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Abstract 

The research paper covered various studies presented in the areas of diversity and inclusion in organizational culture. This 
study supports to understand the diversity and inclusion in organizational culture and find out the future research gaps. After reading 
various articles it has been observed that if students were learned under inclusive and diversified environment, there would be a lot of 
progress in their development. As the diversity and inclusion, teaching faculty always ready to take themselves and students out of the 
traditional teaching-learning process to develop new skills. The first step is to ready to learn new technologies, languages and skills. 
The purpose of this study is to find out the diversity and inclusion that has been done so far in the company, in the private sector. The 
research did in college in the context of students, the consequences of diversity, and inclusion in student affairs. The purpose of this 
research is to study the diversity and inclusion in organizational culture from all over INDIA at the Autonomous Technical Institute, 
as well as its involvement in institute’s stakeholder’s progress. 
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Introduction 

The Society for Human Useful resource control (SHRM) defines diversity as “the collective combination of differences and 
similarities that encompass, as an instance, individual and organizational traits, values, beliefs, experiences, backgrounds, preferences, 
and behaviors.” They spoil down diversity even correspondingly into classes – visible diversity traits and invisible diversity trends. In 
discussions revolving around diversity, visible traits are frequently what emphasized and encompass race, gender, physical 
competencies and age. Invisible diversity trends consist of matters, which include sexual orientation, religion, socio-economic status, 
education, and parental status amongst different matters.  

 
Review of Literature 

1. Celeste Young, Roger Jones (2019) in their study ‘Effective diversity in emergency management – the long road’ published in 
Australian Institute of Disaster Resilience (Vol. 34, No. 2, April 2019) focuses on the fundamental idea of varied diversity & 
inclusion from a hierarchical point of view & incorporation in the EMS. Findings of the study were that the critical segment 
empowers diversity impact & its long–term, at times; troublesome proposition. There is as yet stress between diversity as a 
positive and hierarchical goal & assorted diversity programs those diverse resources from significant needs. This hindrance is 
an indication that emergency management organizations still can’t seem to grip diversity & inclusion competencies & abilities 
as a foremost feature of everyday business practices. 

2. Shukran Abdul Rahman, Azlin Alwi, (2018) in the study ‘The Inclusion of Cultural Diversity in Higher Education Curriculum 
Design’ in print International Journal of Contemporary Educational Research. The finding is projected to enlighten universities 
and better educate the government on the right technique to layout curriculum in universities that host worldwide students. 
Thus, future study should include more participation from all ASEAN countries, and take into perspective both the academics 
and students’ participants to allow for triangulation of data. Despite these limitations, the findings of the present study allow for 
the understanding of the universities incorporate cultural diversity in the designs and development of their curriculum to 
support the growing number of international students in their respective universities. 

3. Melanie Nin (2014) deplores in a study on ‘Inclusive research and inclusive education: why connecting them makes sense for 
teachers’ and learners’ democratic development of education’ stated in Cambridge Journal of Education, Volume 44, Issue 4. 
ISSN: 0305-764X (Print) 1469-3577. This paper discusses what all this indicates for inclusive education, arguing that inclusive 
research has the underneath-explored capacity to reinvigorate inclusive education and provide new connections to democracy 
and social justice in schooling. 

4. R Winkle-Wagner, A M Locks (2014) research titled ‘Diversity and inclusion on campus: Supporting racially and ethnically 
underrepresented students’ published in Wiley Online Library. The usage of an intersectional approach that connects the kinds 
of race, magnificence, and gender, range, and Inclusion on Campus comprehensively covers the variety of college stories, from 
getting access to higher training to effectively persisting through diploma applications. Authors Winkle-Wagner and Locks 
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bridge studies, concept, and exercise associated with the methods that friends, faculty, administrators, and establishments can 
and do influence racially and ethnically underrepresented college students’ participation. This e-book is a useful resource for 
future and modern higher schooling and scholar affairs practitioners operating closer to complete inclusion and participation for 
all college students in better training. 

5. K Bhopal, J Rhamie, (2014) conducted research on ‘Initial teacher training: understanding 'race,' diversity and inclusion’ in 
print in Taylor & Francis- Race Ethnicity and Education (Volume 17, Issue 3: Initial Teacher Education: Developments, 
Dilemmas, and Challenges). There is little research that has investigated how students on Initial Teacher Training (ITT) 
courses comprehend and conceptualize talks of 'race', diversity, and inclusion. This article will concentrate on student 
understandings of radicalized personalities; it will investigate the talks by which understudies comprehend being White and 
being Black, inside the setting of ITT. The article will look at the changed aspects and subjects of character inside the setting of 
having a place and avoidance which exist inside advanced education in the social and social settings of English colleges. The 
discoveries show that students’ understandings of diversity and inclusion on ITT courses are unpredictable and multifaceted. 
The article resists that more noteworthy preparation is required according to the useful help that understudy educators require 
as far as expanding their comprehension of decent variety and managing bias in the classroom. 

6. Craig M. Elliott II, Olivia Stransky (2013) study on ‘Institutional Barriers to Diversity Change Work in Higher Education’. 
This examines recognized discrepancies between concepts and practice of diversity and inclusion at a multidisciplinary health 
sciences college. The results indicated that contributor’s skilled inclusion alongside more than a few engagements. 
Hispanic/Latino college students, faculty, and staff, as well as lesbian, homosexual, bisexual, transgender and queer college 
students and a team of workers, experienced disapproving behavior on an everyday basis on the university, which contributed 
to fear. The results reveal barriers to the inclusion efforts and indicate that the university ought to bridge the distance between 
values and practice. 

7. Lata Bajpai Singh, Michael A. Dutch, (2012) published in title ‘Organizational culture as an indicator of organization’s 
citizenship behavior’ at Amity Global HRM Review (Amity university press, September 2012, pg. no. 9-15). The study shows 
organizational culture (OC) factors impact on the Organizational citizenship behavior (OCB) factors. Lack of Indian context 
makes the study just a little unsupportive. Further study would be related to gender & its impact on variables. Another scope 
could be evaluating the employee’s education on variables of OC & OCB. It helps to assess whether an employee’s education 
matches job content or job description. 

8. Ailish Jameson, Aiden Carthy, (2012) has discussed in the title ‘Diversity and Inclusion – Challenges and Issues in an Irish 
Educational Setting’ that Cultural inclusion has ended in a wide diversity in scholar profile in the Irish academic machine and 
necessitated alternate at the part of the coaching staff. In addition, substantial demanding situations were placed on coaching 
groups of workers who are working with confined assets and with a curriculum, this is already overloaded. Eventually, it's far 
hoped that this has a look at will be used to tell future research and manual policymakers and colleges within the provision of 
education in a dynamic, evolving, and changing instructional environment. 

9. Lynn M. Shore (2011) depicts in research title ‘Inclusion & Diversity in workgroups: A review & model for future research’, 
published in Journal of Management (Vol. 37, No. 4, 1262-1289), that the researcher applies the Brewer’s theory of optimal 
uniqueness to enhance a definition of employee inclusion in the workgroup engage the satisfaction of the needs of 
belongingness & uniqueness. Notwithstanding the increasing varied workforce, there is evidence that performance is regularly 
assessed with diverse dimensions. The researcher proposes that jointly considering both belongingness & uniqueness through 
inclusion premises to advance research & practice in the area of diversity. 

10. Erasmus Kofi Appiah, Akuasi Arko-Achemfuor, Olufemi Patrick Adeyeye (2018) Published on 11th September 2018 
Appreciation of diversity & inclusion in sub – Sahara, Africa: The Socioeconomic implications. The research has done in 
African content as Sub-Sahara, as it is one of the most diverse continents in the world. The variables to be focused are culture, 
ethnicity, gender, religion. The researcher wants to study the variables impact on growth & development. If diversity handles 
properly, it transfers into growth & development & vice-versa (detrimental effect on both societies & organizations). The 
importance of diversity & inclusion management relates to express its positive impact on organizations & societies bottom-line. 
As benefits of diversity & inclusions for the organizations & societies defined are ability to produce quality decision & 
creativity. The diversity & inclusion having two folds; discrimination in the workplace & analyses the effects of diversity on 
work-related outcomes. The researchers are in the health sector hospitality, public, sports, local councils, and the private sector. 
The goal of this study is to promote & appreciate differences. This concept deal with societal differences & emphasis on 
ethnicity towards inclusivity among society/individuals, transforming into desired inclusion. Study concluded that diversity in 
organizations & societies have proven panacea for less efficiency & productivity in current scenario. This study proves that 
ethnicity is the one of the vital elements to showcase or identifying & appreciating the differences in organizations & societies. 
According to study, importance necessity of inclusion in organizations & societies can be recognized when diversity is 
undergirded by ethnicity. The positive impacts on socioeconomic activities are from competitiveness, creativity & productivity. 
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The study concluded as ethnicity is the driving force relating to SSA differences & the influencing factor to develop 
socioeconomic culture. 

11. Adel Moneim M. K. Elsaid (2012) introduced in the Research Gate publication, article (September 2012) Vol. 1, No. 4, 2012, 
Business & Management Research titled ‘The effects of cross-cultural work force diversity on employee performance in 
Egyptian Pharmaceutical organizations. The study is based on the pharmaceutical sectors in Egypt. The impact of work force 
diversity on the training &education background employee. The study proves that gender& education background significantly 
influences on employee performance, while age does not affect. This research bridges the gap in the previous studies as 
diversity in work force improves organizational outcomes. The main objective is to analyze the effect of work force diversity 
on employee performance in pharmaceutical organization. The research proved that there is positive & moderate correlation 
between dependent & independent variables. The research stated that there is a significant positive & small, definite 
relationship between employee performance & gender. Also, no significant & slight as negligible relationship between age 
group & employee performance. The significant positive & slight, negligible relationship between education background 
group. 

12. Suaitul Bakhri, Udin, Daryono, Suharnomo (2018), titled Diversity Management & Organizational Culture: Literature Review, 
The Theoretical perspectives & future directions published in International Journal of Civil Engineering & Technology 
(IJCET), Vol. 9, Issue 1, January 2018, ISSN: 0976- 6308(print), ISSN: 0976-6316 (online) Scopus Indexed, Pg. No. 172-178. 
This research based on the diversity management & organizational culture; both the terms are connected with each other. To 
handle the diversity effectively, the management people need to improve skills. It helps to build strong organizational culture. 
If organizational culture becomes stronger, it enhances organization. The diversity is required from the starting of organization. 
It is challenge for the organization to achieve competitive advantage.  

13. Nisha Nair, Neharika Vohra (2015). IIM, Ahmadabad, India (Research & Publications), W.P. No. 2015 – 03 – 34 March 2015. 
‘Diversity & Inclusion at the workplace: A review of research & perspectives’ This research describes composition of work 
groups & demographic differences. In the diversity & inclusion prerequisite to be add employees by the organization. At the 
same time developing the inclusive culture rephrasing the interaction from demographic diversity & at the end to inclusion, 
addressing biases, conscious & unconscious may hinder acceptance & integration. 

14. Thomas F. Nelson Laird, Sarah S. Hurtado, Bridget Yuhas, (2018) Indiana University, Paper presented at the 2018 Annual 
Meeting of the American Educational Research Association, New York, NY. In title ‘Measuring the Diversity Inclusivity of 
College Courses: An Update’ the research findings advise much work is being carried out by using instructors to encompass 
range across the measures used in this examination. at the same time as this remains encouraging, it was a chunk disappointing 
that we did now not discover extra proof of an accelerated acquaintance on variety inclusivity in 2017 (the year the statistics for 
the cutting-edge have a look at were accrued) than in 2007 (the yr. the original records had been accumulated) given the 
amount diversity, fairness, and inclusion have been within the information, part of pupil unrest and demands, and part of the 
discourse about and emanating from higher education establishments. In the meantime, our results endorse that establishment’s 
serious approximately improving variety inclusivity ought to area a priority on it in hiring and school improvement, especially 
for the reason that proof suggests doing so will improve undergraduate education in many critical ways and enhance 
consequences for college students. 
 

Gap Analysis of the Review of Relevant Literature 
Following arguments presents the gap analysis of the review of relevant literature comprising of research articles published 

by Indian and international authors in national and international journals, conferences proceedings and theses conducted and 
presented.  

 
Research Gap 

1. There is a need to engage the colleges, faculties, and students in Asian countries for further research. 
2. Capacity-related factors and inclusion-related effects are recommended to guide future research. Inclusion promises to do 

research and practice in the field of diversity. 
3. Organizations need to better understand unfairness through diversity training and orientation programs that will optimistically 

determine an individual’s dilemma in the workplace. It is foreseen that this will promote a culture of empowerment, describe 
jobs, and ultimately create dialogue and teamwork among union employees. 

4. Modern higher education and practitioners operating closer to complete inclusion and participation for all college students in 
better training. But the teaching faculties could not cover this study. 

5. Gap identified in the previous study was that they do not cover longitudinal study & collected quantitative data effects on 
inclusion management. 
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6. The previous study covered different workplaces i.e., mostly in the companies. But there is a scope to study further, of the 
factors affecting workplace diversity in educational institutes; ITs, other industries like manufacturing & service industries also 
focus. 

7. On average, there is a higher percentage of colleges involved in two-year professional courses, much less selective institutions 
compared to four-year professional degree courses and more selective institutions (autonomous institutes). 

8. The effect of diversity and inclusion of teachers in different states on the development of the college, on the progress of 
students, on the way all teachers work together has not been studied in previous research. 

9. On average, there is a higher percentage of colleges involved in two-year professional courses, much less selective institutions 
compared to four-year professional degree courses (technical engineering institutes) and more selective institutions 
(autonomous technical institutes). 

 
Expected Outcomes of the Study 

1. To embellish wellbeing throughout the institution, to the advantage of recruitment, retention, and performance of the teaching 
faculty.  

2. This research will help to bridge the gap between local and overseas teaching faculties. Therefore, the method of unbiased 
work will be adopted. So that the quality of the teaching faculty will progress. 

3. Help to cultivate team spirit amongst teaching faculty. It emerges the innovation in the teaching pedagogy. 
 
Conclusion 

The analysis experienced some methodological flaws which represent a few restrictions to the findings. These restrictions in 
this manner recommend the requirement for additional investigations. The principal imperative is that albeit the proposed model gives 
understanding into the elements that impact variety the board and what variety the executive’s means for hierarchical effectiveness in 
Nigeria, there is the need to imitate the proposed model in different nations with the end goal of discovering if it is touchy to area. 
This is vital, given the way that the respondents are representatives of worldwide companies. An effective replication of this 
examination across the lines of Nigeria will assist with deciding its generalizability. A second justification future exploration is to look 
at the conceivable critical variables impacting variety the executives in such examinations with those of this investigation to know the 
potential elements not caught in this model. This will serve to completely comprehend the key factors that essentially sway variety and 
variety the board just as the degree to which variety the executive’s impacts hierarchical effectiveness outside Nigeria. Such result will 
likewise assist with introducing a broader point of view dependent on the builds caught in the proposed model. To this end, there is the 
requirement for future examinations which should utilize this model as a measuring stick for researching the variables that foresee 
variety the executives and the degree to which variety the board predicts authoritative effectiveness in different nations. A third 
restriction identifies with the example determination. A critical level of the respondents was individuals from UNIBEN MBA Alumni 
reached on the web. Albeit the respondents were reinforced by extra online respondents, the propensity that these graduated class 
respondents may have certain social attributes can't be precluded. At last, there might be different variables that impact variety the 
board that are not caught in this investigation or by past examinations. Moreover, comparable examinations in different nations may 
have utilized a few instruments that may give some valuable experiences into the potential factors that may essentially impact variety 
the executives. There is the requirement for additional examinations to help disentangle such significant factors just as refine adjusted 
models and research the chance of executing them in Nigerian associations. 

 
To consider the impact of diversity and inclusion practices on performance outcomes across academic institutes. We explore 

these challenges through three diversity and inclusion lenses – gender, age and geographical area – exploring global perspectives at 
the institute level, administrative level and team levels of the study. 
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