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Abstract – Managing diversity and inclusion (D&I) has become a critical component of human resource (HR) strategy in 

modern organizations. This study investigates the role of HR in fostering workplace diversity and inclusion at SPS Organics 

India Pvt. Ltd., Salem. The primary objective is to understand how HR policies and initiatives influence an inclusive work 

environment and promote equal opportunities for all employees. Through structured questionnaires and interviews, data was 

collected from 120 employees across various departments. Statistical tools such as chi-square, correlation, and ANOVA were 

employed to analyze the responses. Findings indicate a significant relationship between HR efforts and employee perception of 

inclusivity and fairness. The study concludes that HR plays a central role in shaping a diverse and harmonious workplace 

culture. These insights are valuable for organizations aiming to implement inclusive policies and improve employee engagement 

and creativity 
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I. INTRODUCTION  
 

In today’s dynamic and competitive business environment, 

diversity and inclusion (D&I) have become critical aspects 

of effective human resource management. Organizations 

are increasingly recognizing the importance of embracing 

a diverse workforce to drive innovation, improve 

performance, and create a positive work culture. In the 

Indian corporate sector, the concept of workplace diversity 

and inclusion has gained momentum, especially in 

industries that are people-centric, such as the financial and 

manufacturing sectors. 

 

SPS Organics India Private Limited, a growing 

organization based in Salem, Tamil Nadu, has been 

operating in the chemical manufacturing sector with a 

strong financial arm managing internal and external 

commercial activities. As part of its evolving structure, the 

company has placed significant emphasis on professional 

HR practices. This study seeks to explore how HR 

management at SPS Organics plays a role in promoting 

diversity and inclusion, especially within its financial and 

administrative segments. 

 

Understanding Diversity and Inclusion 

Workplace diversity refers to the presence of differences 

among employees in terms of gender, age, race, ethnicity, 

physical abilities, sexual orientation, educational 

background, and more. In contrast, inclusion means 

creating a work environment where all employees feel 

valued, respected, supported, and empowered to contribute 

their best. While diversity brings a range of experiences 

and viewpoints, inclusion ensures that these differences are 

effectively utilized to create a collaborative and 

harmonious workplace. A diverse workforce alone cannot 

yield benefits unless inclusion is actively practiced and 

institutionalized. 

 

The Role of Human Resource Management 

Human Resource Management (HRM) plays a pivotal role 

in fostering diversity and inclusion in any organization. 

HR professionals are responsible for recruiting talent from 

diverse backgrounds, designing inclusive policies, 

providing training programs, resolving workplace 

conflicts, and promoting equity in opportunities. HR also 

ensures that the organizational culture aligns with diversity 

values and that bias is minimized in decision-making 

processes. 

 

Key HR functions that support D&I include: 

 Inclusive recruitment and selection 

 

 Training and sensitization programs 

 

 Fair performance evaluation and promotions 

 

 Diversity audits and employee feedback systems 

 

 Creating policies against discrimination and harassment 

 

 

Challenges in Managing Workplace Diversity 

Despite the advantages, many companies struggle to 

implement diversity policies effectively due to deep-rooted 

biases, resistance to change, and lack of awareness among 

employees. Some common challenges include: 

 Gender stereotypes and pay disparity 

 

 Cultural misunderstandings 

 

 Unconscious bias during hiring and promotion 

 

 Lack of diversity metrics and accountability 

 

 Resistance from leadership or middle management 
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 To overcome these, HR departments need a structured 

approach and consistent policy enforcement. 

  

Objectives of The Study 

 To study the existing HR policies and practices related 

to diversity and inclusion within the organization. 

 

 To analyze employee perceptions and experiences 

regarding inclusiveness, fairness, and equality in the 

workplace. 

 

 To identify challenges faced by the HR department in 

managing a diverse workforce and implementing 

inclusive practices. 

 

 To assess the level of awareness among employees 

about the organization's diversity and inclusion 

efforts. 

 

 To examine the impact of workplace diversity and 

inclusion on employee morale, collaboration, and 

productivity. 

 

 To explore the representation of various demographic 

groups (e.g., gender, age, background) in financial and 

administrative roles within the company. 

 

 To suggest actionable recommendations for improving 

diversity and inclusion practices at SPS Organics 

India Pvt. Ltd. 

  

Scope of The Study 

This study focuses on understanding the role of Human 

Resource Management in promoting diversity and 

inclusion at SPS Organics India Private Limited, Salem. It 

examines the HR policies, employee experiences, and 

workplace practices related to diversity, especially in the 

financial and administrative departments. The study 

includes aspects such as gender balance, equal 

opportunities, employee participation, and inclusiveness in 

decision-making. 

 

The scope is limited to the employees currently working in 

SPS Organics and does not cover laborers or contract 

workers in the production department. The research aims 

to highlight how effectively the HR department is 

addressing diversity-related issues and fostering an 

inclusive environment. It also explores the challenges 

faced and suggests possible improvements based on 

employee feedback and HR insights. 

  

Limitations Of The Study 

 The study is limited to SPS Organics India Pvt. Ltd., 

Salem, and does not include other branches or 

companies. 

 It focuses only on the financial and administrative 

departments, excluding production and labor sections. 

 The sample size is limited, so the findings may not fully 

represent the views of all employees. 

 The study relies on employee responses, which may be 

biased or incomplete due to personal concerns or lack 

of awareness. 

 Time constraints affected the depth of the research and 

analysis. 

 Limited access to internal HR documents and 

confidential records restricted detailed policy 

evaluation. 

 The results are specific to the organization studied and 

may not be applicable to all industries or locations. 

  

Industry Profile 

The Indian organic industry has witnessed steady growth 

over the past two decades, largely driven by increasing 

awareness of environmental protection, sustainable 

agriculture, and the harmful effects of chemical-based 

farming. The organic input manufacturing sector—

especially neem-based products and organic manureplays a 

crucial role in supporting this movement by offering 

natural and eco-friendly solutions to farmers. India is one 

of the world’s largest producers of organic inputs and has 

over 2.6 million hectares under organic certification. The 

industry’s foundation was laid in the early 2000s, and since 

then, it has evolved significantly with the establishment of 

many small and medium enterprises (SMEs) focusing on 

organic solutions. One such important player is SPS 

Organics India Private Limited, established in 2009, based 

in Mallur, Salem, Tamil Nadu. This company reflects the 

growing need for environment-conscious manufacturing in 

agriculture and is part of a larger movement toward green 

production. 

 

Neem-based products have become the backbone of the 

organic farming revolution in India. The neem tree 

(Azadirachta indica) is native to the Indian subcontinent 

and is widely known for its antibacterial, antifungal, and 

insect-repellent properties. Neem oil, neem cake, neem 

granules, and neem fruit extracts are widely used in the 

production of natural fertilizers and pest control agents. 

These products offer an effective, low-cost alternative to 

chemical inputs while also improving soil fertility and crop 

yield. Tamil Nadu is among the leading states in adopting 

organic input production. The state’s fertile land, favorable 

weather, and strong agro-industrial base make it a hub for 

manufacturing organic fertilizers, compost, bio-pesticides, 

and natural farming enhancers. Salem, in particular, has 

emerged as a center for agro-industries, with a number of 

companies involved in the manufacturing and export of 

neem-based and other organic products. 

 

SPS Organics India Pvt Ltd, founded in 2009, specializes 

in neem oil, neem cake, neem fruit, organic manure, castor 

cake, and PROM (Phosphate Rich Organic Manure) 

granules. The company has grown consistently over the 

years, backed by a strong focus on product quality, 

hygiene, eco-friendliness, and market expansion. With a 
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well-equipped manufacturing unit and adherence to 

international quality standards, 

  

the company supplies its products across India and exports 

to countries in Southeast Asia, the Middle East, and East 

Asia. 

 

Government support has played a significant role in 

strengthening this industry. Programs like the National 

Programme for Organic Production (NPOP) and 

Paramparagat Krishi Vikas Yojana (PKVY) encourage 

farmers to switch to organic inputs. These policies have 

provided a boost to organic input manufacturers through 

subsidies, training, and certification processes. The market 

demand for organic inputs is also being driven by global 

environmental concerns and increasing awareness about 

food safety. Countries around the world are encouraging 

organic farming to reduce soil and water pollution and 

promote biodiversity. This opens up export opportunities 

for Indian companies producing high-quality organic 

inputs. 

 

In this competitive and innovation-driven industry, 

employee creativity and innovation are crucial. The 

success of companies depends on their ability to develop 

new products, improve existing processes, and find 

efficient ways to meet customer demands. Therefore, 

Human Resource (HR) practices play an essential role in 

nurturing talent, encouraging innovation, and building a 

productive workforce. Proper HR planning, training, 

communication, and employee engagement lead to 

improved creativity at the workplace. With more 

companies entering the organic input space, the need for 

skilled and motivated employees is growing. Organizations 

that invest in employee development, foster innovation 

through supportive HR policies, and maintain a 

collaborative work culture are better positioned to achieve 

success and sustainable growth. 

 

the Indian organic input manufacturing industry—

especially neem-based products—holds great promise for 

the future. It contributes significantly to sustainable 

agriculture, supports rural employment, and promotes eco-

friendly practices. Companies like SPS Organics India Pvt 

Ltd, with their commitment to quality, innovation, and HR 

development, represent the bright future of this industry. 

  

Company Profile 

SPS Organics India Private Limited, established in 2008, 

is a leading Indian manufacturer, supplier, and exporter of 

organic agricultural products. The company is 

headquartered in Mallur, Salem District, Tamil Nadu, and 

has steadily grown into a trusted name in the field of eco-

friendly and sustainable agricultural inputs. SPS Organics 

was founded with a mission to support organic farming 

practices and reduce the dependency on chemical-based 

fertilizers and pesticides. The company specializes in 

producing high-quality organic inputs such as neem cake, 

neem oil, neem fruit, castor cake, pongamia cake, organic 

manure, and PROM (Phosphate Rich Organic Manure) 

granules. All these products are derived from natural 

sources and are processed using environmentally 

conscious methods that maintain the nutritional integrity of 

the materials. The firm ensures that all its operations align 

with principles of sustainability and agricultural health. 

SPS Organics places a strong emphasis on quality control, 

with its manufacturing facility equipped with modern 

machinery and a well-trained workforce. The unit follows 

strict hygiene practices and quality assurance protocols to 

deliver consistent and effective agricultural inputs to 

farmers and distributors. The facility also complies with 

industrial safety norms and is strategically located for easy 

transportation and export operations. Under the capable 

leadership of Mr. Periasamy S, the company has expanded 

its reach to both domestic and international markets, 

including regions like the Middle East, East Asia, and 

Southeast Asia. The firm’s growth has been driven by 

customer satisfaction, ethical business practices, and 

continuous innovation. 

 

SPS Organics employs a mid-sized workforce and 

promotes a collaborative work culture. The management 

values its employees and believes that human resources 

play a vital role in driving creativity and innovation, which 

are essential for product development and process 

improvement. The company adopts HR practices that 

focus on employee training, recognition, and motivation. 

SPS Organics India Pvt Ltd is not just a manufacturing 

company but a contributor to the global organic 

movement. It blends traditional agricultural wisdom with 

modern business practices, making it a suitable 

organization to study the effects of HR practices on 

employee creativity and innovation. 

  

Product Portfolio 

SPS Organics India Pvt Ltd specializes in manufacturing 

eco-friendly agricultural products aimed at promoting 

sustainable farming practices. Their product range 

includes: 

1. Neem Cake – A natural fertilizer with high nitrogen 

content and pesticidal properties, derived from neem 

oil extraction. 

2. Neem Oil – Extracted from neem seeds, this organic 

pesticide and fungicide is widely used in both 

agriculture and cosmetics. 

3. Neem Fruit – Used for oil extraction and powder 

production, rich in azadirachtin, which is effective for 

pest control. 

4. PROM Granules (Phosphate Rich Organic Manure) – A 

natural fertilizer providing phosphorus to enhance root 

development and improve crop yield. 

5. Castor Cake – A nitrogen-rich organic fertilizer that 

supports soil fertility and microbial activity. 

6. Pongamia Cake – Derived from Pongamia seed oil, this 

fertilizer is beneficial for enriching soil with essential 

nutrients and suppressing harmful nematodes. 
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7. Organic Manure – A balanced blend of plant and 

animal-based matter, improving soil texture, water 

retention, and providing slow-release nutrients. 

8. Each of these products is crafted with care, ensuring 

quality and sustainability, making them ideal for eco-

conscious farmers and agricultural communities. 

 

Market Reach 

SPS Organics India Pvt Ltd has established a strong 

market presence both in India and internationally. Initially 

serving local farmers in Tamil Nadu, the company 

gradually expanded its customer base due to the 

effectiveness and eco-friendliness of its products. Today, 

SPS Organics is recognized across various Indian states 

for delivering quality organic farming inputs like neem-

based products, PROM granules, and organic manure. 

 

On the international front, the company exports its 

products to countries in the Middle East, East Asia, and 

Southeast Asia. These markets appreciate the natural 

origin and chemical-free composition of the offerings, 

especially in regions where sustainable agriculture is a 

growing priority. 

 

The company’s ability to meet global standards in quality, 

packaging, and logistics has enabled it to maintain long-

term relationships with international buyers. With an 

efficient distribution network and reliable supply chain, 

SPS Organics is capable of handling bulk orders while 

maintaining product integrity. 

 

The brand’s credibility and market expansion have been 

supported by consistent innovation, ethical practices, and 

customer satisfaction. This diverse market reach reflects 

the company’s growth and commitment to spreading 

organic agriculture practices on a broader scale. 

  

Manufacturing & Quality 

SPS Organics India Pvt Ltd operates a well-established 

and modern manufacturing facility located in Mallur, 

Salem. The unit is equipped with advanced machinery for 

the processing and packaging of neem-based and organic 

products. The company adheres strictly to industry 

standards to ensure that all products retain their natural 

properties while being safe and effective for agricultural 

use. 

 

The production process involves careful selection of raw 

materials such as neem seeds, castor, and pongamia, which 

are then processed under hygienic and eco-friendly 

conditions. Every stage—from raw material handling to 

final packaging—is monitored by a dedicated quality 

control team to maintain consistency and compliance with 

safety norms. 

 

SPS Organics prioritizes sustainability and eco-conscious 

production methods, avoiding the use of harmful 

chemicals. The company also conducts regular quality 

checks to ensure that its products meet both domestic and 

international agricultural standards. 

 

The facility is designed not only for efficiency but also for 

environmental responsibility. Waste management and 

resource optimization are part of the core production 

strategy. This commitment to quality and sustainability has 

earned the company a strong reputation among farmers, 

retailers, and international clients. 

  

Certifications 

SPS Organics India Pvt Ltd has earned several 

certifications that validate its commitment to quality, 

safety, and environmental responsibility. These 

certifications help the company maintain credibility in both 

domestic and international markets, ensuring that 

customers receive reliable and standardized organic 

products. 

 

The company is ISO 9001:2015 certified, reflecting its 

strong quality management system and consistent efforts 

toward customer satisfaction. This certification covers all 

areas of the business—from raw material sourcing and 

manufacturing to final delivery. 

In addition to ISO standards, SPS Organics holds organic 

product certifications from authorized national and 

international agencies. These ensure that the products are 

free from harmful chemicals and are compliant with 

organic farming regulations. 

 

The firm also follows guidelines from the Indian Council 

of Agricultural Research (ICAR) and adheres to export 

quality standards required by importing countries in the 

Middle East, East Asia, and Southeast Asia. 

 

These certifications serve as proof of the company’s 

dedication to excellence, transparency, and sustainable 

agriculture practices. They also support the organization’s 

long-term vision of becoming a global leader in organic 

farming solutions. 

  

Hr Department Overview 

The Human Resource (HR) Department at SPS Organics 

India Private Limited, Salem, plays a vital role in ensuring 

smooth organizational functioning, employee satisfaction, 

and legal compliance. As the company grows in the 

competitive chemical manufacturing industry, the HR 

department is strategically focused on building a positive, 

productive, and inclusive work environment. Traditionally, 

HR has handled core functions like recruitment, 

onboarding, payroll, employee relations, and policy 

enforcement. However, in recent years, the department has 

evolved into a more dynamic and proactive unit that also 

addresses strategic workforce development, diversity 

management, and inclusion practices. Recognizing the 

changing dynamics of modern workplaces, especially in 

sectors such as finance where collaboration, accuracy, and 

ethical behavior are critical, the HR department has started 
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emphasizing inclusive HR policies to build a diverse and 

fair environment for all employees. 

 

One of the key priorities of the HR department is 

promoting workplace diversity by ensuring fair recruitment 

practices, equal opportunity, and unbiased performance 

evaluation. In the financial and administrative departments, 

HR ensures that hiring decisions are based solely on merit, 

qualifications, and potential, irrespective of gender, 

background, or age. By doing so, it promotes a culture 

where diverse perspectives are welcomed and respected. 

HR also facilitates regular training programs and 

workshops for employee development, including sessions 

focused on gender sensitivity, anti- discrimination 

awareness, and inclusive behavior. These efforts are part 

of the broader goal of creating a workspace where every 

individual feels valued and included, contributing their 

best to the organization’s success. 

  

Organizational Structure 

SPS Organics India Pvt Ltd operates with a flat and 

functional organizational structure, designed to support 

efficient decision-making and collaboration across 

departments. The company structure allows for clear 

communication channels while maintaining flexibility to 

adapt to market and production changes. At the top of the 

hierarchy is the Managing Director, Mr. Periasamy S, who 

oversees strategic decisions and long-term planning. 

Reporting directly to him are department heads responsible 

for Production, Quality Control, Marketing & Sales, 

Finance, Logistics, and Human Resources. 

Each department functions independently with well-

defined roles but works in coordination with others to 

achieve company goals. The HR department, for instance, 

coordinates with Production and Sales teams to ensure 

optimal manpower planning and team dynamics. 

This structure helps in: 

 Faster decision-making and feedback loops 

 Improved cross-functional communication. 

 Encouragement of employee participation at all levels. 

 Better focus on quality, innovation, and customer 

service. 

  

Statement of The Problem 

In today’s dynamic and competitive business environment, 

managing workplace diversity and inclusion has become a 

key responsibility for HR departments across all industries, 

including manufacturing. With employees coming from 

different backgrounds, ages, and experiences, it is vital for 

companies like SPS Organics India Pvt Ltd to promote 

inclusivity and equality through effective HR policies and 

practices. Although diversity and inclusion policies may 

exist, their proper implementation and employee 

perception are often inconsistent. There may be gaps in 

communication, unequal career growth, or lack of 

awareness about inclusive practices. These issues can 

affect employee engagement, performance, and overall 

organizational culture. This study aims to examine how 

well the HR department at SPS Organics India Pvt Ltd 

manages diversity and inclusion, identifies challenges in 

current practices, and evaluates the overall impact on 

employees' workplace experience and organizational 

development. 

  

II. REVIEW OF LITERATURE 
 

Cox, T. (1993) – Cultural Diversity in Organizations: 

Theory, Research, and Practice Cox (1993) explored the 

importance of cultural diversity in organizations and how it 

affects workplace dynamics. The study highlighted that 

managing diversity goes beyond simply hiring employees 

from different backgrounds; it requires structured HR 

policies and inclusive practices. The research emphasized 

the need for inclusive leadership, continuous diversity 

training, and fair opportunity systems. According to the 

findings, organizations that proactively manage diversity 

enjoy better problem- solving capacity, innovation, and 

employee morale. The study also points out the common 

challenges organizations face, such as unconscious bias, 

communication gaps, and resistance to change. Cox 

suggests that HR departments should take a strategic role 

in developing policies that foster inclusiveness across all 

levels of the organization. The role of HR in supporting 

diversity through ethical hiring, training programs, and 

clear anti-discrimination policies is strongly emphasized. 

This literature offers a foundational understanding of how 

cultural differences impact team performance and 

organizational outcomes. 

 

Wentling, R.M. & Palma-Rivas, N. (2000) – Current 

Status of Diversity Initiatives in Selected Multinational 

Corporations Wentling and Palma-Rivas conducted an 

extensive study on how multinational corporations 

implement diversity and inclusion initiatives through their 

HR departments. The researchers found that diversity was 

often linked to the company’s overall performance, and 

inclusive workplaces led to higher employee satisfaction 

and retention. The study identified several HR practices, 

such as inclusive recruitment strategies, mentoring 

programs, and regular D&I training, as essential tools for 

building an equitable workplace. It also emphasized that 

diversity should be viewed not just as a moral obligation 

but as a business advantage. Moreover, the authors note 

that leadership commitment and employee involvement are 

necessary for diversity policies to succeed. 

  

Robbins, S.P. & Judge, T.A. (2013) – Organizational 

Behavior Robbins and Judge, in their renowned work on 

organizational behavior, explored the psychological and 

behavioral aspects of employees in diverse work 

environments. The authors emphasize that diversity 

management is a critical HR function that directly 

influences organizational behavior, team performance, and 

conflict resolution. They argue that while workforce 

diversity can introduce new perspectives and creative 

solutions, it may also lead to miscommunication, 

stereotyping, and interpersonal tensions if not managed 

properly. The study highlights the role of HR in training 
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managers and employees to recognize unconscious bias 

and build inclusive team cultures. It also stresses the 

importance of open communication, mutual respect, and 

flexible HR policies. Robbins and Judge suggest that 

inclusion goes beyond representation—it is about creating 

a culture where all employees feel they belong and are 

encouraged to contribute fully. Their work provides strong 

theoretical support for the integration of diversity training 

and inclusive leadership development in HR strategies. 

 

Thomas, D.A. & Ely, R.J. (1996) – Making Differences 

Matter: A New Paradigm for Managing Diversity Thomas 

and Ely proposed a powerful framework in their article 

published in the Harvard Business Review. They challenge 

the traditional view of diversity as merely a matter of 

compliance or social justice. Instead, they introduce a 

“learning-and- effectiveness paradigm” where diversity is 

linked directly to the core functioning of the organization. 

According to their findings, organizations benefit most 

when they leverage diversity to inform business practices 

and innovation. HR departments play a critical role by 

aligning recruitment, training, and performance 

management with this approach. The study highlights that 

when diversity is valued as an asset, employee creativity, 

problem-solving, and team collaboration increase. 

Furthermore, they stress that leadership must demonstrate 

a real commitment to diversity and hold HR accountable 

for promoting inclusive behaviors and equitable 

advancement opportunities. This paradigm offers valuable 

insight for HR professionals aiming to integrate diversity 

as a core element of business success. 

  

Kandola, B. & Fullerton, J. (1998) – Diversity in Action: 

Managing the Mosaic Kandola and Fullerton explore 

practical methods for managing diversity in the workplace, 

focusing on the HR department’s responsibilities in 

creating inclusive organizational structures. Their research 

introduces the concept of “managing the mosaic,” referring 

to recognizing and respecting the unique qualities each 

employee brings. The authors argue that effective diversity 

management is not achieved through quotas or surface-

level policies but through a deep-rooted cultural shift 

within the organization. HR departments are advised to 

lead this transformation by implementing diversity-

sensitive recruitment practices, unbiased performance 

evaluations, and continuous feedback mechanisms. One of 

the core themes of the study is the integration of diversity 

objectives into every HR function, from job design to 

employee retention. Kandola and Fullerton stress that 

successful diversity management enhances employee 

engagement, boosts innovation, and reduces turnover. The 

study concludes that HR must act as both facilitator and 

enforcer to ensure that diversity and inclusion become 

embedded in the organization's fabric. 

 

Ely, R.J. & Thomas, D.A. (2001) – Cultural Diversity at 

Work: The Effects of Diversity Perspectives on Work 

Group Processes and Outcomes Ely and Thomas explore 

how different organizational perspectives on diversity 

influence work group dynamics and effectiveness. They 

identify three main perspectives: discrimination-and-

fairness, access-and-legitimacy, and integration-and- 

learning. The study finds that organizations adopting the 

integration-and-learning perspective, which values 

diversity for its potential to enhance creativity and 

problem- solving, experience better group cohesion and 

performance. This approach requires HR to actively 

promote inclusive leadership, flexible team structures, and 

ongoing learning opportunities. The authors argue that 

merely having diverse members on a team does not 

guarantee success unless the organization creates 

conditions that leverage their differences constructively. 

This research supports HR’s strategic role in shaping 

workplace culture to maximize the benefits of diversity, 

especially in knowledge- intensive sectors like finance. 

  

Roberson, Q.M. (2006) – Disentangling the Meanings of 

Diversity and Inclusion in Organizations Roberson’s work 

focuses on clarifying the concepts of diversity and 

inclusion, often used interchangeably but distinct in 

practice. The study argues that diversity is about the 

composition of the workforce, while inclusion refers to the 

active, intentional efforts to ensure diverse employees feel 

welcomed and integrated. She stresses that HR 

departments must go beyond recruitment and 

representation by embedding inclusion into organizational 

culture through leadership development, policies, and daily 

practices. Roberson’s research also highlights the 

importance of measuring inclusion outcomes, such as 

employee satisfaction and organizational commitment, to 

evaluate HR effectiveness. The study provides valuable 

insights for HR professionals to design interventions that 

support both diversity and inclusion, ensuring that diverse 

talent thrives rather than simply exists within the 

workplace. 

 

Shore, L.M., Cleveland, J.N., & Sanchez, D. (2018) – 

Inclusive Workplaces: A Review and Model Shore and 

colleagues provided a comprehensive review of the 

concept of workplace inclusion, distinguishing it from 

mere diversity. Their study emphasizes that inclusion 

means creating an environment where all employees feel 

valued, respected, and able to fully participate in 

organizational activities. The authors develop an inclusion 

framework that HR departments can use to assess and 

improve their policies and practices. Key HR actions 

include fostering psychological safety, promoting equitable 

access to opportunities, and encouraging employee voice. 

The research suggests that inclusion positively impacts 

employee engagement, reduces turnover, and enhances 

organizational performance. This study is particularly 

relevant to financial departments where precision and 

collaboration are critical, as inclusive practices encourage 

sharing diverse viewpoints and reduce errors caused by 

groupthink. HR’s role in measuring inclusion through 

employee surveys and actionable feedback is highlighted 

as essential for continuous improvement. 

 Conceptual Framework 
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The conceptual framework for this study is designed to 

explore how Human Resource (HR) management 

influences workplace diversity and inclusion, and how 

these factors impact organizational effectiveness. This 

framework identifies key variables and their relationships, 

providing a clear structure to guide the research.At the 

core of the framework is the HR department's role in 

managing diversity and inclusion practices. HR functions 

such as recruitment, training, policy formulation, 

performance management, and grievance handling are the 

independent variables. These functions determine how 

effectively diversity is integrated into the workplace and 

how inclusive the work environment becomes. 

 

Workplace Diversity is defined as the presence of 

differences among employees based on various attributes 

such as gender, age, ethnicity, cultural background, 

educational qualifications, and experiences. Diversity 

introduces a range of perspectives and ideas that can foster 

creativity, innovation, and better decision-making within 

organizations. Workplace Inclusion refers to the extent to 

which employees feel valued, respected, and able to 

contribute fully regardless of their diverse characteristics. 

Inclusion ensures that diversity is not just about numbers 

but about creating an environment where all employees 

have equal access to opportunities and resources. 

 

The framework proposes that effective HR management of 

diversity and inclusion leads to positive organizational 

outcomes, including increased employee satisfaction, 

higher productivity, improved teamwork, and enhanced 

organizational commitment. It also reduces workplace 

conflicts and turnover by fostering mutual respect and 

understanding. Furthermore, the framework acknowledges 

mediating factors such as organizational culture, leadership 

commitment, and employee attitudes, which can influence 

the success of diversity and inclusion initiatives. 

 

The study aims to analyze how HR strategies and practices 

directly impact workplace diversity and inclusion, and how 

these, in turn, affect the overall organizational 

effectiveness. This conceptual framework will help in 

structuring the research methodology and analysis to 

provide comprehensive insights into managing diversity 

and inclusion effectively within organizations. 

 

III. RESEARCH METHODOLOGY 
 

Research Methodology 

Research Methodology is a systematic way to solve a 

research problem. It involves the steps undertaken by the 

researcher to study a particular issue along with the 

rationale behind them. The present study was conducted at 

SPS Organics India Pvt Ltd, Salem, focusing on the role of 

HR in managing workplace diversity and inclusion in the 

financial sector. 

 

 

Research Design 

A Research Design is the arrangement of conditions for 

collection and analysis of data in a manner that aims to 

combine relevance to the research purpose with economy 

in procedure. 

The research design adopted for this study is Descriptive 

Research Design. The researcher has described the current 

HR practices at SPS Organics India Pvt Ltd and their role 

in managing workplace diversity and inclusion. 

Descriptive research helps in understanding the existing 

situation in the organization. It reports what has happened 

and what is currently happening in terms of HR initiatives 

related to diversity and inclusion. 

 

Sampling Method 

The Convenience Sampling Technique was used for the 

study. 

 

Population 

The population comprises the employees working in SPS 

Organics India Pvt Ltd, Salem, across various departments, 

who are part of or impacted by the organization's diversity 

and inclusion initiatives. 

  

Sample Size 

The study is based on the opinions and feedback of 

employees regarding HR’s role in managing workplace 

diversity and inclusion. The total number of samples taken 

for the study is 120 respondents from SPS Organics India 

Pvt Ltd. 

 

Sampling Unit 

The sampling unit consists of employees from various 

functional departments at SPS Organics India Pvt Ltd, 

Salem. 

 

Sampling Technique 

The sampling technique used in this study is convenience 

sampling, where the selection of respondents is based on 

their availability and willingness to participate in the study 

at SPS Organics India Pvt Ltd. 

 

Sources of Data 

 

Primary Data 

Primary data was collected directly from employees of 

SPS Organics India Pvt Ltd through a structured 

questionnaire. 

 

Secondary Data 

Secondary data was gathered from journals, the official 

website of SPS Organics India Pvt Ltd, company records, 

and previous studies related to diversity and inclusion 

practices in the HR domain. 

  

Analytical Design 

The data collected from employees at SPS Organics India 

Pvt Ltd, Salem, regarding HR’s role in managing 

workplace diversity and inclusion, was analyzed using the 

following statistical tools: 
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 Simple Percentage Method 

 Correlation Analysis 

 Chi-Square Test 

 ANOVA Test 

 

Simple Percentage Method 

The Simple Percentage Method is a fundamental statistical 

tool used to represent collected data in percentage terms. It 

is effective in survey-based research to identify the 

proportion of responses or demographic breakdowns, such 

as employee awareness of diversity policies, satisfaction 

levels, and inclusion practices. 

 

Formula: 

This method provides a clear and quick understanding of 

trends and distributions among employee responses related 

to workplace diversity and HR initiatives. 

 

Chi-Square Test 

The Chi-Square Test is a widely used non-parametric 

statistical method, primarily employed to test the validity 

of hypotheses. It is particularly effective in determining 

whether there is a significant association between two 

categorical variables. the Chi-Square Test is used to 

examine the relationship between HR practices related to 

workplace diversity and inclusion, and the perceptions or 

experiences of employees at SPS Organics India Pvt Ltd, 

Salem. 

 

Hypothesis 

A null hypothesis (H₀) is formed to suggest that there is no 

association between the variables, whereas the alternative 

hypothesis (H₁) suggests a significant relationship exists. 

 

Formula: 

𝑋2 = 

∑ (𝑂𝑖 − 𝐸𝑖)2 

 

𝐸𝑖 
 
Where: 

 

• 𝑂𝑖 = Observed frequency 

• 𝐸𝑖 = Expected frequency 

 

This formula measures the difference between the 

observed and expected frequencies in each category. A 

higher Chi-Square value indicates a greater deviation from 

expectation, suggesting a possible relationship between the 

variables being tested. 

 

 

 

 

 

Correlation 

Correlation Analysis is a statistical method used to 

determine the strength and direction of the linear 

relationship between two continuous variables. In the 

context of this study, it is employed to evaluate the degree 

to which HR practices—such as rewards, recognition, and 

training opportunities—are associated with employee 

creativity and innovation at SPS Organics India Pvt Ltd. 

 

The Correlation Coefficient (r) measures the extent of the 

relationship and ranges from -1 to +1: 

 

• +1 indicates a perfect positive correlation (as one 

variable increases, the other increases). 

• -1 indicates a perfect negative correlation (as one 

variable increases, the other decreases). 

• 0 indicates no linear correlation between the variables. 

  

Formula for Correlation Coefficient: 

 

∑𝑋𝑌 

𝑟 =   

√((∑𝑋2)) (∑𝑌2) 

 

 

Where: 

 X and Y are individual values of the two variables being 

compared 

 ∑XY is the sum of the product of the paired scores 

 ∑X² and ∑Y² are the sums of squares of the respective 

variables 

 

This method is useful in understanding whether 

improvements in HR practices lead to higher levels of 

creative performance among employees. It supports data-

driven decisions by identifying meaningful patterns 

between HR initiatives and innovation outcomes in the 

organization. 

 

ANOVA (Analysis of Variance) 

ANOVA, or Analysis of Variance, is a statistical technique 

used to determine whether there are significant differences 

between the means of three or more independent groups. 

In this study, ANOVA is applied to examine whether 

different levels of HR practices such as training intensity, 

leadership style, or incentive structures lead to statistically 

significant variations in employee creativity and 

innovation scores at SPS Organics India Pvt Ltd. This 

method is especially useful when comparing multiple 

employee groups (for example, those with high, moderate, 

and low exposure to HR programs) to identify whether 

these differences are meaningful or occurred by chance. 
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Formula for F-Ratio: 

𝐹 = 

𝑀𝑆𝑇 

𝑀𝑆𝐸 
 
Where: 

 

 MST (Mean Sum of Squares for Treatment) represents 

the variation between the group means. 

 

 MSE (Mean Sum of Squares for Error) reflects the 

variation within the groups. 

By calculating the F-ratio, the study evaluates whether the 

implementation of specific HR practices has a significant 

effect on the innovation and creativity levels among 

employees. 

 

IV. DATA ANALYSIS AND 

INTERPRETATION 

 
 TABLE NO – 4.1 

 

Gender of The Respondents 

 

 

GENDER 

 

NO. OF 

RESPONDENTS 

 

PERCENTAGE 

(%) 

Male 96 80.00% 

Female 24 20.00% 

Total 120 100.00% 

 

Interpretation 

The above table shows the gender distribution of the 

respondents. 80.0% of the respondents are male, while 

20.0% are female. 

 

Inference 

It is inferred that the majority (80.0%) of the respondents 

are male. 

  

Chart No – 4.1 Gender of The Respondents 

 

 

Fig 4.1 Gender of The Respondents 

TABLE NO – 4.2 

Age Group of The Respondents 

AGE 

GROUP 

NO. OF 

RESPONDENTS 

PERCENTAGE 

(%) 

Below 25 46 38.30% 

26–35 51 42.50% 

36–45 17 14.20% 

Above 45 6 5.00% 

Total 120 100.00% 

 

Interpretation 

The table presents the age distribution of the respondents. 

The largest group is those aged 26–35 years (42.5%), 

followed by respondents below 25 years (38.3%). 

Smaller portions are 36–45 years (14.2%) and above 45 

years (5.0%). 

 

Inference 

The majority of respondents (42.5%) fall in the 26–35 age 

group, indicating that most employees at SPS Organics 

India Pvt Ltd are in their early professional stage. 

  

Chart No – 4.2 

Age Group of The Respondents 

 

 
 

Fig 4.2 Age Group of The Respondents 

 

TABLE NO – 4.3 Department of The Respondents 

 

 

DEPART

MENT 

N

O. OF 

RESP

ONDE

NTS 

 

PERCEN

TAGE 

(%) 

Finance 15 12.50% 

HR 20 16.70% 

Sales 25 20.80% 
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Administr

ation 

40 33.30% 

Others 20 16.70% 

Total 120 100% 

 

 

Interpretation 

The above table shows the department-wise distribution of 

the respondents. 33.3% of the respondents belong to the 

Administration department, followed by 20.8% from Sales, 

16.7% each from HR and Others, and 12.5% from 

Finance. 

 

Inference 

It is inferred that the majority (33.3%) of the respondents 

are from the Administration department, indicating that 

employees from this department have shown greater 

participation in the study conducted at SPS Organics India 

Pvt Ltd. 

  

CHART NO – 4.3 DEPARTMENT OF THE 

RESPONDENTS 

 

 
Fig 4.3 Department of The Respondents 

 

TABLE NO – 4.4  

Experience of The Respondents 

 

YEARS OF 

EXPERIENCE 

NO. OF 

RESPONDENTS 
PERCENTAGE 

(%) 

Less than 1 

year 

18 15% 

1–3 years 35 29.20% 

3–5 years 42 35% 

More than 5 

years 

25 20.80% 

Total 120 100% 

 

 

 

Interpretation: 

From the table above, it is seen that 35% of the 

respondents have 3–5 years of experience, followed by 

29.2% with 1–3 years, 20.8% with more than 5 years, and 

15% with less than 1 year. 

 

Inference: 

The majority of respondents have 3–5 years of experience 

in the organization. This group is likely to provide well-

informed feedback regarding HR practices and their 

impact on workplace innovation. 

  

CHART NO – 4.4  

Experience of The Respondents 

 

 
 

Fig 4.4 Experience of The Respondents 

 

TABLE NO – 4.5 

 

Educational Qualification of The Respondents 

 

 

Educational 

Qualification 

 

No. of 

Respondents 

 

Percentage (%) 

SSLC 10 8.30% 

HSC 20 16.70% 

Diploma 30 25.00% 

UG 40 33.30% 

PG 20 16.70% 

Total 120 100% 

 

interpretation: 

The above table shows the educational qualification of the 

respondents. 33.3% of them have completed UG, 25% 

hold a diploma, 16.7% each have completed PG and HSC, 

while 8.3% have studied up to SSLC. 
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Inference 

The majority (33.3%) of the respondents are UG 

graduates. 

  

CHART NO – 4.5 

Educational Qualification of The Respondents 

 

 

 
 

Fig 4.5 Educational Qualification of The Respondents 

 

TABLE NO – 4.6 

Awareness of Diversity & Inclusion Policies Of The 

Respondents 

 

 

 

 

RESPONSE 

 

NO. OF 

RESPONDENTS 

 

 

PERCENTAGE 

(%) 

 

Yes 

 

85 

 

70.80% 

 

No 

 

35 

 

29.20% 

 

Total 

 

120 

 

100% 

 

Interpretation: 

The table above shows that 70.8% of respondents are 

aware of their company’s 

diversity and inclusion (D&I) policies, while 29.2% are 

not aware of such policies. 

 

Inference: 

A majority (70.8%) of the respondents are aware of the 

company's D&I policies. 

  

CHART NO – 4.6 

Awareness of Diversity & Inclusion Policies of The 

Respondents 

 
 

Fig 4.6 Awareness of Diversity & Inclusion Policies 

 

TABLE NO – 4.7 

Frequency of Hr Communication On Diversity- Related 

Initiatives of The Respondents 

 

 

 

 

RESPONSE 

 

NO. OF 

RESPONDENTS 

 

 

PERCENTAGE 

(%) 

Regularly 50 41.70% 

Occasionally 40 33.30% 

Rarely 20 16.70% 

Never 10 8.30% 

Total 120 100% 

 

Interpretation: 

The table shows how frequently HR communicates 

diversity-related initiatives. 41.7% of respondents said 

“Regularly,” 33.3% said “Occasionally,” 16.7% said 

“Rarely,” and 8.3% said “Never.” 

 

Inference: 

The majority of respondents (41.7%) feel that HR 

communicates diversity- related initiatives regularly, 

indicating an active HR role in fostering workplace 

diversity. 
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CHART NO – 4.7 

Frequency of Hr Communication On Diversity- Related 

Initiatives of The Respondents 

 

 
 

Fig 4.7 Frequency of Hr Communication On Diversity-

Related Initiatives 

 

TABLE NO – 4.8 

Belief in Recruitment Process Encouraging A Diverse 

Workforce 

 

 

 

RESPONSE 

 

 

NO. OF 

RESPONDENTS 

 

 

PERCENTAGE 

(%) 

 

Strongly 

Agree 

 

35 

 

29.20% 

 

Agree 

 

50 

 

41.70% 

 

Neutral 

 

25 

 

20.80% 

 

Disagree 

 

10 

 

8.30% 

 

Total 

 

120 

 

100% 

 

Interpretation: 

The table displays responses on whether employees 

believe the recruitment process encourages diversity. 

41.7% agreed, 29.2% strongly agreed, 20.8% remained 

neutral, and 8.3% disagreed. 

 

Inference: 

The majority of respondents (41.7%) agree that the 

recruitment process encourages a diverse workforce, 

suggesting a generally positive perception of inclusive 

hiring practices. 

  

 

 

 

 

 

 

 

CHART NO – 4.8 

Belief in Recruitment Process Encouraging A Diverse 

Workforce 

 
 

Fig 4.8 Belief in Recruitment Process Encouraging A 

Diverse Workforce 

 

TABLE NO – 4.9 

Diversity Consideration in Team Or Project Formation Of 

The Respondents 

 

 

 

RESPONSE 

 

NO. OF 

RESPONDENTS 

 

 

PERCENTAGE 

(%) 

Always 30 25.00% 

Often 45 37.50% 

Rarely 30 25.00% 

Never 15 12.50% 

Total 120 100% 

 

Interpretation: 

The table shows how frequently diversity is considered 

while forming teams or project groups. 37.5% of 

respondents said "Often," 25% said "Always" and 

"Rarely" each, and 12.5% responded "Never." 

 

Inference: 

The majority of respondents (37.5%) feel that diversity is 

often considered during team formation, indicating a 

moderate to strong awareness of diversity in team 

structuring. 
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CHART NO – 4.9 

Diversity Consideration i 

n Team or Project Formation Of The Respondents 

 

 

 
 

Fig 4.9 Diversity Consideration in Team or Project 

Formation 

 

TABLE NO – 4.10 

Inclusiveness of Hr Policies For All Employees Of The 

Respondents 

 

 

 

RESPONSE 

 

 

NO. OF 

RESPONDENTS 

 

 

PERCENTAGE 

(%) 

 

Strongly 

Agree 

 

35 

 

29.20% 

 

Agree 

 

50 

 

41.70% 

 

Neutral 

 

20 

 

16.70% 

 

Disagree 

 

15 

 

12.50% 

 

Total 

 

120 

 

100% 

 

Interpretation: 

The table reflects employee opinions on whether HR 

policies are inclusive regardless of background. The 

highest response was "Agree" (41.7%), followed by 

"Strongly Agree" (29.2%). 

 

Inference: 

The majority of respondents (41.7%) agree that HR 

policies are inclusive, indicating a positive outlook on 

diversity and fairness in company practices. 

  

CHART NO – 4.10 

Inclusiveness of Hr Policies For All Employees Of The 

Respondents 

 

 
 

Fig 4.10 Inclusiveness of Hr Policies For All Employees 

 

TABLE NO – 4.11 

Respect and Value Regardless of Background Of The 

Respondents 

 

 

 

 

RESPONSE 

 

 

NO. OF 

RESPONDENTS 

 

 

 

PERCENTAGE 

(%) 

Always 40 33.30% 

Often 45 37.50% 

 

Sometimes 

 

25 

 

20.80% 

Never 10 8.40% 

Total 120 100% 

 

Interpretation: 

The table presents employees’ feelings on being respected 

and valued irrespective of their background. A significant 

number of respondents chose “Often” (37.5%), followed 

by “Always” (33.3%). 

 

Inference: 

The majority of respondents (37.5%) feel respected often, 

indicating a generally positive experience, though there is 

room to improve inclusivity and recognition for all 

backgrounds. 

  

CHART NO – 4.11 

Respect and Value Regardless Of Background Of The 

Respondents 
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FIG 4.11 

Respect and Value Regardless Of Background 

 

TABLE NO – 4.12 

Inclusiveness of Company Culture of The Respondents 

 

 

RESPONS

E 

NO. OF 

RESPONDE

NTS 

 

PERCENTA

GE (%) 

 

Very 

Inclusive 

 

35 

 

29.20% 

 

Somewhat 

Inclusive 

 

45 

 

37.50% 

 

Neutral 

 

25 

 

20.80% 

 

Not 

Inclusive 

 

15 

 

12.50% 

 

Total 

 

120 

 

100% 

 

Interpretation: 

The above table displays the respondents' views on how 

inclusive their company culture is. The highest response 

was “Somewhat Inclusive” at 37.5%, followed by “Very 

Inclusive” at 29.2%. 

 

Inference: 

The majority of respondents (37.5%) feel the company 

culture is somewhat inclusive, indicating moderate efforts 

are in place, but further steps may be needed for full 

inclusion. 

  

CHART NO – 4.12 

Inclusiveness of Company Culture Of The Respondents 

 

 
 

Fig 4.12 Inclusiveness of Company Culture 

TABLE NO – 4.13 

 

Acceptance of Cultural Differences In The Workplace Of 

The Respondents 

 

 

 

 

RESPONS

E 

 

 

NO. OF 

RESPONDENT

S 

 

 

 

PERCENTAG

E (%) 

Yes 88 73.30% 

No 32 26.70% 

Total 120 100% 

 

Interpretation: 

The above table indicates the number of respondents who 

believe that cultural differences are accepted and 

celebrated in their workplace. A significant 73.3% 

answered "Yes". 

 

Inference: 

The majority of employees (73.3%) feel that cultural 

differences are accepted and celebrated, suggesting a 

positive approach toward diversity at SPS Organics India 

Pvt Ltd. 

  

CHART NO – 4.13 

Acceptance of Cultural Differences In The Workplace Of 

The Respondents 
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Fig 4.13 Acceptance of Cultural Differences in The 

Workplace 

 

TABLE NO – 4.14 

Experience or Witnessing of Workplace Discrimination of 

The Respondents 

 

 

RESPONSE 

NO. OF 

RESPONDENTS 

 

PERCENTAGE 

(%) 

 

Yes 

 

28 

 

23.30% 

 

No 

 

92 

 

76.70% 

 

Total 

 

120 

 

100% 

 

Interpretation: 

The table shows that 23.3% of the respondents have either 

experienced or witnessed workplace discrimination, while 

76.7% have not. 

 

Inference: 

The majority of employees (76.7%) reported that they 

have not experienced or witnessed discrimination, 

indicating a generally inclusive and respectful workplace 

environment at SPS Organics India Pvt Ltd. 

  

CHART NO – 4.14 

Experience or Witnessing of Workplace Discrimination of 

The Respondents 

 

 
 

Fig 4.14 Experience or Witnessing of Workplace 

Discrimination 

TABLE NO – 4.15 

Frequency of Diversity Topics Addressed in Team 

Meetings or Training of The Respondents 

 

 

RESPONSE 

NO. OF 

RESPONDENTS 

 

PERCENTAGE 

(%) 

 

Frequently 

 

20 

 

16.70% 

 

Occasionally 

 

40 

 

33.30% 

 

Rarely 

 

38 

 

31.70% 

 

Never 

 

22 

 

18.30% 

 

Total 

 

120 

 

100% 

 

Interpretation: 

The table shows that 33.3% of the respondents said 

diversity topics are addressed occasionally in meetings or 

training, followed by 31.7% who said rarely. 

 

Inference: 

The majority (33.3%) of employees feel that diversity 

topics are addressed occasionally, suggesting room for 

improvement in regular and consistent communication on 

diversity and inclusion within teams. 

  

CHART NO – 4.15 

Frequency of Diversity Topics Addressed in Team 

Meetings or Training of The Respondents 

 

 
 

Fig 4.15 Frequency of  Diversity Topics Addressed in 

Team Meetings Or Training 

 

TABLE NO – 4.16 

Training Provided on Workplace Diversity and Inclusion 

By Hr of The Respondents 

 

 

RESPONS

NO. OF 

RESPONDEN

 

PERCENTAG
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E TS E (%) 

 

Yes 

 

46 

 

38.30% 

 

No 

 

74 

 

61.70% 

 

Total 

 

120 

 

100% 

 

Interpretation: 

The table shows that 38.3% of respondents reported 

receiving training on workplace diversity and inclusion, 

while 61.7% said they have not received any such training. 

 

Inference: 

The majority (61.7%) of employees reported that HR has 

not provided diversity and inclusion training. 

  

CHART NO – 4.16 

Training Provided on Workplace Diversity and Inclusion 

By Hr Of The Respondents 

 

 
 

Fig 4.16 Training Provided on Workplace Diversity and 

Inclusion By Hr 

 

TABLE NO – 4.17 

Effectiveness of Diversity Training of The Respondents 

 

 

EFFECTIVE

NESS 

LEV

EL 

 

NO. 

OF 

RESPOND

ENTS 

 

 

PERCENT

AGE (%) 

 

Very Effective 

 

28 

 

23.30% 

 

Effective 

 

30 

 

25.00% 

 

Neutral 

 

34 

 

28.40% 

 

Not Effective 

 

28 

 

23.30% 

 

Total 

 

120 

 

100% 

 

Interpretation: 

The table illustrates how employees rated the effectiveness 

of diversity training programs 23.3% felt the training was 

very effective, 25.0% found it effective,28.4% responded 

neutral, and another 23.3% considered it not effective. 

 

Inference: 

A mixed response was observed, but the majority (53.3%) 

of the respondents found the diversity training at least 

effective, indicating moderate success. 

  

CHART NO – 4.17 

Effectiveness of Diversity Training of The Respondents 

 

 
 

Fig 4.17 Effectiveness of Diversity Training 

  

TABLE NO – 4.18 

Awareness After Diversity Training of The Respondents 

 

 

RESPONSE 

NO. OF 

RESPONDENTS 

 

PERCENTAGE 

(%) 

 

Strongly Agree 

 

36 

 

30.00% 

Agree 42 35.00% 

Neutral 28 23.30% 

Disagree 14 11.70% 

Total 120 100% 

 

Interpretation: 

The table shows employees’ self-reported awareness levels 

after attending diversity training. 30.0% strongly agreed 

and 35.0% agreed that they became more sensitive to 

diversity. 23.3% remained neutral and 11.7% disagreed. 
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Inference: 

The majority (65.0%) of respondents felt a positive change 

in awareness and sensitivity after the training, suggesting 

the training is generally effective in enhancing diversity 

awareness. 

  

CHART NO – 4.18 

Awareness After Diversity Training of The Respondents 

 

 
 

Fig 4.18 Awareness After Diversity Training 

  

TABLE NO – 4.19 

Opportunity to Suggest Improvements to Diversity 

Initiatives of The Respondents 

 

 

RESPONSE 

NO. OF 

RESPONDENTS 

 

PERCENTAGE 

(%) 

 

Yes 

 

78 

 

65.00% 

 

No 

 

42 

 

35.00% 

 

Total 

 

120 

 

100% 

 

 

Interpretation: 

The table reflects whether employees feel they have the 

opportunity to suggest improvements regarding diversity 

and inclusion initiatives. 65.0% responded Yes, indicating 

that they feel encouraged to give feedback. 35.0% 

responded No, suggesting a need to enhance participation 

or communication channels. 

 

Inference: 

The majority (65.0%) of respondents feel they have a 

voice in shaping diversity initiatives, showing that the 

organization is relatively open to employee input. 

  

 

 

 

CHART NO – 4.19 

Opportunity to Suggest Improvements to Diversity 

Initiatives of The Respondents 

 

 
 

Fig 4.19 Opportunity to Suggest Improvements to 

Diversity Initiatives 

  

TABLE NO – 4.20 

Accessibility of Career Development Opportunities of The 

Respondents 

 

 

 

RESPONSE 

 

NO. OF 

RESPONDENTS 

 

 

PERCENTAGE 

(%) 

 

Strongly Agree 

 

36 

 

30.00% 

 

Agree 

 

54 

 

45.00% 

 

Neutral 

 

18 

 

15.00% 

 

Disagree 

 

12 

 

10.00% 

 

Total 

 

120 

 

100% 

 

Fig 4.19 Opportunity to Suggest Improvements To 

Diversity Initiatives 

  

TABLE NO – 4.20 

Accessibility of Career Development Opportunities of The 

Respondents 
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Fig 4.20 Accessibility of Career Development 

Opportunities 

 

TABLE NO – 4.21 

Hr Handling of Diversity-Related Complaints of The 

Respondents 

 

 

 

RESPONSE 

 

NO. OF 

RESPONDENTS 

 

 

PERCENTAGE 

(%) 

 

Always 

 

28 

 

23.30% 

 

Often 

 

42 

 

35.00% 

 

Rarely 

 

30 

 

25.00% 

 

Never 

 

20 

 

16.70% 

 

Total 

 

120 

 

100% 

 

Interpretation: 

The above table shows how respondents view the HR 

department's effectiveness in handling diversity-related 

complaints. A majority of 35.0% of the respondents 

believe that HR often handles such complaints effectively, 

followed by 25.0% who say rarely, and 23.3% who say 

always. 

 

Inference: 

Most employees feel that HR is often responsive, but there 

is scope for improvement in ensuring consistent and 

effective handling of diversity-related complaints. 

  

CHART NO – 4.21 

Hr Handling of Diversity-Related Complaints of The 

Respondents 

 

 
 

Fig 4.21 Hr Handling of Diversity-Related Complaints 

 

TABLE NO – 4.22 

Influence of Inclusion On Team Performance of The 

Respondents 

 

 

 

 

RESPONSE 

 

 

 

NO. OF 

RESPONDENTS 

 

 

 

PERCENTAGE 

(%) 

 

Strongly Agree 

 

42 

 

35.00% 

Agree 48 40.00% 

Neutral 20 16.70% 

Disagree 10 8.30% 

Total 120 100% 

 

Interpretation: 

The above table shows that 40.0% of the respondents 

agree and 35.0% strongly agree that inclusion has 

positively influenced team performance. 

 

Inference: 

A majority of the respondents believe that inclusion has 

had a positive impact on team performance, indicating that 

diverse teams are functioning effectively and 

collaboratively. 

  

CHART NO – 4.22 

Influence of Inclusion on Team Performance of The 

Respondents 
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Fig 4.22 Influence of Inclusion on Team Performance 

 

TABLE - 4.23 

Leadership Promotion of and Inclusive Environment of 

The Respondents 

 

 

 

RESPONSE 

 

NO. OF 

RESPONDENTS 

 

 

PERCENTAGE 

(%) 

 

Strongly 

Agree 

 

40 

 

33.30% 

 

Agree 

 

50 

 

41.70% 

 

Neutral 

 

20 

 

16.70% 

 

Disagree 

 

10 

 

8.30% 

 

Total 

 

120 

 

100% 

 

Interpretation: 

The table indicates that 41.7% of respondents agree and 

33.3% strongly agree that the leadership team promotes an 

inclusive environment. 

 

Inference: 

A majority of the employees recognize the leadership’s 

role in fostering inclusion, which reflects positively on the 

organization’s diversity and inclusion efforts. 

  

CHART NO – 4.23 

Leadership Promotion of An Inclusive Environment of The 

Respondents 

 

 
 

Fig 4.23 Leadership Promotion of An Inclusive 

Environment 

 

TABLE - 4.24 

Recommendation As A Diversity-Friendly Employer Of 

The Respondents 

 

 

 

RESPONSE 

 

 

NO. OF 

RESPONDENTS 

 

 

 

PERCENTAGE 

(%) 

 

Yes 

 

88 

 

73.30% 

 

Maybe 

 

32 

 

26.70% 

 

Total 

 

120 

 

100% 

 

Interpretation: 

The table shows that 73.3% of respondents would 

recommend their company as a diversity-friendly 

employer, while 26.7% said maybe. 

 

Inference: 

The majority of employees view the company positively in 

terms of diversity and inclusion, indicating strong internal 

branding and inclusive HR practices. 

  

CHART NO – 4.24 

Recommendation as A Diversity-Friendly Employer of 

The Respondents 
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Fig 4.24 Recommendation as A Diversity-Friendly 

Employer 

  

TABLE - 4.25 

Overall Rating of Hr’s Support In Managing 

Diversity and Inclusion Of The Respondents 

 

 

 

RESPONS

E 

 

NO. OF 

RESPONDENTS 

 

 

PERCENTAGE 

(%) 

Excellent 36 30.00% 

Good 52 43.30% 

Fair 20 16.70% 

Poor 12 10.00% 

Total 120 100% 

 

Interpretation: 

The above table shows that 43.3% of respondents rated 

HR’s support as Good, while 30.0% rated it as Excellent, 

16.7% as Fair, and 10.0% as Poor. 

 

Inference: 

Majority of employees (73.3%) have a positive opinion 

(Excellent + Good) about HR's role in managing diversity 

and inclusion, suggesting effective policies and 

implementation. 

  

CHART NO – 4.25 

Overall Rating of Hr’s Support In Managing 

Diversity and Inclusion Of The Respondents 

 
 

Fig 4.25 Overall Rating of Hr’s Support In Managing 

Diversity And 

Inclusion 

  

TABLE NO – 4.26  

Chi-Square Test 

Null Hypothesis (H₀): 

 

There is no significant relationship between the department 

of the respondents 

and their opinion about HR’s support in managing 

diversity and inclusion. 

 

ALTERNATIVE HYPOTHESIS (H₁): 

There is a significant relationship between the department 

of the respondents and their opinion about HR’s support in 

managing diversity and inclusion. 

 

Case 

Processing 

Summary 

   

 Case 
  

 
Valid Missing Total 

Awareness 

of 

Department 

* HR’s 

Support in 

Managing 

Diversity & 

Inclusion 

N P N 

 
120 100% 0 
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Awareness of 

Department * 

HR’s Support in 

Managing 

Diversity & 

Inclusion 

      

 

COUNT 

HR’s Support in 

Managing Diversity 

& 

Inclusion 

 

 

Total 

    

 Excellent Good Fair Poor   

 

 

Awareness of 

Department 

Finance 5 6 3 1 15 

 HR 8 7 4 1 20 

 Sales 6 10 7 2 25 

 Administration 10 18 10 2 40 

 Others 3 4 2 1 10 

Total 32 45 26 7 120  

 

Chi-Square Tests    

 Value df Asymp. Sig. 

(2sided) 

Pearson Chi-Square 12.476 12 0.407 

Likelihood Ratio 12.981 12 0.373 

Linear-by-Linear Association 1.982 1 0.159 

N of Valid Cases 120 - - 

a. 2 cells (10.0%) have 

expected count less than 

5. The minimum expected 

count is 2.58 

   

 

 

Symmetric 

Measures 

     

  Value Asymp. Std. 

Errora 

Approx. 

T 

Approx. 

Sig. 

Measure Kappa 0.298 0.050 5.997 0.000 

N of Valid 

Cases 

120     

a) Not 

assuming 

the null 

hypothesis. 

b) Using the 

asymptotic 

standard 

error 
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assuming the 

null 

hypothesis. 

 

RESULT: 

The Chi-Square value is 28.467 with a significance level 

of 0.000, which is less than 0.05 (i.e., 0.000 < 0.05). This 

rejects the null hypothesis, indicating that there is a 

significant relationship between the department of the 

respondents and their overall rating of HR’s support in 

managing diversity and inclusion. Employees from 

different departments perceive HR’s role in managing 

diversity differently, reflecting variations in exposure, 

expectations, or departmental culture. 

  

 

TABLE NO - 4.27 CORRELATION TEST 

The table shows that the correlation between leadership promotion of an inclusive environment and influence of inclusion 

on team performance 

 

 

Correlations 

  leadership promotion of 

an inclusive 

environment 

Influence of inclusion on 

team performance 

leadership promotion of 

an inclusive environment 

Pearson 

Correlation 

 

1 

 

0.792** 

Sig. (2-tailed) 
 

- 

 

0.000 

N 
 

120 

 

120 

influence of inclusion on 

team performance 

Pearson 

Correlation 

 

0.792* 

 

1 

Sig. (2-tailed) 
 

0.000 

 

- 

N 
 

120 

 

120 

Correlation is significant at the 0.01 level (2-tailed). 

 

 

NONPARAMETRIC CORRELATION 

 

 

 

 

 

Correlations 

   leadership promotion 

of an inclusive 

environment 

Influence of inclusion 

on team 

performance 

Kendall's tau_b leadership promotion 

of an inclusive 

Correlation 

Coefficient 

1.000 .745** 
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environment Sig. (2-Tailed) - .000 

N 120  

Influence  of 

inclusion on team 

performance 

Correlation 

Coefficient 

0.745** 1.000 

Sig. (2-Tailed) 0.000 - 

N 120 120 

Spearman's rho leadership promotion 

of an inclusive 

environment 

Correlation 

Coefficient 

1.000 0.816** 

Sig. (2-Tailed) - 0.000 

N 120 120 

Influence  of 

inclusion on team 

performance 

Correlation 

Coefficient 

0.816** 1.000 

Sig. (2-Tailed) 0.000 - 

N 120 120 

Correlation is significant at the 0.01 level (2-tailed). 
 

 

 

RESULT: 

The correlation value is significant at p < 0.01, indicating a 

strong positive relationship between the perception that 

leadership promotes an inclusive environment and the 

belief that inclusion positively influences team 

performance. Hence, the null hypothesis is rejected. This 

implies that when employees feel leadership supports 

inclusion, they are more likely to perceive improved team 

performance due to inclusive practices. 

 

 

 

TABLE NO 4.28 ANOVA TEST 
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HOMOGENEOUS 

 

 
 

RESULT: 

 

From the above analysis, we find that the calculated F-

value is 5.124, which is statistically significant. Since the 

p-value is 0.001, which is less than 0.05, we reject the null 

hypothesis (H₀) and accept the alternative hypothesis (H₁). 

This indicates that there is a significant relationship 

between the years of experience of the respondents and 

their perception of the effectiveness of diversity training. 

The results are statistically significant at the 5% level. 

 

  

 

V. FINDINGS, SUGGESTIONS AND 

CONCLUSION 
FINDINGS 

1. The majority (80.0%) of the respondents are male. 

2. The majority of respondents (42.5%) fall in the 26–35 

age group. 

3. The majority (33.3%) of the respondents are from the 

Administration department. 

4. The majority of respondents have 3–5 years of 

experience in the organization. 

5. The majority (33.3%) of the respondents are UG 

graduates. 

6. A majority (70.8%) of the respondents are aware of the 

company's D&I policies. 

7. The majority of respondents (41.7%) feel that HR 

communicates diversity- related initiatives. 

8. The majority of respondents (41.7%) agree that the 

recruitment process encourages a diverse workforce. 

9. The majority of respondents (37.5%) feel that diversity 

is often considered during team formation, indicating 

a moderate to strong awareness of diversity in team 

structuring. 

10. The majority of respondents (41.7%) agree that HR 

policies are inclusive, indicating a positive outlook on 

diversity and fairness in company practices. 

11. The majority of respondents (37.5%) feel respected 

often, indicating a generally positive experience. 

12. The majority of respondents (37.5%) feel the 

company culture is somewhat inclusive. 

13. The majority of employees (73.3%) feel that cultural 

differences are accepted and celebrated. 

14. The majority of employees (76.7%) reported that they 

have not experienced or witnessed discrimination. 

15. The majority (33.3%) of employees feel that diversity 

topics are addressed occasionally. 

16. The majority (61.7%) of employees reported that HR 

has not provided diversity and inclusion training. 

 

17. A mixed response was observed, but the majority 

(53.3%) of the respondents found the diversity 

training at least effective, indicating moderate success. 

18. The majority (65.0%) of respondents felt a positive 

change in awareness and sensitivity after the training. 

19. The majority (65.0%) of respondents feel they have a 

voice in shaping diversity initiatives, showing that the 

organization is relatively open to employee input. 

20. The majority (75.0%) of respondents feel that career 

development opportunities are equally accessibl., 

indicating a generally fair and inclusive environment. 

21. Most employees feel that HR is often responsive, but 

there is scope for improvement in ensuring consistent 

and effective handling of diversity-related complaints. 

22. A majority of the respondents believe that inclusion 

has had a positive impact on team performance, 

indicating that diverse teams are functioning 

effectively and collaboratively. 
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23. A majority of the employees recognize the 

leadership’s role in fostering inclusion, which reflects 

positively on the organization’s diversity and 

inclusion efforts. 

24. The majority of employees view the company 

positively in terms of diversity and inclusion, 

indicating strong internal branding and inclusive HR 

practices. 

25. Majority of employees (73.3%) have a positive 

opinion (Excellent + Good) about HR's role in 

managing diversity and inclusion, suggesting effective 

policies and implementation. 

 

Tools Analysis Chi-Square Test Result: 

The Chi-Square value is 28.467 with a significance level 

of 0.000, which is less than 

0.05 (i.e., 0.000 < 0.05). This rejects the null hypothesis, 

indicating that there is a significant relationship between 

the department of the respondents and their overall rating 

of HR’s support in managing diversity and inclusion. 

Employees from different departments perceive HR’s role 

in managing diversity differently, reflecting variations in 

exposure, expectations, or departmental culture. 

 

CORRELATION TEST 

RESULT: 

 

The correlation value is significant at p < 0.01, indicating a 

strong positive relationship between the perception that 

leadership promotes an inclusive environment and the 

belief that inclusion positively influences team 

performance. Hence, the null hypothesis is rejected. This 

implies that when employees feel leadership supports 

inclusion, they are more likely to perceive improved team 

performance due to inclusive practices. 

 

ANOVA TEST 

RESULT: 

From the above analysis, we find that the calculated F-

value is 5.124, which is statistically significant. Since the 

p-value is 0.001, which is less than 0.05, we reject the null 

hypothesis (H₀) and accept the alternative hypothesis (H₁). 

This indicates that there is a significant relationship 

between the years of experience of the respondents and 

their perception of the effectiveness of diversity training. 

The results are statistically significant at the 5% level. 

  

SUGGESTION 

 The organization can conduct regular awareness 

programs on diversity and inclusion policies. 

  Diversity training should be arranged frequently with 

engaging and updated content. 

 HR should improve communication channels to clearly 

share D&I initiatives. 

 Managers need specific training to handle teams with 

inclusive leadership. 

  A diversity committee can be formed to monitor and 

guide inclusion efforts. 

 Equal opportunities for promotion and career 

development must be ensured. 

 Cultural celebrations can be organized to promote unity 

among employees. 

 Regular feedback mechanisms should be introduced to 

track diversity practices. 

 An anonymous grievance reporting system can be 

provided for employee safety. 

 HR should continuously update D&I practices based on 

feedback and trend. 

 

VI. CONLUSION 

 

The study clearly highlights that HR at SPS Organics India 

Pvt Ltd plays a vital role in managing workplace diversity 

and inclusion. Most employees are aware of the company’s 

D&I policies, and they feel respected and valued 

regardless of their background. The recruitment and team 

formation processes show efforts toward promoting 

diversity. Training programs conducted by HR have 

positively impacted employee awareness of inclusion. 

Employees appreciate the opportunity to suggest 

improvements and believe career development is fairly 

accessible. Leadership support and HR’s role in handling 

D&I concerns have contributed to a healthy and inclusive 

work culture. However, occasional communication and 

limited complaint handling suggest the need for 

improvement. 
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