT

Diversity and Inclusion can’t remain just as a policy document on paper. They need to be accepted,
implementedsuccessfully,andabove all,takenseriously.In thecontext ofworkforce diversity, HR Managers need
toraisecertainkeyquestionsandseekmeaningfulanswers.Someoftheimportantquestionsthatneedtobeaddressedareas
follows: (i) How does diversity come into play in the context of a workplace? (ii) What do workplace leaders needto
do to understand Diversity and Inclusion? (iii) What are the workplace Diversity and Inclusion mandate? (iv)How
can workplaces know when to create appropriate Diversity and Inclusion interventions in the workplace? (v)Do
Diversity and Inclusion mandates change for different workplaces, say for instance, Different for startups, mid-size,
enterprises, etc.? (vi) Can Diversityand Inclusion be measured or derived through data? and (vii) What willthe
Diversity and Inclusion Pulse do for organizations? In order to be able to suggest a set of guidelines to
thepracticing HR Managers, we need to have empirical evidence that supports them. In this background, an attempt
ismade to suggest a Research Framework for the prospective Research Scholars intending to take up and
pursueresearchintheareaof Diversityand Inclusion thatwouldfinallybe leading totheaward ofa DoctoralDegree.
Keywords: WorkforceDiversity, Inclusion,; GenderDiversity,; InformationTechnology(IT)
Enterprises;andResearchDesign.

INTRODUCTION
Diversityistheuniquecombinationofvariousattributesthatmakeseachofusdifferentfromand similar
to others. Those diversity dimensions can include, but are not limited to, age, gender,ethnic
heritage, race, culture, physical or mental abilities, sexual orientation, values, religion orspiritual
practice, income, family status, education, geographic location, and a myriad of otherfactors.

Inclusion in a workplace is something where everyone feels respected and valued for being
whothey are, people trust that they can speak up and receive the same treatment as everyone else,
andthey share a sense of belonging. Inclusion is not a steady state. We continuously create it
throughtheways webehaveandtheorganization operates.

In an inclusive workplace, people can do their best work, and organizations can gain the
fullbenefit of a diverse workforce. In other words, diversity is the "what" and the "who";
inclusion isthe "how". Diversity and inclusion interventions in today’s work culture are directed
towardsmaking every organization a great place to work where inclusivity is practiced and
diversity isvalued. ThemomentwethinkDiversity,whatcomestoourthoughtis“GenderDiversity”.
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Howeverorganizationshavemovedfewstepsforwardinhiringdiversifiedpeoplefromgroupslike:

1. Physicallydisabled
2. Hearingimpaired
3. LGBT

» STATEMENTOFTHEPROBLEM
Many instructive studies have examined the ways in which demographic differences in

age,gender, race, culture, handicap, and personality affect business outcomes. However, there is
lessevidence about the effect of the aforementioned elements on productivity in the
workplace.Furthermore, none of these studies have measured the effect of organizational culture,
workexperience,educationalbackground,age,gender,andreligiondiversityonemployeeperformance

in theTelanganastatecapital ofHyderabad.
> RESEARCHQUESTIONS

1.

DA

DoWorkforcediversityandinclusionpracticesinfluenceemployeeengagementintheorgan
izations?

DoworkforcediversityandinclusionpracticesinfluencejobPerformance?
WhataretheenablingfactorsthatcreatetheDiversitySegmentsinI TSectors?

Howdoes ITsectorgoaboutlaunchingandgrowingemployeeresourcegroups?
DotheyformorganicallyordoesHRdepartmentcreatethem?

» LITERATUREREVIEW

Mahmud, M. S., et al, (2020): The study results indicate that successfully
managingdiversity produces tremendous benefits for the company. Furthermore,
employees canshare expertise and new ideas through effective communication; for this
reason, diversitymanagementis critical.

Itam, U., et al., (2019): Companies recognize the value of diversity and inclusion at
theirworkplaces,andupgradedcommitmentscoresensuregrowthattheindividual,community,
and organizationallevels producing excellentoutcomes.

Cletus,H.E.,etal.,(2018): Theresearchworkoutlinesthekeyissuesaffectingworkplace
diversity in today's organizations all over the world. It examines the
variousdiversitybenefitsandchallenges. Theresultsfoundthatdiversityintheworkplaceenhan
cestheoverall performanceof employees.

Sundari, R. (2018): In this Paper, the analysis was done to know the impact of
workforcediversityanditsimpactonemployeeperformanceandtheauthorconcludedthatworkf
orce diversity fosters creativity and enthusiasm in the workplace which
overallenablestheperformance oftheemployeesworking in theorganization.

Kundu, S. C. (2017): Employee perceptions of diversity and their effect on
perceivedorganizational performance. Participating in diversity activities with male
workers willhelp them understand the many challenges faced by female employees and
ethnic groups,aswell as help them.
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>

Ravichandran, Sabthami. "Generational Diversity at Workplace': The authors
intheir Abstract have stated: “The article briefs upon the multiple ways TVS has
beenengaging its employees for generations. Employees share their experiences and
takeimmense pride in becoming the brand ambassadors of this century-strong and value-
filled organization. From practicing a culture of innovation to building an ecosystem
thatencouragestheentrepreneurs, TVShasleftitslegacybycreatinganinclusiveandconducive

work environment for its employees. The article details on how employeesconsider being
part of the TVS family as a pride of association and further states
therevolutionarymeasures initiatedin termsof employeewell-being andwelfare.

Morgan, John, and Felix Vardy '"Diversity in the Workplace'": The authors in
theirAbstract have stated as follows: We study minority representation in the workplace
whenemployers engage in optimal sequential search and minorities convey noisier
signals ofability than mainstream job candidates. The greater signal noise makes it
harder forminorities to change employers' prior beliefs. When employers are selective,
this leads tominorityunderrepresentationinthe workplace. Diversityimproveswhenthe
costofinterviewing, the average skill level of candidates, or the opportunity cost of not
hiringincreases.Reducingthecostoffiringalsoincreasesminorityrepresentation. Whenemplo

yersaresufficientlyunselective,therigidityofemployers'beliefsleadstooverrepresentationof

minorities.

Peters, Eileen, and Silvia MajaMelzer "Immigrant-Native Wage Gaps at
Work:How the Public and Private Sectors Shape Relational Inequality Processes."
Theauthors in their Abstract have stated as follows: “We investigate how the
institutionalcontext of the public and private sectors regulates the association of
workplace diversitypolicies and relational status positions with first- and second-
generation immigrants 'wages. Usinguniquelinkedemployer—
employeedatacombiningadministrativeandsurveyinformationof6, 1 39employeesin120Ger

manworkplaces,weestimateworkplace fixed-effects regressions. Workplace processes are
institutionally contingent:diversity policies suchasmixedteamsreduceinequalities inthe
publicsector,anddiversity policies such as language courses reinforce existing
inequalities in the
privatesector.Inpublicsectorworkplaceswherenativesholdhigherrelationalpositions,immig
rants’ wages are lower. This group-related dynamic is not detectable in the

privatesector.”
RESEARCHGAP

The purpose of this research study is to empirically explore, examine, and provide an insight
intothe impacts of Diversity Management practices in select organizations drawn from the IT
Sectorin Hyderabad, Telangana State. A thorough survey on the available literature available on
theresearch problem as stated above reveals that the research studies carried out earlier are very
fewand empirically validated research evidence is very scanty leaving a huge research gap for
thefutureresearchers to explorethephenomenon ingreater detail.

>

OBJECTIVESOF THE STUDY
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Thisresearchstudyisaimedat:

l. Examiningalloftheorganization’sdiversitychallenges

2. Determininghowvariousformsofdiversityintheworkplacemayimpactproductivity

3. Reachingtheoverarchinggoaloflearningmoreabouthowemployeesfeelaboutdiversityeff
orts in theworkplace

4. Examininghowvariousformsofdiversityaffectproductivityamongstaft.

> RESEARCHHYPOTHESES
e Null Hypothesis (Hy): There is NOsignificant effect of Workforce Diversity Practices
onthePerformanceoftheEmployee
e AlternativeHypothesis(H1): ThereisasignificanteffectofWorkforceDiversityPracticeson
thePerformanceoftheEmployee
» SOURCESOFDATA
Thisstudymakesuseofbothprimaryandsecondarydata
e  PrimaryData:Primarysourceofdatawillbecollectedfromtherespondentsthroughstructuredq
uestionnaireand interviews.
e SecondaryData:SecondaryDatawillbecollectedfromvariousJournalsPeriodicalssuchasMa
gazines,Businessnewspapers,subjectrelatedbooks,andwebsites.
» PERIODOFSTUDY:ThestudyperiodforSecondaryDatawillbetheimmediatelyprecedingl
Oyears startingfrom this currentyear viz., 2022.
» SAMPLINGMETHOD
Standard questionnaires used in earlier research studies are used as the guidelines in designing
aquestionnaire to be used for the present research study. Such a questionnaire is going to be
usedfor measuring the dependent variants of a research. A survey with a standard
questionnairepreparation is going to be conducted to establish its reliability and validity to find
out
theinterrelationsanddependenciesbetweenDiversityandInclusiveworkforceandemployeeperforma
nce. A stratified random sampling method is going to be employed to collect the
datafromthechosenrespondents. Samplesizeis goingtobearound 700.
» THESCALETO BEUSED
Likert Scale of summated rating would be applied for the questionnaire. The scale so used
wouldhave points ranging from “Strongly Agree” to “Strongly Disagree”.Against each item there
arefive responses among which the employees need to choose any one response which
describestheir best response. Where, 1= Strongly Agree, 2=Agree, 3 =Neutral, 4=Disagree,
5=StronglyDisagree areused for all positive itemsand thesameis reversed fornegativeitems.
» TOOLSFORDATAANALYSIS
Data analysis and interpretation is done based on both Qualitative and Quantitative
techniquesandtools. Thestatisticalapplicationsoftwareof “SPSSVersion2.0”wouldbeusedforcalcula
ting and drawing various statistical tools and techniques. For the present study,
Samplefrequencydistribution,frequencydistributionconvertedintopercentages(i.e.,ratio),average,
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andchi-
squaretestaregoingtobeused. Thedataisinterpretedandanalyzedwiththehelpofstatisticaltoolsandtechn
iquessuchasfrequency, percentage,average,tables,andcharts.

» LIMITATIONSOFTHESTUDY

o Firstandforemost,thepresentresearchstudyisgoingtorelyupona‘Self-reportSurvey’ for data
collection and is susceptible for common-method bias. Moreover, as thesample is going
to be drawn from IT Organizations operating from only one City viz.,Hyderabad, the
findings and conclusions may not be generalized to other sectors andCities/geographies.
It is expected that the findings from the proposed research study,among other things, are
likely to positively acknowledge the prevalence of diversity
anddiversitymanagementandhighlyvaluediversitypractices. Theyarelikelytoalsosuggest
that the employees’ perceptions of promotion of gender diversity are positivelyrelated to
perceived organizational performance of firms from the IT Sector based inHyderabad.If it
were to be s0,in addition toinvesting in initiatives
forpromotingdiversity,especiallygenderdiversity,I Torganizationsneedtoensurepositiveper
ceptibilityof theseinitiatives by employees.

e Second,tofosteracceptanceandeffectivenessofgender/diversityinitiativesinl Torganizations,
managers need to ensure men and majority group employees are part oftheseinitiatives.

o Third, IT Sector organizations need to reassess their hiring strategies and should
designdiversityprogrammeswithgoalsinmind,ifnotquotas,tohireandretaindiverseemployee
sto exploretheir potential contribution.

e Finally, it is hoped that inclusion of employees of the Hyderabad-based IT industry
ofdifferentcategoriesdefinitelyaddvaluetotheexistingknowledgeondiversitymanagementth
eory,andpractice.

» CHAPTERIZATIONCha

pter—I: IntroductionChapter—

II:ReviewofLiterature
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VI:Scopefor FurtherResearchWork
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