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Abstract

Diversity and Inclusion (D&I) have become essential for the expansion and viability of organisations in today’s technology-sophisticated
and globally interconnected corporate world. Few studies systematically examine the strategic value of diversity and inclusion (D&I) in
boosting performance, innovation, and resilience, even though many organisations implement quotas or compliance-based diversity poli-
cies. This study aims to evaluate how diversity and inclusion practices influence organizational performance, employee engagement, inno-
vation, and retention. It also seeks to identify the role of leadership and HRM practices in fostering inclusive workplace cultures. A bibli-
ometric methodology was applied using the Scopus database, after filtering 945 peer-reviewed articles (2007 — 2025) were analysed with
Bibliometrix. (R package) to assess publication trends, citation performance, thematic mapping, and keyword co-occurrence. Highly cited
studies were systematically reviewed to provide theoretical and practical insights. The findings reveal that while demographic diversity
enhances creativity, problem-solving, and decision-making, inclusion is critical for ensuring psychological safety, belonging, and retention.
Leadership commitment, inclusive HR practices, and targeted training are central drivers of effective implementation. However, challenges
such as unconscious bias and inconsistent measurement persist. Organizations integrating D&I strategically show stronger resilience,
higher employee commitment, and competitive advantage. D&I are not merely ethical imperatives but strategic necessities. Embedding
inclusive practices into HR strategies fosters innovation, strengthens workplace culture, and drives sustainable growth. Managers must
move beyond compliance to embrace D&I as a long-term investment in competitiveness and social impact.

Keywords: Diversity; Inclusion; Organizational Performance; Innovation; HRM Practices; Leadership, Bibliometric Analysis; Workplace Culture.

1. Introduction

Today, in the globalized World with more and more Indian companies emerging as global players, the success of a company is increasingly
being recognized globally, and it has become and imperatives for companies to have a new workforce that is more and more diversified.
And now, that is widely recognized—it’s becoming a requirement, in fact, that material and the immaterial value, even if its costs are the
best resolution costs and issues that sometimes come with it. The empirical studies concerning organization performance and practices
remain scarce even for Inclusion [1], [2]. Organizational performance within the organization has been associated with recruitment and
selection, Training and development, as well as socialization, such as meals and parties [1]. The potential of how people in a company
actually think, feel, communicate, work, and react enables them to fulfill their objectives. With this migration and rapid rise of technology,
the workforce has become more diverse during this time of Globalization. We have applied the Ethnicity Fractionization Index (EFI) to
measure this diversity. That permits a Researcher to quantify the probability that two randomly selected persons from a particular popula-
tion are from different ethnic backgrounds. This EFI is used to recognize the trails [3]. Many will be trying to reach quota and equity
targets, which facilitates compliance with legislation but not true Organization Change and Individual groups (Booysen 2007; Horwitz et
al 2002), which would represent a shift and therefore leverage” [4]. In this globalized world, the organization has become a competitive
business environment, and organizations recognize the value of fostering a diverse and inclusive Workplace. When employees differ from
one another in terms of gender, race, age, culture, and background, this is referred to as diversity. Conversely, inclusion guarantees that
every person feels completely incorporated into the workplace. Consequently, both ideas are crucial and creative.

Benefits of Diversity and Inclusion:

Businesses may experience eternal economic benefits when they better reflect the world and the laws that surround them. This is because
it enables them to respond to new markets with products that are acceptable and sensitive (Urwin et al., 2013) [5]. Decreased expenses,
better sourcing of skilled personnel, better products and services, as they are enhancing the corporate image of the company, are examples
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of eternal benefits (Wright et al., 2014) [6]. Having a Diverse Workforce may have a range of perspectives, which can improve creativity
and problem solving, resulting in better decision making, improve innovation, and increase flexibility, all of which may lead to the internal
benefit (Urwin et al., 2013) [5] (Dwertmann et al., 2016) [7]. So, therefor by analyzing the data from the year 1988 UK Workplace Em-
ployee Relations Survey, Equal opportunities policies were found to improve productivity. The interviews from this study with 66 key
factors in the equity and diversity field in the UK gave anecdotal; evidences that diversity has led to “recruiting and retaining the best talent
and improved Organization.

Table 1: The Relationship between Diversity and Inclusion.

Competitive Advantage: Low
Collaboration: Low

Morale: Low

Engagement: Low

Retention: Low

Competitive Advantage: High
Collaboration: High

Morale: High

Engagement: High

Retention: High

C

Competitive Advantage: Average
Collaboration: Average

Morale: Average

Engagement: Average

Retention: Average

D

Competitive Advantage: Low
Collaboration: Low

Morale: High

Engagement: High
Retention: High

Source: Janakiraman, 2011, p. [8].

Scope and Coverage:

Basically, the review focuses on diversity and inclusivity, and reflects on the question around them, in addition to clarifying the meaning

of the terms associated with them.

e What is the meaning of Diversity and Inclusion?

e What Influences the Organization to follow Diversity and Inclusion?

e What will be the issues faced by the Organization if we don’t follow the Constraints?

e What role do Organization and Leadership play in shaping them?

The term Diversity and Inclusion is defined as:

The existence of variances among personnel about gender, race, age, culture, and background is referred to as diversity. A workforce’s mix

of characteristics that have a major impact on employees’ thoughts, feelings, and behavior at work, as well as their acceptance, productivity,

contentment, and advancement within the company [9]. Additionally, it has been defined as “the diverse perspective and approaches to job

members of different identity groups” [10]. Similarly, diversity of thinking is viewed as the goal, and demographic diversity may be a clear

lead indicator [11]. They are ignored or left out, even though they have the same opportunities as everyone else. There aren’t many studies

on inclusion in the Indian workplace [14], [15], with the majority of them concentrating on inclusion in schooling [12], [13]. The Consti-

tution of India [16] prohibits discrimination on the grounds of religion, race, caste, sex, or place of birth.

What influences an Organisation to follow Diversity and Inclusion?

Diversity and Inclusivity help the organisation in many ways. These help the organisation to achieve better performance and increase its

productivity. The one major factor that influences the Organisation to follow is that having a diverse workforce can push the organisation

to create an inclusive environment [17]. Moreover, having a diverse and inclusive environment will lead the organisation to perform better,

fostering innovation and improved decision-making.

What will be the issues faced by the Organization if we don’t follow the Constraints?

There will be a few challenges faced by the organisation if diversity and inclusion are not followed, because creating a diverse and inclusive

workplace is a greater opportunity for the company. A few common blocks will be faced, which are [18]:

e [eadership Involvement

e Measurement

e Intervention and Training

What role does Diversity and Inclusion play in shaping them?

According to a few researchers, Diversity and Inclusion play a critical role in the organisation that seeks to create a positive workplace

culture and drives an ethical success [19]. When this is being implemented thoughtfully. So, then the Diversity and Inclusion initiatives

can transform the workplace culture.

e Fostering Innovation and creativity

e Enhancing Employee Engagement and Belonging

e Improving Decision—Making and Performance

e Building Trust and Psychological Safety

Objectives:

e To identify how HRM practices regarding diversity and inclusion affect the performance of the organisation.

e To evaluate the effects of inclusive HR practice on retention rates, job satisfaction, and job engagement.

e To look into how diversity in the workplace affects output and creativity.

e To determine how leadership commitment contributes to the development of the organisation to have a diverse and inclusive workplace.

Research Question:

1) What is employees’ perception of diversity and inclusion in remote work environments, and how do these perceptions affect engage-
ment?

2) To what extent does diversity in leadership affect decision-making and innovation in healthcare organisations?

3) How effective are diversity training programs in reducing unconscious bias in hiring practices?

4) What is the impact of workplace diversity and inclusion on organisational performance in the IT sector?
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2. Literature Review

According to “Prasad et al. (2006)” [20], the issue with the research on diversity and inclusion is that various academics define these terms
differently. When talking about diversity management in multicultural organisations, for example, it is clear from Co and Blake’s (1999)
definition of the multicultural organisation that inclusion is an inherent consequence of this kind of company. Likely Roberson and the
other authors (2006) [21], Ferdmen et al. (2010) [22], Davindson & Ferdmen (2002) [23], and Pless & Maak (2004) [24] use diversity and

inclusion as a factor to ensure that inclusion is recognised in their Research.

Table 2: Literature Review

NO Author(s) Findings
L Subhash C. (2017) Resuhs indicated thaiemployees, irrespective of their diverse backgrounds, positively acknowledged diversity and
diversity management”.
5 Cedric Herring “Companies with greater racial and gender diversity show better performance in terms of sales revenue, customer
’ (2019) numbers, and market share”.
3. iaj(vzv(l)r;dsr Kaur et “The research also provides various challenges faced by companies in managing diversity”.
4. gg (S)lla ;1) A, ol “Informal financial services must also be recognized due to their significant role in developing countries”.
5 Tho Alang, et.al “Inclusive leadership enhances workplace inclusion for Indigenous employees in Vietnam by supporting their pres-
’ (2020) ence, fostering belongingness”.
6. J.W Bennett (2021) The program prgwded a more effective route t’(? employment than traditional job centres, enhanced service quality
through pre-training and empathy development”.
7. ng}g g(l)l;]gICKA— “Most respondents believe that greater planning and conducting other activities build company resilience”.
3 Lynn Shore et al. “Inclusion enhances psychological safety and team cohesion. Employees who feel included are more likely to be en-
’ (2019) gaged, innovative, and committed”.
Nishii, Lisa H. « e . . . o . "
9. 2018) Inclusion is distinct from diversity— it focuses on how individuals feel valued and integrated”.
Brideette L of al “Despite growing awareness, progress in diversity, equity, and inclusion within Allergy, Asthma, and Immunology
10. g over the past decade has been limited, with persistent disparities in workforce representation, clinical outcomes, and

(2022)

research participation”.

Systematic Review of Highly Cited Articles

Table 3: Systematic Review of Highly Cited Articles

> Document Title Authors Source Year C.lta-
No tion
1 “What About Me? Perceptions of Exclusion glli?ftér(\i]iiclj EG agﬁz’h};féurks “Journal of Personality and Social 2011 126
’ and Whites' Reactions to Multiculturalism” J > ? Psychology, 101(2), pp. 337-353”
V01c§, sﬂence, and d}ver51t}{ mn 21.St SEHi) Bell, M.P., Ozbilgin, MF., “Human Resource Manage-
2. organizations: Strategies for inclusion of gay, 2 . s 2011 209
. . » Beauregard, T.A., Siirgevil, O. ment, 50(1), pp. 131-146
lesbian, bisexual, and transgender employees.
3. “Special or inclusive education: Future trends” Florian, L. .BmlSh Journal of §pec1al Educa- 2008 209
tion, 35(4), pp. 202
“Perspectives on Disability Disclosure: The Im- “Employee Responsibilities and
4. portance of Employer Practices and Workplace Eon S‘chrader, Sy ISR Wy Rights Journal, 26(4), pp. 237— 2014 197
. v ruyere, S. »
Climate 255
5 Sll\l/llzlrtlzlll\ll:eurr:iyaggdl)xltjtlézlfr?lreljlst iﬁepssgficchmg Wistl, 8o, Bgiacliy [, foines, [k, “TERTIon e T 2015 173
. P . Cochrane, A., Mohan, G. Place, 21(5), pp. 463-475”
Green Space
M_ovmg Beyond lrpphclt Bla_ls T_ramlng:_ Policy Griramitor, 1., Birekan, Sie ) Policy In51g_hts frpm the Behav-
6. Insights for Increasing Organizational Diver- . ioral and Brain Sciences, 8(1), pp. 2021 155
i K.T.J., Lewis, N.A. 19-26”
“A model for study of teacher agency for social - “Teachers and Teaching Theory
¥ justice” Loty 6 I and Practice, 21(6), pp. 759—778” e 13
“Diversity # Inclusion: Promoting Integration . “Educational Researcher, 42(9),
5 in Higher Education” 1iEeE, il pp. 467-475” A a
“Policy Analysis of Equity, Diversity and In- « . .
9. clusion Strategies in Canadian Universities — Tamtik, M., Guenter, M. cgt?:sd:;n(;;) umal‘(l)f;-g’gher feu 2019 179
How Far Have We Come™? 101, > PP-
“Inclusive pedagogy: From learning to action. « .
10. Supporting each individual in the context of Spratt, J., Florian, L. .Teachmg gad Tea’(fher Elueas 2015 124
, ™ tion, 49, pp. 89-96
everybody
“A historical perspective on diversity ideolo- “Human Resource Management
11. gies in the United States: Reflections on human  Nkomo, S., Hoobler, J.M. . S » 2014 121
L Review, 24(3), pp. 245-257
resource management research and practice
12, atic review. resaneh agend, and pratioa . €l Y- Glefbs LH, Coyle, “Human Resource Manage-y5 159
’ plications”’ & ? p A., Rousseau, D.M., Rojon, C. ment, 59(2), pp. 153-173”
The skill para.dox.: e.xplz.nnmg apd redycmg Dietz, 1., Joshi, C., Esses, V.M., International Journal of Human
13. employment discrimination against skilled im- . Resource Management, 26(10), 2015 120
X " Hamilton, L.K., Gabarrot, F. o
migrants pp. 1318-1334
“How diverse are the samples used fo study in- Williamson, H.C., Bornstein, “Journal of Social and Personal
14. p Y J.X., Cantu, V., ... Famish, K.A.,  Relationships, 39(4), pp. 1087— 2022 97

timate relationships? A systematic review.”

Schouweiler, M.T.

1109”
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UK.” 903-920
“(Super)diversity and the migration—social « . . .
17. work nexus: a new lens on the field of access Boccagni, P. 1L TG }}acml S, ekl 2015 88
. 2 pp- 608-620
and inclusion”?
e . . . . . “International Journal of Human
Diversity and inclusion branding: a five-coun-  Jonsen, K., Point, S., Kelan,
18. . . . Resource Management, 32(3), pp. 2021 86
try comparison of corporate websites E.K., Grieble, A. 616-649”
“Assessment for Inclusion: rethinking inclusive Lo “Teaching in Higher Educa-
= assessment in higher education.” NG, Sl tion, 29(4), pp. 841-859” At &
20 “A Diversity Mindset Perspective on Inclusive van Knippenberg, D., van “Group and Organization Man- 2022 80
’ Leadership” Ginkel, W.P. agement, 47(4), pp. 779-797”
“Introduction: Critically interrogating inclusion ~ Adamson, M., Kelan, E., Lewis,  “Organization, 28(2), pp. 211—
21. . S & > 2021 77
in organisations. P., Sliwa, M., Rumens, N. 227
“The inclusion of quantitative techniques and @
. . . .. . European Journal of Women S
22. diversity in the mainstream of feminist re- Spierings, N. & v 2012 68
search” Studies, 19(3), pp. 331-347
“Assessment for inclusion: rethinking contem- Tai, J., Ajjawi, R., Bearman, M.,  “Higher Education Research and
23. porary strategies in assessment design.” ... Dawson, P., Jorre de St Jorre, Development, 42(2), pp. 483— 2023 67
T. 4977
“Innovating public engagement and patient in- Holmes, L., Cresswell, K., Wil- «
24, volvement through strategic collaboration and liams, S., ... Robinson, E., Star- Rzezsidh Involvergent gl 2019 67
e . gagement, 5(1), 30
practice. ling, B.
25 Initial teacher training: understanding 'race, igeell, IR, Ribwttz, 1. Race Ethnicity and Educa- 2014 65

diversity and inclusion.”

tion, 17(3), pp. 304-325”

3. Research Methodology

Data Source

The data set from Scopus was used as a main set of data for this study because of its vast worldwide coverage, robust reputation for
bibliometric research and a comprehensive indexing of peer — reviewed literature, Scopus is a user-friendly interface for retrieving and
filtering the data and it delivers around 20% more citation data than Web of science [25, 26, 27].

Its extensive dataset, which consists of trade publications, conference proceedings, and journals, makes it ideal for bibliometric studies in
management and social science domains. In the first retrieval, 2643 papers were found.

The following filters were used to improve the dataset:

e Language: English only.

e Subject areas: “Social Science”, “Business Management”, and “Accounting”.

e Document type: Articles.

e Publication stage: Final.

After stepwise filtering (see Conceptual Diagram), the final dataset included 451 articles relevant for bibliometric analysis.

Search Query

Search Query

Database:
Stage 1 Scopus
Search Keywords: Result:
Stage 2 “Diversity”, “Inclusion™, and 8060
“Diversity, equity, and Inclusion™.
Removed Duplicated Limited:
Document type: Article and Review only.
Publication Stage: Final Result:
Stage 3
Subjected area: Business Management and 1132
Accounting.
Keywords: “Diversity”, “Inclusion™, and
“Diversity, equity, and Inclusion™.
Language: English
Result:

Final record selected for Bibliometrix:

Stage 4
N=945 942
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Inclusion / Exclusion Criteria:

e  Only peer-reviewed journal papers in the final stage were included.

o Conference papers, Book Chapters, Reviews, and Articles written in English only were included.

Keyword mapping:

e A broad conceptual range of terms, such as: “workforce diversity

99 <

inclusion behavior”, “Leadership”, “developing countries”, “Or-

ganizations”, “Organizational culture”, and “Workplace”. We were covered by the mapping keyword.

Software used in the Study

The Bibliometrix R package [28], a well-established tool used in Bibliometric research, was employed to conduct the Analysis.
e Bibliometrix provided comprehensive functions for data cleaning, importing, and executing citation, performance, and keyword co-

occurrence analyses.
4. Analysis and Discussion

4.1. Descriptive statistics

Table 4: Descriptive Statistics

Description Results
MAIN INFORMATION ABOUT DATA

Timespan 2007:2025
Sources (Journals, Books, etc.) 171
Documents 186
Annual Growth Rate % 22.4
Document Average Age 3.01
Average citations per doc 5.694
References 9861
DOCUMENT CONTENTS

Keywords Plus (ID) 388
Author's Keywords (DE) 739
AUTHORS

Authors 525
Authors of single-authored docs 58
AUTHORS COLLABORATION

Single-authored docs 58
Co-Authors per Doc 2.83
International co-authorships % 16.13
DOCUMENT TYPES

article 175
review 11

4.2. Annual scientific production

Annual Scientific Production
Articles
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o 5 = = =1
& & & &

2021
2022
2025

Year
Fig. 1: “Annual Scientific Production”.

The Annual Scientific Production graphic shows how many papers were published annually between 2007 and 2025. Scientific output was
continuously low from 2007 until about 2017, with only 0 to 3 publications produced every year and little variation. The output increased
gradually starting in 2017 and reached roughly 6-7 pieces by 2019. Although there was a slight decline in 2024 and 2025, with output
dropping to around 38 articles, the level of scientific production remained much higher than in earlier years. Overall, the data indicate a
long period of low and stable productivity, which shows a significant rise in the research output over the past few years, likely due to
increased research capacity, greater funding, or heightened academic focus.
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4.3. Average article citation per year
Average Citations per Year

Citations ®
i

Vcalm J o
Fig. 2: “Average Article Citation Per Year”.

The data clearly shows that the average number of citations changed over time. About four citations were made in 2007, which is a com-
paratively high quantity. 2009 saw a considerable increase, averaging about six citations, whereas 2008 saw a severe decrease to less than
one citation. After this peak, citations decreased sharply and stayed quite low, generally averaging between 0.5 and 3 citations annually.
Significantly lower peaks with sporadic spikes in the citation activity appeared around 2017, 2019, and 2021. After 2021, however, the
pattern shows a discernible downward trend, that is, the average citation steadily declines and stays below the citation annually by 2023

and 2024.

4.4. Source production over time."

Sources' Production over Time

Cumulate occurrences
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Fig. 3: “Sources of Production Over Time”.

The entire production from all sources from 2007 to 2025 is shown in this figure. From early 2007 until about 2013, one source published
continuously after that; its production ceased to vary. Other sources of contribution started in 2015 and grew steadily until 2019. A signif-
icant increase in publication activity was caused by the high number of new sources that entered the market after 2020. By 2025, some
sources will have three or four publications. This graph indicates that while certain journals have produced consistently for a long period
of time, the majority of the output growth has taken place in the recent few years. The increase reflects recent interaction with a wide range

of journals and growing interest in the topic.
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4.5. Most relevant authors

Most Relevant Authors
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Fig. 4: “Most Relevant Authors”.

This diagram displays the applicable authors based on the quantity of documents supplied. Johnson R and also Whitehead CR are actually
the most prolific of authors listed here, each of them having authored 2 documents. Aban I, Abdelmassih K, Abell J, Abudu E, Adefiope
OA, Adeogun M, Agosti D, and Agyemang are some of the authors by name. All of the other authors have each contributed just 1 document.
Overall, the chart highlights that most authors contribute in a limited way, but Johnson, R., and Whitehead, CR stand out since they publish
more, and that indicates they engage more or impact more in the subject area covered by this dataset.

4.6. Most recent affiliation

Most Relevant Affilations
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Fig. 5: Most Relevant Affiliations.

This image shows the most relevant correlation based on the number of articles produced. “Simon Fraser University”, with 15 articles, is
by far the most active institution in this collection. Nine articles from “Michigan State University” follow, with eight each from “Vanderbilt
University” School of Nursing, the “University of Sheffield”, and the “University of Glasgow”. “West Virginia University”, the “University
of Toronto”, and the “University of Alabama” at Birmingham each submitted seven essays demonstrating a high level of intellectual
engagement. Lastly, Arizona State University and Duke University each submitted four articles, which is fewer. Overall, the graph high-
lights Simon Fraser University's dominant output compared to other institutions, emphasizing its leading position in the field.
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4.7. Three-field plot
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Fig. 6: “Three-field Plot”.

Interpretation:

1) Source Journals (SO) and Descriptors (DE):

e Journals such as Journal of Applied Research in Higher Education, BMC Medical Education, and Human Resources for Health are
primary sources that contribute to studies on diversity, inclusivity, education, and equity.

e Journals with a medical focus and journals focused on education actively publish research on both diversity and inclusion. This suggests
that health and academic fields strongly engage in interdisciplinary work.

2) Descriptors (DE) and Authors (AU):

e Descriptors such as “diversity,” “inclusivity,” “inclusion,” coupled with “equity,” are frequently linked to Andersen MH, Adeogun M,
and Whitehead CR.

e  Writers concentrate intently upon issues like gender, race, and equality. This focus reflects their commitment to examining social issues
within professional and educational contexts.

Overall Insights:

e The dominant themes are diversity and inclusion, consistently connected to authors publishing in both health and higher education
journals.

e The visualization highlights how certain authors and journals serve as key contributors to advancing discourse on equity, gender, and

inclusivity, showing concentrated research efforts and thematic specialization.

4.8. Thematic map

) J | ——
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Fig. 7: “Thematic Map”.



358 International Journal of Accounting and Economics Studies

The visualization shows a network of interconnected research themes centred around diversity. Diversity is the most prominent and central
concept, closely linked to related themes such as inclusion, gender, higher education, and equity. These core topics form the foundation of
the network, reflecting that much of the research in this area focuses on addressing inequalities within educational and professional envi-
ronments. Surrounding these central themes are various clusters representing more specific or emerging areas of interest, including cross-
cultural communication, leadership, curriculum development, and workforce diversity. Additional smaller clusters highlight specialized
topics like machine learning, cultural diversity in music education, and coding literacy, indicating a growing interdisciplinary approach.
Overall, the diagram illustrates that diversity research spans a wide range of disciplines and is characterized by strong connections among
related topics.

4.9. Word cloud
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Fig. 8: “Representing A Word Cloud”.

CuREIlousEN

The word cloud highlights diversity as the dominant theme in social and higher organisation research, closely linked with inclusion, equity,
gender, and higher education. Frequently, studies explore how these concepts connect to educational settings, gender equality, and fair
treatment. Other recurring terms such as intersectionality, race, and decolonisation reflect the emphasis on addressing systemic injustices
and advancing social justice. Meanwhile, emerging themes like sustainability, leadership, technology, and women’s empowerment indicate
growing interdisciplinary interest. So, the overall visualisation underscores the role of diversity and inclusion in shaping the research

4.10. Lotka’s law

Author Productivity through Lotka's Law

% of Authors
100

0 1 2 3
Documents written

Fig. 9: “The Authors' Productivity Through Lotka’s Law”.

The frequency distribution of scientific productivity is described by Lotka's Law, which is used in this diagram to show author productivity.
The chart's x-axis represents the number of documents authored by authors, while the y-axis represents the percentage of authors who
created that number of documents. The sharp drop indicates that, although a considerably lower percentage of authors create two or more
documents, the majority write only one. In particular, almost all authors have only written one publication, and the percentage falls off
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significantly for authors with two publications. This is in line with Lotka's Law, which states that the number of authors who publish n
articles is around 1/n? of those who publish one. The dotted line represents the theoretical Lotka distribution, but the solid line depicts the
observed distribution. The close alignment between these lines indicates that the dataset follows the expected pattern of productivity,
confirming that a small number of authors contribute disproportionately to the body of research.

4.11 Tree map
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The tree map shows that diversity is the most frequent theme, representing 18% of all mentions, followed by inclusion and inclusivity (8%
each). Other prominent topics include gender, equity, and higher education, reflecting a strong focus on social justice and equality. Themes
such as equality, race, women, intersectionality, and decolonisation indicate attention to

systemic inequalities and diverse experiences. Smaller categories like sustainability, technology, accessibility, and artificial intelligence
reveal emerging interests linking inclusion to innovation. Mentions of 1gbtq, gender equity, multiculturalism, and homophobia underscore
efforts to address the needs of marginalized communities. Overall, the visualization highlights that diversity and inclusion are central,
interconnected priorities across multiple disciplines and societal contexts.

5. Managerial Implications

The Findings in this study can carry several important implications for managers seeking to improve Diversity and Inclusion (D&I) as a
strategic asset. Firstly, the organization must move beyond viewing D&I as a compliance requirement and instead recognize it as a driver
of innovation, employee engagement, and long-term competitiveness. A diverse workforce brings varied perspectives that enrich decision-
making and problem-solving processes, which ultimately improves organisational resilience [5], [7]. Managers should therefore foster
environments where employees feel valued and included, since inclusion — not just diversity — has been shown to enhance psychological
safety, collaboration, and creativity [32], [33].

Leadership commitment is vital for embedding inclusive practices into the organisation's culture. Inclusive leaders build trust and equity
while targeted training on unconscious bias and cultural competence ensures fairness in career development [8], [4]. Measuring D&I
outcomes through a clear framework further strengthens accountability and highlights business value [9].

Employees who feel included show stronger engagement and commitment, reducing turnover, while an inclusive HR system improves
adaptability in global and remote contexts [6], [18], [19].

6. Conclusion

Finally, this study indicates that diversity and inclusion are critical strategic enhancers of the organisation's performance in a global market,
in addition to being moral requirements. The results support the notion that a more diverse workforce fosters innovation, creativity, and
problem-solving abilities, which in turn strengthen resilience and competitive advantage. Since we know that improving the levels of
engagement, retention, and performance eventually results from employees feeling appreciated, respected, and allowed to contribute, in-
clusion is essential. The research also emphasizes that just achieving demographic diversity would be an insufficient one without cultivating
an inclusive culture, which is supported by leadership commitment, continuous training, and robust measurement practices. While chal-
lenges remain — such as overcoming unconscious biases and ensuring consistent implementation — there would be a benefit of embracing
diversity and inclusion. There is a clear economic gain to having a positive social impact. As the Organisation increasingly recognises
these advantages, the human resources strategies and organisational culture will be more crucial for sustaining growth and driving
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meaningful change. This study contributes to the understanding of how diversity and inclusion can transform the workplace into environ-
ments that are not only more equitable but also more innovative and successful.

7. Final Consideration

As organizations move forward in an era defined by rapid technological advancement and globalization, it is imperative to recognize that
diversity and inclusion are dynamic processes rather than static achievements. Sustained commitment, continuous evaluation, and adapta-
tion to evolving workforce needs will be necessary to embed these principles effectively. Leaders must champion inclusive practices not
just as compliance measures but as strategic priorities that drive innovation, trust, and shared purpose. Future research should further
explore the nuanced impacts of diversity across industries, cultures, and organizational sizes to develop more tailored strategies. By em-
bracing diversity and fostering true inclusion, organizations can build resilient cultures that reflect the societies they serve and lead the way
toward more equitable and prosperous futures.

Acknowledgment

The Researcher would like to thank the Research Guide, Respected colleagues, and the associated Institution for their help and advice and
their contributions to my Research work. Their assistance has been a great support and very helpful in streamlining the data gathering
procedure, also through the analysis, and forming the thorough Review Report.

Ethical Consideration

Not applicable

Conflict of Interest

The authors declare that there are no conflicts of interest.

Funding

This Research did not receive any financial support.

References

[1] R. Ortlieb and B. Sieben, "The making of inclusion as structuration: empirical evidence of a multinational company," Equality, Diversity and Inclu-
sion: An International Journal, vol. 33, no. 3, pp. 235-248, 2014. https://doi.org/10.1108/EDI-06-2012-0052.

[2] P. Zanoni and M. Janssens, "Minority employees. Engaging with (diversity) management: an analysis of control, agency, and micro-emancipation,"
Journal of Management Studies, vol. 44, no. 8, pp. 1371-1397, 2007. https://doi.org/10.1111/j.1467-6486.2007.00700.x.

[3] Pittell H, Calip GS, Pierre A, et al. Racial and ethnic inequities in US oncology clinical trial participation from 2017 to 2022. JAMA Netw Open.
2023;6(7): €2322515-2322515. https://doi.org/10.1001/jamanetworkopen.2023.22515.

[4] Booysen, L. (2007), “Managing cultural diversity: a South African perspective”, in April, K. and Shockley, M. (Eds), Diversity in Africa: The Coming
of Age of A Continent, Palgrave Macmillan, New York, NY, pp. 51-92. https://doi.org/10.1057/9780230627536_5.

[51 Urwin, P., Parry, E., Dodds, L., Karuk, V., & David, A. (2013). The Business Case for Equality and Diversity: a survey of the academic literature
(BIS OCCASIONAL PAPER NO. 4). Department for Business Innovation & Skills & Government Equalities Office. https://www.gov.uk/govern-
ment/uploads/system/uploads/attachment_data/file/49638/the busines s_case_for equality_and_diversity.pdf.

[6] Wright, A., Michielsens, E., Snijders, S., Kumarappan, L., Williamson, M., Clarke, L., & Urwin, P. (2014). Diversity in STEMM : establishing a
business case. University of Westminster. https:/royalsociety.org/~/media/policy/projects/leading-the-way/diversity-business-case-june 2014.pdf.

[7] Dwertmann, D.J.G., Nishii, L.H., & van Knippenberg, D. (2016). Disentangling the Fairness & Discrimination and Synergy Perspectives on Diversity
Climate: Moving the Field Forward. Journal of Management, 42:5, 1136—1168. https://doi.org/10.1177/0149206316630380.

[8] Janakiraman, M. (2011). Inclusive Leadership: Critical for a Competitive Advantage (Berlitz Cultural Insights Series). Berlitz. http://www.ber-
litz.com/SiteData/docs/BerlitzZWP1/2b6dd53 1 f5ed23d 1/BerlitzWP_InclusiveLeaders hipFinal.pdf.

[9] R.Hays-Thomas and M. Bendick, "Professionalizing diversity and inclusion practice: Should voluntary standards be the chicken or the egg?" Indus-
trial & Organizational Psychology, vol. 6, no. 3, pp. 193-205, 2013. https://doi.org/10.1111/iops.12033.

[10] D. A. Thomas and R. J. Ely, "Making differences matter: a new paradigm for managing diversity," Harvard Business Review, pp. 79-90, September-
October 1996.

[11] Deloitte, "Only skin deep? Reexamining the business case for diversity," Human Capital Australia, Australia, 2011.

[12] J. Prime and E. R. Salib, "Inclusive leadership: The view from six countries," Catalyst, New York, 2014.

[13] K. C. Sreenath, "Breaking barriers: Towards inclusion," [Online]. Available: http://www.equip123.net/docs/E1-REACHInclusion.pdf.

[14] U. G. C. UGC, "Higher education in India: Issues related to expansion, inclusiveness, quality and finance," November 2008. [Online]. Available:
http://117.239.33.193/oldpdf/pub/report/12.pdf. [Accessed 18 November 2014].

[15] B.R. Ambedkar, "The Constitution of India," 1950. [Online]. Available: http://lawmin.nic.in/olwing/coi/coi-english/coi-indexenglish.htm. [Accessed
18 November 2014].

[16] B.R. Ambedkar, "The Constitution of India," 1950. [Online]. Available: http://lawmin.nic.in/olwing/coi/coi-english/coi-indexenglish.htm. [Accessed
18 November 2014].

[17] A.Maltese, “Fostering Diversity & Inclusion in the Workplace: The Role of Managers,” Quantumworkplace.com, Feb. 25, 2020. https://www.quan-
tumworkplace.com/future-of-work/fostering-diversity-and-inclusion-in-the-workplace? (accessed Jun. 25, 2025).

[18] R. Mattina, “Diversity and inclusion in the workplace: Benefits and challenges,” Achievers, 2025. https://www.achievers.com/blog/diversity-and-
inclusion/.

[19] Ashima Avrachan, “How Diversity and Inclusion Initiatives Shape Workplace Culture: Best Practices for Companies,” Great Place to Work, Sep.
28, 2024. https://www.greatplacetowork.in/how-diversity-and-inclusion-initiatives-shape-workplace-culture-best-practices-for-companies.

[20] Prasad, P., Pringle, J.K. and Konrad, A.M. (2006), “Examining the contours of workplace diversity: concepts, contexts and challenges”, in Konrad,
A., Prasad, P. and Pringle, J.K. (Eds), Handbook of Workplace Diversity, Sage, London, pp. 1-22. https://doi.org/10.4135/9781848608092.n1.


https://doi.org/10.1108/EDI-06-2012-0052
https://doi.org/10.1111/j.1467-6486.2007.00700.x
https://doi.org/10.1001/jamanetworkopen.2023.22515
https://doi.org/10.1057/9780230627536_5
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/49638/the_busines%20s_case_for_equality_and_diversity.pdf
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/49638/the_busines%20s_case_for_equality_and_diversity.pdf
https://royalsociety.org/~/media/policy/projects/leading-the-way/diversity-business-case-june%202014.pdf
https://doi.org/10.1177/0149206316630380
https://doi.org/10.1111/iops.12033
http://www.equip123.net/docs/E1-REACHInclusion.pdf
https://www.achievers.com/blog/diversity-and-inclusion/
https://www.achievers.com/blog/diversity-and-inclusion/
https://www.greatplacetowork.in/how-diversity-and-inclusion-initiatives-shape-workplace-culture-best-practices-for-companies
https://doi.org/10.4135/9781848608092.n1

International Journal of Accounting and Economics Studies 361

[21] Roberson, Q.M. (2006), “Disentangling the meanings of diversity and inclusion in organizations”, Group and Organization Management, Vol. 31
No. 2, pp. 212-236. https://doi.org/10.1177/1059601104273064.

[22] Ferdman, B.M., Avigdor, A., Braun, D., Konkin, J., and Kuzmycz, D. (2010), “Collective experience of inclusion, diversity, and performance in
work groups”, RAM, REV. ADM. Mackenzie, Vol. 11 No. 3, pp. 6-26. https://doi.org/10.1590/S1678-69712010000300003.

[23] Davidson, M.N. and Ferdman, B.M. (2002), “Inclusion: what can I and my organisation do about it”, The Industrial-Organizational Psychologist,
Vol. 39 No. 4, pp. 80-85. https://doi.org/10.1037/e576932011-010.

[24] Pless, N.M. and Maak, T. (2004), “Building an inclusive diversity culture: principles, processes and practice”, Journal of Business Ethics, Vol. 54
No. 2, pp. 129-147. https://doi.org/10.1007/s10551-004-9465-8.

[25] Falagas ME, Pitsouni EI, Malietzis GA, Pappas G. Comparison of PubMed, Scopus, Web of Science, and Google Scholar: strengths and weaknesses.
FASEB J. 2008;22(2):338-42. https://doi.org/10.1096/1].07-9492LSF.

[26] Baas J, Schotten M, Plume A, C6té G, Karimi R. Scopus as a curated, high-quality bibliometric data source for academic research in quantitative
science studies. Quant Sci Stud. 2020;1(1):377-86. https://doi.org/10.1162/qss_a_00019.

[27] Muzammil A, Vijayaraj K. Exploring emerging trends and prospects in green consumerism: a bibliometric and systematic approach. Int Res J Manag
Soc Sci. 2024;5(4):1823.

[28] Aria M, Cuccurullo C. Bibliometrix: An R-tool for comprehensive science mapping analysis. J Informetr. 2017;11(4):959-75

[29] https://www.talentlyft.com/en/blog/article/246/how-to-build-manage-and-promoteworkplace-diversity) https://doi.org/10.1016/j.joi.2017.08.007.

[30] Bereni, L., Esptein, R., & Torres, M. (2020). Colour-blind diversity. How the “diversity label” reshaped anti-discrimination policies in three French
local governments. Ethnic and Racial Studies, 43(11), 1942—1960. https://doi.org/10.1080/01419870.2020.1738523.

[31] Green, A. M., & Kirton, G. (2009). Diversity management in the U.K.: Organisational and stakeholder experiences. Routledge.


https://doi.org/10.1177/1059601104273064
https://doi.org/10.1590/S1678-69712010000300003
https://doi.org/10.1037/e576932011-010
https://doi.org/10.1007/s10551-004-9465-8
https://doi.org/10.1096/fj.07-9492LSF
https://doi.org/10.1162/qss_a_00019
https://www.talentlyft.com/en/blog/article/246/how-to-build-manage-and-promoteworkplace-diversity
https://doi.org/10.1016/j.joi.2017.08.007
https://doi.org/10.1080/01419870.2020.1738523

