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Abstract:  

Diversity, Equity & Inclusion (DEI) has emerged as a critical pillar of the organization and has become 

an important aspect of the organization. Every organization strives to bring the best possible practices in 

the business, which will have a significant impact on the organization. Also, the concept of DEI is 

promoted and accepted at all levels.  DEI becomes a key point from the strategic perspective of the 

organization, as it focuses on bringing global innovation & sustainability. DEI has taken an important 

place as a strategic business decision that drives HR to play a core role in fostering a culture of DEI within 

the organization, fostering economic growth at the local, federal, and global levels. In the global economy, 

diversity, equity, and inclusion (DEI) have become one of the critical drivers of resilience, sustainability, 

growth, and innovation. The DEI concept emphasizes the need for inclusiveness and collaboration in the 

culture of the Organization by providing equal opportunities where all employees feel valued and 

empowered, which creates a significant impact on employees’ well-being. This paper focuses on DEI as 

one of the important strategic factors from the HR Function point of view. The study tried to understand 

the role of HR in embedding the concept of DEI as the core strategy of business, fostering the culture of 

innovation in the form of resource Management. The paper aims to understand the impact of DEI 

organization culture & business.  The paper will throw light on the best practices of DEI and the role of 

technology in building DEI initiatives.  

Keywords:  Diversity & Inclusion, Inclusion, Innovation, Culture, Leadership, Inclusion, Strategy, 

Sustainability  

1. Introduction: 

Diversity, Equity & Inclusion (DEI) has emerged as very important and cornerstone of strategy of every 

organization (Chantarat et al., 2023). Today the world is hyper-connected and has become a globalized 

landscape for business. As business grows and expands across the globe, there is an extensive interaction 

amongst the people across geographies, diverse cultures, different education platforms & backgrounds, 

people come together with a diverse range of traditions & customs have a variety of belief systems. This 

interaction demands a transformative force that shapes business sustainability, innovation capabilities & 

human capital management. Hence Diversity, equity & inclusion (DEI) has emerged as a cornerstone of 
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every business enterprise. DEI has not only become imperative but has become a critical component of 

strategic management & innovation. DEI helps to understand diverse perspectives and helps in building 

competitive advantage in the market by addressing challenges such as a fall out of globalization, 

demographic shifts, social movements, and technological advancement. DEI also provides accelerated 

growth towards innovative business practices. DEI has evolved and witnessed a shift from compliance 

driven initiatives to foundational strategy that shaped the entire function of Human Resources like talent 

acquisition & management, payroll, appraisal and performance management systems, learning and 

development, leadership development & growth, team development ultimately contributing to an extent 

to the organizational development, growth & innovation. Managing workforces spanning multiple 

countries and cultures, fostering an inclusive environment is both complex and essential. Human Resource 

(HR) departments stand at the forefront of this challenge, playing a vital role in embedding DEI principles 

into organizational DNA (Campbell, 2025). 

DEI could change the fabric of the HR function from the traditional & transactional approach towards a 

transformational function. HR Function with implementation of DEI is more involved in organizational 

re-design & restructuring in terms of workforce, organogram and hierarchical structure, policies and 

procedures, and culture of the organization. HR role and shift in gears as a Strategic function which 

encompasses the role of cultivating inclusive leadership, mitigating the risk emerging out of potential 

individual biases, inculcating equitable practices in terms of opportunity and equitable pay, fostering the 

culture of innovation and growth by promoting the concepts of ownership, responsibility and 

accountability, ensuring psychological safety and employee well-being (Mohideen, 2024) Diverse teams, 

when supported by inclusive policies and practices, generate higher levels of creativity, adaptability, and 

market (responsiveness (Hunt et al., 2020). Organizations who have been able to implement the DEI as a 

business practice could achieve success in business by ensuring that competitive advantage is gained 

ensuring that there is higher employee engagement, better problem-solving abilities, enhanced financial 

performance. (McKinsey & Co. 2020). Embedding the DEI effectively in business contributes to the brand 

value and brand positioning. DEI fosters a culture where differences are celebrated and leveraged for 

collective success (Campbell, 2025). This paper delves into DEI as a strategic function and tries to 

understand the evolving role of HR in promoting innovation & growth by embedding DEI practices in 

different functions such as recruitment and selection, talent management and growth, retention, 

performance evaluation, continuous learning and improvement. The paper tries to throw light building 

and developing HR practices by introducing inclusivity, building diversity in teams, and fostering the 

culture of innovation and growth. This paper also attempts to review empirical literature to understand the 

co-relation between DEI and innovation and growth.  

2. Literature Review: 

Inculcating DEI in HRM function has evolved over the period. It has become imperative that HR 

nowadays is no longer a support function but has become the strategic function of the business. The shift 

is evident in the development of DEI policies, diversity training programs, and the appointment of Chief 

Diversity Officers (CDOs) (Khan & Khan, 2023). In recent years Diversity, Equity and Inclusion (DEI) 
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have gained importance and recognition as an essential component of organizational & societal success. 

These fundamental concepts underpin the efforts of creating the work environment that fosters respect, 

fairness and equal opportunity for the entire workforce. HR function has been instrumental in crafting the 

policies for talent acquisition & management, performance management systems & appraisals, leadership 

development framework & cultural transformation initiatives that prioritize DEI (Barak, 2016). Research 

by Nishii (2013) highlights the importance of inclusive HR practices in shaping employee perceptions and 

inclusive climates that directly impact engagement and innovation.  

According to Isibor et al. (2025), this study stated the importance of fostering inclusion and diversity in 

the workplace. Having stated the importance, the study also reflects upon the challenge in implementing 

the concept of DEI with reference to implicit biases, cross-cultural barriers & limitation of HR in current 

work scenario. A thorough framework implementing the DEI is discussed in the mentioned study which 

includes explicit objectives of diversity, inclusive hiring processes and procedures, strong learning and 

development initiatives & efficient assessment techniques. With execution of these practices and policies 

in business will yield long-term benefits, such as better organization efficiency and organizational 

performance, increased morale of the staff & retention of employees, building a strong organization brand 

and repute. The study also reflects upon the role of leadership in promoting and implementing and 

ensuring exclusivity at workplace.  The study reflects upon the need for comprehensive and long-term 

strategies for DEI that support organizational objectives & societal advancements.  

Promoting DEI is not only morally required but is also important from the strategic point of view 

considering today’s era of social equality and worldwide connectivity. There are many dimensions of 

inclusivity and equality like sexual orientation, gender, age, color, culture, tradition, ethnicity & other 

dimensions. Implementing DEI is necessary to ensure the employee engagement & involvement to ensure 

better productivity in the organization (Chugh, 2024). As the HR function transforms into Strategic Human 

Resource Management which promotes inclusivity in the workplace, it is often seen that Line Managers 

play an important role in implementing the HRM processes and procedures & improvement of an inclusive 

workplace (Eshete & Birbirssa, 2024). A diverse and inclusive work environment has an impact on 

cognitive diversity which promotes innovation. It is necessary to emphasize the diverse team as such bring 

in the potential of identifying new market opportunities, innovating products and services (Hunt et al., 

2015). Similarly, Hewlett, Marshall, and Sherbin (2013) found that inclusive leadership is directly linked 

to an organization’s ability to foster innovation and attract diverse talent.  

Implementing DEI globally requires a contextual sensitivity and is not a cake walk for the organization 

but is fraught with challenges like varied cultural norms, legal frameworks, societal expectations, 

technological advancements, varying generation and their work values. (Köllen, 2016) emphasized the 

importance of contextualizing DEI practices must (Datta & Narayanamma) be aligned with local cultures 

while maintaining a global DEI philosophy. Practices successful in Western countries may not translate 

directly to Asian, Middle Eastern, or African contexts. HR must strike a balance between the global 

consistency and local adaptation ensuring the cultural alignment with legal expectations.(Köllen, 2016).  
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Öztürk & Yildirim (2024) observed that Gender identity diversity is supposed to be the blind spot in 

diversity management & HRM practices in implementing DEI. It has been observed that transgender 

personnel encounter various kinds of obstacles at workplace at there is no adequate organizational 

assistance. There is also gap in adequacy of knowledge and understanding required to support and 

accommodate the requirements of transgender employees. The study highlights the need to broaden the 

understanding of diversity & inclusion. The human resources professionals play a key role at workplace 

in promoting Diversity, Equity & Inclusion. HR professionals do face the hurdles such as prejudice of 

employees, reluctance or resistance to change, & lack of adequate or required resources. Techniques 

suggested to overcome obstacles focus on the need of developing the culture of accountability, training in 

cultural competency, and developing the strong leadership via learning and development initiatives. In 

todays’ VUCA world and ever-changing business environments companies need to unleash the potential 

of their employees, promote and stimulate creativity, bring the competitive advantage to the table by 

promoting & cultivating the culture of DEI.  

3. Objectives of Study:  

• To study how Diversity, Equity and inclusion play an important role in innovation, growth & 

development globally  

• To examine the strategic importance of DEI in the organization  

• To identify the major challenges in implementing DEI at workplace 

• To establish the linkage between DEI & innovation at workplace 

 

4. Discussion & Analysis: 

Diversity, inclusion and equity have become indispensable factors for the organization success in today’s 

era of fast-paced and interconnected business. People across diverse cultures, different origins, varied 

thought process make up the contemporary workforce. Due to globalization, technological advancement 

and breakthroughs and changing demographics creates a lot of variety multiple though processes have 

creeped in within the organization. Therefore, it becomes essential for the organization to inculcate the 

culture of DEI, so that they can endeavor towards growth and want to flourish in this intricate & BANI 

(Brittle, Anxious, Non-linear & Incomprehensible) world (Mor Barak et al., 2022). 

Formally Diversity is seen from all aspects where people differ, it is all about embracing the existence and 

acceptance of multiple differences which are visible like gender & gender fluid), age groups, races & 

ethnicity, nationalities, various-abled people, languages, sexual orientation. Invisible differences like 

spiritual orientations, religions, thinking styles, psychometric profiles, experiences and different tenures, 

experiences, leadership styles, philosophical views, socio economic class, learning abilities, value systems 

& belief, and individual preferences.)Click or tap here to enter text.. Equity is fair treatment, access to 

equal opportunity, and advancement for all people, while at the same time eliminating the barriers that 

must have prevented people from participating equally in organizational goals. 

Organizations are realizing that incorporate diversity, equity and inclusion into the culture and strategy of 

the organization create stronger relationships, create better environment, improve quality and retention 
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and increase profitability. Inclusion is about creating a workplace environment that values and integrates 

all visible and invisible / personal differences that the individual fees welcomed, respected and valued 

completely and his or her participation is fullest. As people interactions, exchange of ideas, learning and 

development activities make up any organizational development which get linked to organizational 

culture. Only recruiting capable workforce who align with the organization culture will not help but also 

create an appropriate environment in the organization which makes the individual feel recognized, valued, 

honored, respected and appreciated.  

The reward and recognition need to align with the clear vision of the organization in terms of DEI goal 

and values. Recognition in terms of formal/ informal, peer to peer, team based depending on the frequency 

and contribution to the organization. The organization needs to establish transparent criteria which need 

to be communicated to all the employees through a proper channel. The framework of nomination and 

selection of the right candidate for reward and recognition scheme should be implemented meticulously. 

An inclusive & accessible rewards and recognition programme become critical in promoting employee 

engagement, motivation and productivity. DEI becomes crucial for employee satisfaction and 

performance. There is a positive connection or association between inclusiveness (belongingness, 

employee empowerment, leadership, psychological safety, work-life balance and organizational 

outcomes.  Inclusivity requires fostering DEI comes with a lot of responsibility, as organization and their 

HR put in fair and open performance management systems and processes which entail unbiased 

performance criteria, openness in communication and ensuring proper feedback mechanisms at place. HR 

should create the best practices and policies that provide equitable possibilities for career progression.  

HR people need to encourage inclusion and diversity at workplace. To ensure diversity the HR should 

attract a pool of talent from across the background and should ensure that the hiring processes & 

procedures are impartial. Monitoring diversity indicators across various demographics groups, 

encouraging cultural awareness and competency via implementing various learning and development 

programs which will foster empathy and mutual respect. HR should make sure that the promotions and 

increments, promotions & career advancement are purely based on merit and there should not be any room 

for favoritism or biased approach. Creating an inclusive work environment is essential to reap the benefit 

of a diverse workforce. Inclusive culture ensures all the employees feel valued & respected regardless of 

their respective backgrounds. Diversity at workplace is crucial for fostering innovation & creativity. 

Diverse workforces bring in a variety of perspectives & experiences leading to better problem solving and 

decision making. Developing problem solving with respect to DEI can be attained through practice and 

application in day-to-day interaction and exchange of ideas. It is pivotal to have the mindset of being open 

to feedback, encourage learning & improvement. Appreciating different viewpoints and opinions or ideas 

becomes one of the keys towards enhanced decision making. Creating an environment of transparency in 

communication with clear objectives will always reflect on the problem-solving capabilities & experience, 

learn from the experience and celebrate success.  

Organizational culture is crucial factor in the success of the organization. Successful organizations have 

the capacity to absorb innovation into the organizational culture & management process. (Martins & 
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Terblanche, 2003.) Diverse teams bring a wide range of perspectives and experiences. Problem solving 

capabilities are higher leading towards more creative and innovative thought processes. It is believed that 

the diverse teams are more likely to take bold decisions and the risk bearing capabilities are higher & 

possess better innovative thought process. Psychological well-being also is one of the important 

components which contributes toward creativity and innovation.  

 

  Figure 1: Perceptions of US Staff towards Diversity, Equality and Inclusion 

 

                          
(Source: Pew Research Center, 2023) 

 

The Pew Research Center conducted an exclusive survey in United States for 5902 workers in 2023. The 

above data highlights that perceptions of diversity, equity, and inclusion (DEI) in the workplace vary 

significantly across different demographic groups and political affiliations. Overall, a majority of workers 

view an increased focus on DEI positively, but the degree of support or scepticism differs based on gender, 

race, age, and political leanings. Women, Black, Hispanic, and Asian employees are more likely to 

consider DEI initiatives in the workplace as beneficial. For example, 78% of Black workers and 72% of 

Asian workers see DEI as a good thing, while only a very small fraction in these groups view it negatively. 
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In contrast, white workers are less enthusiastic, with less than half describing DEI positively and a notable 

share (21%) viewing it unfavourably. Political affiliation shows the starkest divide. Among those leaning 

Democratic, 78% believe DEI is a good thing while only 4% see it as bad. On the other hand, Republican-

leaning workers are evenly split: 30% see it as positive, but just as many (30%) view it negatively, with a 

sizable portion remaining neutral. Age also plays a role: Younger workers (ages 18–29) are much more 

likely to support DEI efforts compared to older employees, suggesting that generational attitudes impact 

acceptance of workplace diversity initiatives. 

The company which adopts the inclusive environment as a practice, possesses a strong employee well-

being and has a strong sense of belongingness and these employees are more likely to indulge in creative 

thinking and the quotient of the collaboration is high as the employee feel empowered, valued and 

respected. Companies which believe and implement inclusivity as the culture, such companies prioritize 

mental health, promote open communication and offer psychological safety. Such companies leverage on 

the cross functional teams as the exchange of ideas bring diverse perspectives. DEI encompasses the 

policies and practices ensuring that all the employees get equal opportunity regardless of their background, 

gender, or experiences, The importance of DEI is beyond the specs of ethics and when embraced it creates 

a valuable impact and earns tangible benefits to the organizations. HRM or HR as a function play an 

important role in embedding DEI within the organization. HR people work in a capacity of ‘facilitator’ 

and ‘architect’ to develop and implement the inclusive, diverse and innovative workplace ecosystem. 

Inclusive HR practices which contribute towards psychological safety promoting employee well-being, 

support employee creativity and risk taking become the key ingredients and essentials for innovation. 

Embedding the concept of DEI and implementing the best practices right from the job evaluation, 

designing the job description to leadership, performance management & organizational culture.  

• HR Transformative Role:  

Organizations can leverage artificial intelligence in talent acquisition and management to reduce biases in 

decision-making processes. By integrating AI tools into recruitment and selection, HR professionals can 

ensure that diversity is maintained and effectively implemented across all stages of hiring. Leadership 

development should focus on cultivating inclusive leaders who foster psychologically and emotionally 

safe environments, where underrepresented talent is valued and supported. In performance management, 

it is essential to apply fair evaluation metrics and establish unbiased reward and recognition systems that 

reinforce positive behavior. Finally, building an inclusive organizational culture requires open 

communication channels and strong feedback mechanisms, creating a space where every voice is 

respected and heard without prejudice or bias. 

• Managerial Implications of DEI: 

To effectively integrate diversity, equity, and inclusion (DEI) within organizational strategies, leaders 

should align business objectives with DEI outcomes by establishing them as key performance indicators, 

ensuring clear ownership and accountability across all levels. Policy design must also reflect these 

priorities by incorporating inclusive elements such as parental leave, flexible work arrangements, and 

targeted learning and development opportunities that support diverse employee needs. For multinational 

organizations, it is important to balance local sensitivities with global consistency, creating DEI strategies 
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that respect regional contexts while upholding the organization’s core values. In decision-making, the use 

of artificial intelligence tools can help track DEI metrics and identify correlations between DEI efforts 

and innovation, providing valuable insights into overall performance. Finally, leadership development 

should focus on building global competencies and equipping managers to collaborate effectively across 

borders, fostering a culture of inclusion and teamwork.  

• Challenges of DEI: 

DEI has been very significant in recent years.  The goal of DEI is to create an organizational culture that 

respects everyone’s worth, acknowledges differences, and provides equal opportunity to all. DEI has 

become very crucial in terms of fostering a healthy and productive workplace. DEI is no longer an ethical 

decision but has become an imperative strategic decision to make the business robust in many areas: talent 

acquisition & management: DEI is an important factor where employees decide whether to stay with the 

employer, as a survey done by LinkedIn which mention 83% of millennials prioritize the company’s effort 

towards DEI. Organizations diverse teams are more likely to outperform the peers, this may have a 

correlation with inclusion, profitability and share value. Inclusive team always display a better 

performance than the homogeneous teams. Inclusive teams are very high on brainstorming, bringing 

diverse perspectives and creativity. These teams can challenge conventional thinking and it   Implementing 

DEI is not always easy in the diverse and complex setting at workplace. Many organizations have 

recognized the importance of DEI but there are many challenges like biases of employees, lack of 

complete information, etc. The landscape of DEI has been changing in recent years, and the corporate 

realignment has made the implementation of DEI difficult.   

DEI must be embedded in the strategy as it has to offer commitment, needs to be included in every 

experience in the employee lifecycle and even in company policy, procedures and practices. However, 

integrating DEI solutions with the existing systems. No clarity in terms of policies towards pay, lack of 

transparency in pay structures. There is a lot of resistance from the workforce in terms of the change that 

may occur at workplace, including their work teams. There can be a lot of misunderstandings about 

implementation of DEI. One of the biggest challenges is to handle the biases (cultural, societal or social). 

The biases can also be there in the hiring process, biases towards gender, races or cultures, age, etc. These 

biases can cause the organization to forgo with potential candidates in terms of experience, expertise and 

diversity. There can be biases in the negotiating process or potential biases may occur in terms of payment 

offering.  Many organizations lack the complete understanding of the DEI & its importance. For many 

organizations it is merely equalizing the quota rather than really focusing on the culture of inclusion.  

However, DEI initiatives should be implemented and monitored across the organization at all levels. As 

implementation of DEI practices may be new to the organization and they do not have the expertise to 

execute well, lack of understanding can be a reason which makes it difficult for the company management 

for the budget allocation.  

 

5. Findings of Study:  

• The findings reveal that while a majority of employees view diversity, equity, and inclusion (DEI) 

efforts in the workplace positively, there are significant differences in perception based on gender, 

race, age, and political affiliation. Globally, Women as well as Black, Hispanic, and Asian 

workers, are especially likely to see DEI initiatives as beneficial, with more than two-thirds in 

these groups expressing strong support. In contrast, white workers, men, and older employees 

show greater skepticism or neutrality toward DEI, and workers who identify as Republican or lean 
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Republican are evenly split in their attitudes, with as many views DEI as negative as positive. This 

nuanced landscape illustrates that while support for DEI is widespread, there remain notable 

divides in perception across demographic and partisan lines, emphasizing the need for tailored 

communication and engagement strategies within organizations. The DEI should be well aligned 

with the core organizational policies, process for the best outcomes in terms of creativity, 

performance, profitability and sustainable growth.  

• In the Indian context, perceptions and implementation of diversity, equity, and inclusion (DEI) in 

the workplace are rapidly evolving, driven by a mix of global influences, growing regulatory focus, 

and the recognition of diversity as a business imperative. While many Indian organizations now 

have DEI policies, there is a shift from merely symbolic or top-level efforts to actionable, culturally 

sensitive, and measurable inclusion practices, with particular attention to gender, regional, and 

socioeconomic diversity.  

• Challenges persist, including low representation of women and marginalized groups in leadership 

positions, the need to address biases related to caste and region, and the importance of adapting 

global DEI frameworks to India’s unique socio-cultural landscape. Nevertheless, organizations 

that invest in inclusive leadership, targeted mentorship, and structurally embedded DEI strategies 

report tangible benefits—such as increased innovation, resilience, and employee engagement—

underscoring that inclusive cultures foster both personal well-being and long-term business 

success in India. 

 

6. Conclusion: 

 

All of the above discussion shows that DEI is not only imperative but has to be a strategic priority in 

today’s era. DEI initiative and practices such as unbiased talent acquisition & management, learning and 

development, inclusive leadership development, equitable pay and benefits, career advancement 

opportunities to all, inculcating culturally responsive policies which will take care of all the cultures rather 

than following of one culture thought process, building strong employee engagement programs, boosting 

innovation and organizational performance. HR functions as a bridge between organizational values and 

strategies that will navigate complex cultural, legal and operations of the business. HR play a very 

important role and crucial role in embedding the DEI by aligning the policies and practices that are in 

tandem with the business requirements. HR should ensure that the policies and practices will foster open 

communication, have measurable goals and diverse culture to be promoted. HR professionals should 

introduce new tools and techniques within the organization for betterment of the organization as whole 

viz. AI analytics, data driven decision making. If the organization wants to see the DEI as a long-term 

success, then the organization needs to indulge continuous learning, fostering leadership commitment and 

workplace culture where differences of opinion are valued and leveraged for the continuous improvement. 

Well-designed & integrated DEI policies will surely help the organization to achieve competitive 

advantage and attain social equity. DEI plays an important role as a strategic enable of innovation ensuring 

long term success and sustainability. HR leader’s role pivotal in creating and institutionalizing inclusive 

work culture that will ensure excellence in business. There will be always certain grey areas and gap & in 

implementing DEI with respect to the global context making an important facet of the future study. Future 

research explores more on the industry specific DEI strategies and their long-term impact on innovation 

and sustainability.  

 

 References: 



International Journal of Technology, Management and Social Sciences (IJTMSS) 

[ISSN: 2583-8482] 

Volume 3_Issue 4 [Oct-Dec 2025] 

               www.ijtmss.org                                                                   ©All copyrights reserved 
45 

• Barak, M. E. M. (2016). Managing diversity: Toward a globally inclusive workplace (4th ed.). 

Sage Publications. 

• Birbirssa, S. K. (2024). Strategic human resource management (SHRM) in creating inclusive 

workplaces: A systematic review. SAGE Open, 14(4), 1–

19. https://doi.org/10.1177/21582440241287667 

• Campbell, L. (2025). The Role of HR in Fostering Diversity, Equity, and Inclusion (DEI) in 

Multinational Corporations. 

• Campbell, L. (2025, May 24). The role of HR in fostering diversity, equity, and inclusion (DEI) in 

multinational corporations. [Unpublished manuscript.] 

• Chantarat, T., Rogers, T. B., Mitchell, C. R., & Ko, M. J. (2023). Perceptions of workplace climate 

and diversity, equity, and inclusion within health services and policy research. Health Services 

Research, 58(2), 314–324. 

• Chugh, U. (2024). Diversity and inclusion in human resource management. Journal of Advanced 

Management Studies, 1(1), 16–20. 

• Chugh, U. (2024). Diversity and inclusion in human resource management. Journal of Advanced 

Management Studies, 1(1), 16–20. 

• Cox, T. H., & Blake, S. (1991). Managing cultural diversity: Implications for organizational 

competitiveness. The Executive, 5(3), 45–56. https://doi.org/10.5465/ame.1991.4274465  

• Datta, P., & Narayanamma, J. P. L. (2023). Exploring diversity, equity, and inclusion (DEI) in the 

context of human resource management. Anvesak, 53(2). 

• Datta, P., & Narayanamma, J. P. L. (2024). Diversity and inclusion in the workplace: Strategies for 

effective human resource management. Journal of Advanced Management Studies, 

1(1). https://doi.org/10.36676/jams.v1.i1.04 

• Eshete, S. K., & Birbirssa, Z. A. (2024). Strategic human resource management in creating 

inclusive workplaces: A systematic review. SAGE Open, 

14(4). https://doi.org/10.1177/21582440241287668 

• Eshete, S. K., & Birbirssa, Z. A. (2024). Strategic Human Resource Management (SHRM) in 

Creating Inclusive Workplace: Systematic Review. SAGE Open, 14(4), 21582440241287668. 

• Hewlett, S. A., Marshall, M., & Sherbin, L. (2013). How diversity can drive innovation. Harvard 

Business Review, 91(12), 30. 

• Hunt, V., Layton, D., & Prince, S. (2015). Diversity Matters. McKinsey & Company. 

https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-matters 

• Hunt, V., Prince, S., Dixon-Fyle, S., & Dolan, K. (2020). Diversity wins: How inclusion matters. 

McKinsey & Company. https://www.mckinsey.com/featured-insights/diversity-and-

inclusion/diversity-wins-how-inclusion-matters  

• Hunt, V., Prince, S., Dixon-Fyle, S., & Dolan, K. (2020). Diversity wins: How inclusion matters. 

McKinsey & Company. 

https://doi.org/10.1177/21582440241287667
https://doi.org/10.5465/ame.1991.4274465
https://doi.org/10.36676/jams.v1.i1.04
https://doi.org/10.1177/21582440241287668
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters


International Journal of Technology, Management and Social Sciences (IJTMSS) 

[ISSN: 2583-8482] 

Volume 3_Issue 4 [Oct-Dec 2025] 

               www.ijtmss.org                                                                   ©All copyrights reserved 
46 

• Hunt, V., Prince, S., Dixon-Fyle, S., & Yee, L. (2018). Delivering through diversity. McKinsey & 

Company. https://www.mckinsey.com/business-functions/people-and-organizational-

performance/our-insights/delivering-through-diversity  

• Isibor, N. J., Attipoe, V., Oyeyipo, I., Ayodeji, D. C., & Apiyo, B. (2025). Proposing innovative 

human resource policies for enhancing workplace diversity and inclusion. International Journal 

of Advanced Multidisciplinary Research and Studies, 5(2), 833–

841. https://doi.org/10.62225/2583049X.2025.5.2.3905 

• Khan, A. A., & Khan, N. A. (2023). Exploring diversity, equity, and inclusion (Dei) in the context 

of human resource management. ANVESHAK-International Journal of Management, 53(2). 

• Köllen, T. (2016). Lessening the difference is more–the relationship between diversity 

management and the perceived organizational climate for gay men and lesbians. The International 

Journal of Human Resource Management, 27(17), 1967–1996. 

• Köllen, T. (2016). Sexual orientation and transgender issues in organizations: Global perspectives 

on LGBT workforce diversity. Springer. 

• Martins, E. C., & Terblanche, F. (2003). Building organizational culture that stimulates creativity 

and innovation. In European Journal of Innovation Management (Vol. 6, Issue 1, pp. 64–74). 

https://doi.org/10.1108/14601060310456337  

• Mohideen et al. (2024). Diversity and inclusion in the workplace: Best practices for HR 

professionals. Educational Administration: Theory and Practice, 30(6), 2146–

2153. https://doi.org/10.53555/kuey.v30i6.5672 

• Mor Barak, M. E., Luria, G., & Brimhall, K. C. (2022). What leaders say versus what they do: 

Inclusive leadership, policy-practice decoupling, and the anomaly of climate for inclusion. Group 

& Organization Management, 47(4), 840–871. 

• Nishii, L. H. (2013). The benefits of climate for inclusion for gender-diverse groups. Academy of 

Management Journal, 56(6), 1754–1774. https://doi.org/10.5465/amj.2009.0823 

• Ozturk, M. B., & Tatli, A. (2016). Gender identity inclusion in the workplace: Broadening diversity 

management research and practice through the case of transgender employees in the 

UK. International Journal of Human Resource Management, 27(8), 781–

802. https://doi.org/10.108 

• Öztürk, U., & Yildirim, E. (2024). The Relationship between New Career Approach Attitudes and 

Subjective Career Success Perceptions of Typical and Flexible Employees. Canadian Journal of 

Career Development, 23(2), 184–204. 

• Page, S. E. (2007). The difference: How the power of diversity creates better groups, firms, 

schools, and societies. Princeton University Press.  

https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/delivering-through-diversity
https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/delivering-through-diversity
https://doi.org/10.62225/2583049X.2025.5.2.3905
https://doi.org/10.1108/14601060310456337
https://doi.org/10.53555/kuey.v30i6.5672
https://doi.org/10.5465/amj.2009.0823
https://doi.org/10.108

