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“A STUDY OF WORKFORCE DIVERSITY, EQUITY, AND
INCLUSION (DEI) IN WORKPLACE AND ITS EFFECT ON WORK
ENVIRONMENT WITH RESPECT TO HEALTHCARE INDUSTRIES
IN PUNE DISTRICT”

INTRODUCTION: -
Today’s Organizations are dealing with different types of diversities in terms of race,
religion, gender, and generation. Such diversities thus create huge opportunities for both
conflict and collaboration. an organization will recognize that each employee has varying
access to resources and privileges. And those with less access may need more support in
order to take fair advantage of opportunities within a given company. inclusion creates
employee engagement and a sense of belonging. In order for organizations to have successful
talent, they must embrace and encourage engagement
. Along with employee engagement, organizations need to make sure that they are diverse
and have inclusive environment DEI programs help every employee to show up each day
without fear of being their true selves. This foster higher degrees of engagement,
productivity, and innovation that contribute to increased revenue. DEI programs are an
essential aspect of building engaged and happy employees. Organizations with strong
diversity climates are more likely to have employees with increased job satisfaction, higher
levels of trust, and more engagement. Diversity not only improves performance but also
creates positive friction that enhances deliberation and upends conformity. (DE&I) a
management plan can help an organization make the most of its diversity by creating an
inclusive, equitable, and sustainable culture and work environment. They found
that organizations that exhibit gender and ethnic diversity are, respectively, 15% and 35%
more likely to outperform less diverse organizations. Similarly, organizations with more
gender and racial diversity bring in increased revenue, more customers, and higher profits.
Organizations with diverse environments have increased job satisfaction
amongst employees, increased levels of trust, and higher engagement levels. Not only do DEI
programs lift morale and overall attitude on an employee level, but they also provide a
multitude of benefits that can be seen at every level of the business.


https://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters
https://www.mckinsey.com/business-functions/organization/our-insights/why-diversity-matters

2. THE RESEARCH PROBLEM: -

In the globalization and Indian economy healthcare industry sectors are playing important
role. Indian population is second in the world, hence health problems are also created a lot.
Indian health care industry contribution in India 2021 GPP was 2.1 %. Diversity Equity and
inclusion (DEI) are imperative to driving bottom-line results in healthcare, but those
initiatives frequently stagnate at the organizational values stage. DEI affects every aspect of a
healthcare organization, so they must be valued and integrated at every level from the patient-
facing frontlines all the way up to the boardroom. Only a diverse and inclusive organization
can truly respond to the healthcare needs of the whole community.

Healthcare organizations have a growing responsibility to improve diversity, equity, and
inclusion (DEI) efforts not only for their employees, but also to better serve patients and their
families. DEI has been a recent focus for businesses and organizations across the world, but
perhaps none stand to make a greater impact than the healthcare industry, as it directly affects
patient health outcomes and quality of life in a profound way. In terms of healthcare, DEI

efforts help organizations address:

Diversity: Understanding the background of employees and patients being served, including
culture, gender, religious beliefs, and socioeconomic status. Also, hiring and retaining a

workforce that is representative of the patient population served.

Equity: Ensuring healthcare workers have what they need to do their jobs and patients have
what they need in and out of treatment settings to effectively benefit from best practices in

treatment.

Inclusion: Giving employees and patients a voice to help provide and receive high-quality
care and encouraging the presence of a diverse healthcare staff in the treatment experience of

patients.

There are many benefits to diversity in the workplace. Different perspectives, opinions, and
ideas can lead to more innovation and better problem solving. This can help companies better

serve their customer base, reach new business markets, and gain a competitive advantage.



Following Factors will be used for Study

Internal diversity factor

1.

2
3
4.
5

. Culture diversity in rural and urban

Race of worker

. Age of worker

Ethically code of conduct

National Country origin

External diversity factor
1. Educational background
2. Skill and interest of work
Religious of employees
Geographical location
Relationship status
Socio economic status

Previous work experience
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Citizenship country

Organization diversity Factor

1. working location of the company

2. Job function of work

3. department of the hospital industry

World View Diversity
1. Country Political Ideology
2. Knowledge Of History Country
3. Culture Events Of Work

DIVERSITY

|

EQUITY INCLUSION

Unique Skills, Talents equal opportunities to all differences

sought after welcomed, respected

Experiences challenged and response everyone belongs
To bias

Celebrated and leveraged harassment Everyone Feels Valued

& Included



3. LITERATURE REVIEW: -

A review of literature is classified namely workforce diversity, equality, and inclusion
Therefore, DEI programs are an essential aspect of building engaged and happy employees.
Organizations with strong diversity climates are more likely to have employees with
increased job satisfaction, higher levels of trust, and more engagement. a summary of
previous research has been referred to in this chapter

1.Jordan J. Cohen (2011) Increasing the racial and ethnic diversity of the health care
workforce is essential for the adequate provision of culturally competent care to our nation’s
burgeoning minority communities. A diverse health care workforce will help to expand
health care access for the underserved, foster research in neglected areas of societal need, and
enrich the pool of managers and policymakers to meet the needs of a diverse populace. The
long-term solution to achieving adequate diversity in the health professions depends upon
fundamental reforms of our country’s pre-college education system. Until these reforms
occur, affirmative action tools in health professions schools are critical to achieving a diverse

health care workforce.

2.0zcan, K.(2011), "Discrimination in health care industry: a research on public hospitals",
Equality, Diversity and Inclusion, The purpose of this study is to investigate discrimination
areas within public hospitals and discuss the potential reasons that will provide a
contributively perspective on reducing discriminative behaviours. The tremendous growth in
international business in the last three decades propelled by globalization has encouraged an
enormous mobility of workforce around the world than ever before. Revolution in electronics
and communication field, the opening of new markets and ease of transportation are bridging
the distances of geographies, thereby, resulting in the accelerated trend of globalization and
growth in the number of multinational firms. The rapid globalization of the Information
Technologyl (IT) industry in recent years has focused a great deal of attention on India,
whose IT industry is now considered as a powerful destination for establishment and

investment for giant global IT companies.


https://www.healthaffairs.org/author/Cohen%2C+Jordan+J
https://www.emerald.com/insight/search?q=Kerim%20%C3%96zcan
https://www.emerald.com/insight/publication/issn/2040-7149

3. Desmond Tutu Ayentimi, (2020) Gender equity and inclusion in Ghana; good intentions,
uneven progress, Labour and Industry The purpose of this paper is to evaluate gender,
equality and inclusion within Ghana through the examination of legislations, policies and
programs. The paper evaluates what governments, international organizations and civil
society groups have been marshalling towards addressing issues around the world of work,
with a particular focus on gender diversity, equality and inclusion in Ghana. The paper
highlights the fact that gender objectives have gained recognition and public policy
momentum, yet gender segregation, wage inequality and low participation rates for females
in tertiary education and the professional workforce do not match the rhetoric of the policy
pronouncements. Diversity, Equity and Inclusion in Medicine: Why It Matters and How Do
We Achieve It. Diversifying the medical workforce is critical to reducing health care
disparity and improving patient outcomes. This manuscript offers a comprehensive review of
best practices to improve both the recruitment and the retention of underrepresented

minorities in training programs and beyond.

4. Shreelatha R Rao (2014) Workforce Diversity and Management (Ph.D. Thesis)
Workforce diversity is a key word for organizations and leaders of today's organizations and
has become crucial concept in global workplaces diversity encompasses within itself a vast

reference to all facets of mankind be it gender language culture race religion or creed newline

5.Mooon Paithankar, (2015) Impact of dissatisfaction on employee’s turnover in selected
small, medium, and large-scale software-industrial units in Pune

The impact of employee turnover has received considerable attention by senior management,
human resources professionals, and industrial psychologists. It has proven to be one of the
costliest and seemingly intractable human resource challenges confronting organizations.
India is currently facing a major shortage of skilled workers in almost every industry. In
addition to the worker shortage, there are other factors making employee retention more
important than ever before.

6.Ritesh Kumar (2021) Impact of workforce diversity on organization employee’s
performance a study on Indian it sector Describes the background and introduction of
“workforce diversity”, definitions, and evolution of “workforce diversity”, dimensions of
“workforce diversity”, reasons for “workforce diversity”, and why workforce diversity
matters in organizations. Further, it describes the employee and organizational performance
in association with workforce diversity. In the end, the chapter covers an overview of the IT



sector and workforce diversity inclusion in the IT sector.
7. Avinash Bhaskar Darekar (2013) A study of hospital management in selected hospitals
in Nashik city Human Resource Management and its role in the health care system in India. It
plays a crucial role in the rapidly changing scenario of management related to human beings
in the organisation. The approach of human resources considers the potentiality and vitality
of the people in the organisation. It is the total inherent abilities, acquired knowledge, and
skill represented by the talents and aptitude of the employed person in the organization. It is
the process of managing the people and providing the services to them with a human
approach. It is also important to study this human approach with the health care system like
hospitals and their organization which is an important part of the life of everybody today
9.Duraiarasan R M (2015) Role of workforce diversity and job involvement on
organizational effectiveness a study with special reference to manufacturing companies in ,an
chip ,Kanchipuram and Tiruvallur districts There are several earlier studies have attempted to
focus the relationship between the job satisfaction, employee commitment and job
involvement, but the present study has attempted to find the effectiveness of workforce
diversity and job involvement in the manufacturing companies from the selected districts of
Tamil Nadu. Though the earlier studies have focused the workforce diversity and job
involvement and organizational effectiveness, the present one has made an attempt to
establish a direct relationship between the workforce diversity and job involvement and
organizational effectiveness.

9.Gayathri Chitra R (2021) Employees perception of workforce diversity management
practices and their influence on moral in its sector This study aimed to bring out the
employees’ perceptions towards workforce diversity management practices and their
influence on morale in IT sector. Based on the literature, it is identified workforce diversity
(gender, age, education, experience, and religion) challenges and diversity management
practices (recruitment, selection, training and development, rewards and recognition,
performance appraisal) have been analysed with employees’ morale in the IT sector at
Chennai, TamilNadu.

10 Sushmita Goswami (2014) Exploring the Relationship between Workforce Diversity,
Inclusion and Employee Engagement The Study aim of this paper is to analyse the
relationship between workplace inclusion (WI) and employee engagement (EE) and the effect
of workplace diversity, managerial support and trust in leader on workplace inclusion. The
study has used a survey to collect data from employees working in the private telecom

companies in India, using a structured questionnaire and identified the factors which



determine workplace inclusion and employee engagement multiple regression model has
been used and further,

11. Iffat Sabir Chaudhry (2021) Do workforce diversity, inclusion practices, &
organizational characteristics contribute to organizational innovation? Evidence from the
U.A.E, the current study attempted to determine if workforce diversity (inherent or acquired)
and its inclusion practices (implementing fairness, belongingness, uniqueness, and diverse
workplace climate) contribute to the innovativeness of the organizational climate. It also
considered whether organizational characteristics (i.e., type, size, and industry) encourage or

moderate innovation in work settings.

12. Jean Shinners,(2015) Diversity, Equity, and Inclusion: A Call to Action In this article
research paper nursing professional development practitioners is being called to action to
purposefully address diversity, equity, and inclusion (DE&I). This article provides insight
into how practitioners and administrators can work to create an environment of DE&I that
starts with awareness and culminates in creating a nursing workforce and practice

environment that reflects the values and beliefs of our profession

13. CIiff oswick and mike (2014) Disclose Workforce diversity, equality, and inclusion.
Trenchant formulations or transient fashions Using bibliometric analysis of published work,
we examine the discursive trends, patterns, and implications of three different anti-
discrimination solutions (equality, diversity, and inclusion) over a 40-year period from 1970
to 2010. The findings reveal that the anti-discrimination discourses are consistent with
management fashions, in terms of both their trends and the rhetorical strategies used by
proponents to establish the dominance of their favored approach, particularly by denigrating
previous approaches. Practitioner-facing academics play a key role in the process by giving
shape, exposure and credibility to the anti-discrimination solutions, but not in creating them.
Only by breaking free of the oppositional discursive patterns can the debate move on to anti-
discrimination solutions that attempt to blend together equality, diversity and inclusion.

14. LtGen David Ottignon (2019) Diversity, Equity & Inclusion Why this is important to
the Corps as a warfighting organization The diversity of our force at entry continues to grow;
U.S. census (2019) data shows that 60 percent of the country is white (race plus ethnicity),
and 40 percent is diverse.


https://journals.healio.com/doi/epdf/10.3928/00220124-20210114-02

4. Research Gap -
Pervious various study attempted to work diversity, equality Employees the present study
attempted work diversity equality and inclusion involved in healthcare industry with Pune
Districts in this study employee’s performance in hospitals are discuss work directly equality
and inclusion importance and effect in the healthcare industry in India Statement of problem
in discussion whole study in the health care industry as per point workforce diversity,
equality And Inclusion some affected factor study age, cultural background, physical abilities
and disabilities, race, religion, gender, and sexual orientation related Workforce diversity in
the healthcare industry

challenges faced by the organization regarding DEI Limited budget and
inexperienced staff, knowing how employees feel about culture on an ongoing basis,
providing career development planning for all employees, implementing a reward and
recognition program to increase engagement, holding managers accountable for retaining
high performing diverse teams, enhancing benefits and perks to attract a diverse

workforce.

The present level study way of further model research development given the
research problem

Health Care IndUstries __—» Emplojees—_ Employer

DEI MODEL.: -

OPPORTUNITIES

Active diversity

Lead inclusively
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10.

QUESTIONS TO BE ANSWERED THROUGH RESEARCH
What is the highly imbalanced growth of health facilities in India?
What are the problems faced to employees in promotion time?
What are the relations between employees and employer decision in work culture?
What is gender discrimination in employee’s promotion Healthcare Industry?
What is recently government policy implementation in hospital private hospital
What is the effect of DEI on the work Performance Healthcare Industry?
What is the ratio of Male and female Work Employees Healthcare Industry?
What is the effect of Gender Diversity on Employees Performance compared to the
Healthcare Industry?
What is employees’ rate of education in employment like skilled, semi-skilled, and highly
spec list?

Why is Female Employment Lower Percentage in Healthcare Industry?

4. OBJECTIVES OF THE STUDY: -
In this primary assessment employees’ diversity, equity, and inclusion. Diversity is the
presence of differences within a given setting. Are equal or different Healthcare Industry
1. To Study the collective mixture of employees' differences and similarities
2. To identify the factors affecting on Diversity, Equity & inclusion in Healthcare Industry
3. To analyse the current environment of racial and equity practices in health care industry 4.
4.To Study the practices provided for equal access and opportunities to the staff.
5. To Measure the DEI effect on Employees’, Patient and Health Care Services
6. To Develop the diversity, inclusion, and equity initiatives for the development of change
7.To Suggest the Strategies for maintaining Diversity, equity and inclusion in healthcare

industries

HYPOTHESIS OF THE STUDY: -

H1. There is no Significant Difference between Workforce Diversity and employee’s
performance

H2. There is no significant difference between gender equity of employees and work environment in

health care industry



11.

12.

13.

H3. Culture difference is negatively affected on promotions of employees
H4 Gender difference is negatively affected on employee satisfaction
H6 There is a negative impact of employee’s educational backgrounds and Skill on

development of the Organization.

SCOPE OF THE STUDY: -

1. Topical Scope: - the study DEI is a term used to Diversity, equity and inclusion matter
because they help build a fair society that allows all people to get equal opportunities.

2. Geographical Scope: - the study Pune districts area All Healthcare Industry Related
Diversity, equity and inclusion matter

3. Functional Scope: - at the same time when the use cases are identified Workforce
diversity equity and inclusion DEI. The actor-goal list, which names all the user goals
that the system supports, showing the system's functional content, is helpful for this.

4. Analytical Scope — The collected Data analysed For Pune Districts Healthcare industry
will be analysed with the help of Statical tools and computer software for the fulfilment
of the objectives set out for the study and to test the hypothesis

LIMITATIONS OF STUDY

The presents research study will be limited to Pune Districts from Maharashtra only

This study will incorporate to healthcare industry only

They may be less accurate in data collected due to the defects in primary data will be
presumed

Limited health care Company and hospital Women/Female Employees response

RESEARCH METHODOLOGY: -
Type of research

To achieve the objective of the study Descriptive survey type of research design is being
employed. A study is describing the problems that are being faced by healthcare industries
related to Diversity, Equity and Inclusion problem and issues.

DATA SOURCE

To conduct the study and to achieve the objectives both primary and secondary types of data
sources will be used.



Primary Data: - The primary data collected through questionnaire, observation method,
interview method,

Secondary data: -

Secondary data means data that are already available i.e., they refer to the data which have
already been collected and analysed by someone else. Usually, published data are available in
Technical and trade journals; Books, magazines, and newspapers;

RESEARCH DESIGN: -

In view of the objectives and hypothesis stated above the methodology adopted for the
present study elaborated as under the research problem having been formulated in clear cut
terms, the researcher will be required to prepare a research design, i.e., he will have to state
the conceptual structure within which research would be conducted. The preparation of such
a design facilitates research to be as efficient as possible yielding maximal information.
Instruments

The main instrument used in this study is a self-administered questionnaire. Online
questionnaires and face-to-face interviews are used. The questionnaire will contain open-

ended and closed-ended questions.

. THE SAMPLING UNITS: -

1. Area of research: -

In order to provide a geographical picture of the study details of Pune Districts,
2. Selected of the districts Area: -

This study will be confined Pune District

3. Selection of the Tehsil in from Pune Districts: -

The number of the Tehsil in the districts of Pune division is as follows

Districts Number of Tehsils

Pune 14

Number of Hospital in Pune Districts: -

Category No of Hospital | No. of

Employees

Hospitals 52 1450




Top 15 Accredited Hospitals from Pune and 1 from each Tahasil Total 29 hospitals are
selected for the study

Total no. of Employees are 1450, out of that 30% employees i.e. 435 employees are selected
randomly for the study

Method of data analysis

This study is descriptive research. The data will be analysed by using various technigques and
statistical tools such as Mean, Standard deviation, Coefficient of variance, correlation,
regression, chi square testing for hypothesis testing and SPSS software will be used.

15. ORGANIZATION OF RESEARCH REPORT: -
Chapter 1: Introduction, Research Design, and Methodology
This chapter will give details of the research design of the r Hospital research design and the

methodology adopted to collect the required data for the study

Chapter 2: Review of Literature
This chapter will give an outline of information collected from different publications on

related topics

Chapter 3: Local Resources

This Chapter will discuss the Conceptual Framework and the present status of

Chapter 4: Data analysis and interpretation

This Chapter Shows the Representation analysis and interpretation of the primary and
secondary data collected from the sample units with the view of fulfilment of the objectives
laid down for the study

Chapter 5: Findings, Suggestions and Conclusion

After analysing the data in a useful way the researcher will state the findings of the study will
give his useful suggestions (if required) and will provide a conclusion

The research report will be updated with relevant annexure viz. list of samples, schedules

used for interviews the samples
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Sr.No | Description of Research Stage Expected Time to
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2. Working On the Recommendation of RRC to Strengthen the | 7 months
Research Proposal

3 Review Of Literature 7 months
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5. Quialitative Research 8 months

7. Final Data Collection 10 months

8 Data Analysis and Hypothesis Testing 7 months

9. Report Writing 2 months

Expected Total Duration for Research 48 Month
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