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ABSTRACT

The integration of Diversity, Equity, and Inclusion (DEI) into Sustainable Human Resource
Management (HRM) is vital for fostering ethical, inclusive, and socially responsible workplaces.
This conceptual study explores the synergistic relationship between DEI and sustainable HRM,
demonstrating how DEI acts as a key enabler of corporate sustainability, employee well-being,
and long-term organizational resilience. Unlike traditional HRM focused on efficiency,
sustainable HRM emphasizes ethical leadership, environmental stewardship, and equitable
workforce strategies. Using qualitative content analysis, the study synthesizes literature, case
studies, and global frameworks to develop a comprehensive model for DEI-integrated HRM.
Findings suggest that organizations embedding DEI into HRM experience greater employee
engagement, lower turnover, and stronger CSR outcomes. The research also highlights the role
of digital transformation, Al, and hybrid work models in reshaping inclusive practices. It
concludes by urging future research to empirically validate the model across industries and
regions, offering actionable insights for sustainable and inclusive workplace transformation.

KEYWORDS: Sustainable Human Resource Management, Ethical Leadership, Corporate
Social Responsibility (CSR), Digital Transformation In HRM, Inclusive Workplaces, DEI.

INTRODUCTION

In the modern business landscape, Sustainable Human Resource Management (HRM) has
evolved as a strategic enabler of corporate sustainability, integrating economic, social, and
environmental dimensions into workforce policies and practices (Ehnert et al., 2016). Among
these sustainability pillars, Diversity, Equity, and Inclusion (DEI) serve as cornerstones of
ethical and inclusive workplaces, fostering fairness, representation, and organizational resilience.
Unlike traditional HRM approaches that prioritize compliance, DEI-driven sustainable HRM
actively promotes a culture of belonging, equitable opportunities, and holistic well-being,
ensuring long-term workforce sustainability (Mor Barak, 2020). Empirical studies affirm that
organizations with robust DEI frameworks experience higher employee engagement, increased
innovation, and long-term business success (Bombiak &Marciniuk-Kluska, 2019). The effective
realization of DEI within sustainable HRM is often hindered by deep-rooted structural biases,
ineffective policy execution, and organizational resistance to change (Sharma & Garg, 2022).

Sustainable HRM emerged from the need to balance profitability with social and environmental
responsibility in response to global sustainability challenges (Ehnert et al., 2016). Organizations
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increasingly recognize that HR policies should not only address short-term workforce needs but
also contribute to sustainable development goals (SDGs) by promoting equitable employment
practices (International Labour Organization [ILO], 2020). DEI plays a central role in sustainable
HRM, ensuring that employees from diverse backgrounds receive equal opportunities, fair
treatment, and inclusive work environments (Sharma & Garg, 2022). Research indicates that
businesses with strong DEI policies exhibit higher resilience, stronger ethical reputations, and
better employee retention rates (Byrne, 2021). Moreover, digital transformation and remote work
models have further emphasized the importance of inclusive HRM practices that support diverse
workforce needs (Syed &Ozbilgin, 2019). Despite these advancements, many organizations
struggle with implementing effective DEI strategies due to cultural biases, lack of leadership
commitment, and inadequate policy enforcement (Mor Barak, 2020). Despite the recognized
benefits, gaps remain in understanding the synergistic impact of DEI within sustainable HRM
models. This study aims to examine how DEI strengthens sustainable HRM practices, enhances
corporate ethics, and fosters inclusive organizational cultures. By exploring best practices,
challenges, and future trends, this research seeks to provide actionable insights for organizations
aiming to build equitable and sustainable workplaces.

Rationale of the Study

The integration of Diversity, Equity, and Inclusion within Sustainable Human Resource
Management is critical for fostering ethical, resilient, and high-performing organizations.
Traditional HRM primarily focused on talent acquisition, workforce efficiency, and profitability,
often overlooking long-term sustainability and social justice aspects (Jabbour & de Sousa
Jabbour, 2016). However, the modern workforce demands a holistic HRM approach that
balances economic, social, and environmental sustainability while ensuring fairness and
inclusion (Sharma, 2021). Sustainable HRM extends beyond conventional HR practices by
embedding social responsibility, employee well-being, and ethical governance, where DEI plays
a pivotal role (Bombiak &Marciniuk-Kluska, 2019). Organizations that prioritize DEI within
sustainable HRM frameworks experience higher employee engagement, reduced turnover, and
improved innovation due to diverse perspectives (Podsiadlowski et al., 2013). However,
structural barriers, unconscious biases, and resistance to change hinder the effective
implementation of DEI practices (Mor Barak, 2020). This study explores the relationship
between DEI and sustainable HRM, demonstrating how inclusive workplaces contribute to
ethical organizational development, social sustainability, and long-term corporate success.

Objective

This study aims to explore the role of Diversity, Equity, and Inclusion as a key enabler of
Sustainable Human Resource Management and its contribution to ethical corporate practices. By
examining the integration of DEI within HR sustainability frameworks, the research seeks to
highlight how organizations can cultivate inclusive, fair, and socially responsible workplaces.
Additionally, this study identifies barriers and challenges that hinder the effective
implementation of DEI-driven sustainable HRM policies, including structural biases, resistance
to change, and policy inefficiencies. This is crucial for developing a strategic framework that
enables organizations to seamlessly integrate DEI principles into HRM, fostering ethical
decision-making, workforce sustainability, and long-term business resilience. Moreover, the
study investigates the impact of digital transformation, hybrid work models, and Al-driven HR
processes on DEI and HR sustainability, recognizing the evolving nature of workplaces and the
growing importance of technology-driven inclusivity. By addressing these objectives, this
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research seeks to bridge existing knowledge gaps and provide actionable insights that enhance
organizational sustainability, employee well-being, and corporate responsibility in a rapidly
evolving business landscape.

Methodology
Research Design

This study adopts a conceptual research approach to explore the synergistic relationship between
Sustainable Human Resource Management and Diversity, Equity, and Inclusion in fostering
ethical and inclusive workplaces. By critically analyzing prior research, this study aims to
construct a comprehensive framework that organizations can use to enhance their sustainability
and ethical HR practices.

Since this study is conceptual in nature, it primarily relies on secondary data sources to build a
comprehensive understanding of the integration of Diversity, Equity, and Inclusion (DEI) within
Sustainable Human Resource Management (HRM). The research draws from peer-reviewed
journal articles that explore key themes such as sustainable HRM, DEI practices, corporate
ethics, and workplace inclusion, providing a strong academic foundation for the study.
Additionally, reports from global organizations, including the International Labour Organization
(ILO), World Economic Forum (WEF), United Nations Sustainable Development Goals (UN
SDGs), and the Society for Human Resource Management (SHRM), serve as authoritative
sources that offer valuable insights into global workforce sustainability and ethical HR policies.
Furthermore, theoretical frameworks on sustainability in HRM, ethical leadership, corporate
social responsibility (CSR), and inclusive workplace culture are analyzed to establish a
conceptual basis for ethical and sustainable workforce management. By synthesizing these
diverse sources, the study aims to develop a holistic perspective on the intersection of DEI and
sustainable HRM, offering actionable insights for organizations and HR leaders.

This study employs a qualitative content analysis approach to systematically examine recurring
themes, patterns, and research gaps in the literature on Sustainable Human Resource
Management and Diversity, Equity, and Inclusion. Additionally, the study conducts a
comparative analysis of existing HRM models to evaluate their alignment with DEI principles,
assessing the extent to which organizations integrate sustainability and inclusivity into workforce
strategies. A critical evaluation follows, focusing on sustainability challenges and DEI barriers
within organizational contexts, such as resistance to change, policy inefficiencies, and structural
biases that hinder effective implementation. Based on these insights, the study develops a
conceptual framework that integrates DEI into sustainable HRM models, offering a strategic
approach to fostering ethical governance, employee well-being, and long-term workforce
sustainability. Through this analytical process, the research aims to provide a structured
perspective on the intersection of DEI and HR sustainability, contributing to both academic
literature and practical HRM strategies.

Model Development: The Sustainable HRM and DEI Synergy Framework

To address these findings, the study develops a conceptual model, the Sustainable HRM and DEI
Synergy Framework (SHDSF), which illustrates how organizations can integrate DEI into HR
sustainability practices to enhance ethical governance, workforce engagement, and long-term
organizational resilience.
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1. Core Pillars of Sustainable HRM

The core pillars of Sustainable Human Resource Management (HRM) serve as fundamental
components that drive ethical, socially responsible, and future-focused workforce strategies. One
of the key pillars is ethical leadership and governance, which ensures that HRM practices align
with corporate integrity, transparency, and accountability, fostering a culture of fairness and trust
within organizations (Ehnert et al., 2016). Additionally, employee well-being and social
responsibility play a crucial role in sustainable HRM by prioritizing workplace inclusivity,
mental health support, and fair labor practices, which contribute to higher job satisfaction and
long-term retention (Sharma & Garg, 2022). Another essential component is Green HRM and
environmental sustainability, which integrates eco-friendly workplace practices, carbon footprint
reduction, and resource-efficient HR operations to align with broader sustainability goals and
corporate social responsibility (CSR) initiatives (Jabbour & de Sousa Jabbour, 2016). Lastly,
talent development and long-term workforce planning focus on continuous skill enhancement,
succession planning, and diversity-driven career growth initiatives, ensuring that organizations
remain resilient and adaptable to future workforce challenges (Bombiak &Marciniuk-Kluska,
2019). By embedding these core pillars into HRM strategies, organizations can achieve a balance
between economic performance, social equity, and environmental responsibility, ultimately
fostering a sustainable and ethically driven corporate ecosystem.

2. DEI as a Cross-Cutting Enabler

Diversity, Equity, and Inclusion (DEI) serve as cross-cutting enablers within Sustainable Human
Resource Management (HRM), ensuring that workforce strategies are holistic, fair, and future-
ready. Diversity emphasizes representation and inclusivity at all levels of an organization,
fostering a workforce that reflects diverse backgrounds, perspectives, and experiences (Mor
Barak, 2020). It goes beyond meeting quotas by ensuring that diverse talent is actively engaged
in decision-making and leadership roles, leading to more innovative and ethical business
practices (Syed &Ozbilgin, 2019). Equity ensures fair treatment, access to opportunities, and the
allocation of resources tailored to the unique needs of individuals, addressing systemic barriers
that may hinder professional growth (Sharma & Garg, 2022). Unlike equality, which assumes
uniform treatment, equity recognizes that employees have different starting points and varying
challenges, requiring customized support mechanisms to level the playing field. Inclusion builds
a workplace culture where all employees feel valued, empowered, and heard, allowing them to
contribute meaningfully without fear of discrimination or exclusion (Bombiak &Marciniuk-
Kluska, 2019). It fosters an environment of psychological safety, collaboration, and innovation,
where diverse perspectives drive business success and workforce resilience (Ehnert et al., 2016).
When DEI is integrated as a foundational principle in HRM, organizations can achieve
sustainable workforce engagement, improved retention, and stronger ethical governance,
ultimately fostering a more resilient and high-performing corporate ecosystem.

3. Strategic Enablers for DEI Integration into Sustainable HRM

Strategic enablers for DEI integration into Sustainable Human Resource Management (HRM)
play a crucial role in ensuring that diversity, equity, and inclusion (DEI) are deeply embedded
into an organization’s workforce strategy. Inclusive leadership commitment serves as the
foundation, requiring top-down support from executives and managers to drive DEI initiatives,
set clear expectations, and lead by example in fostering an inclusive workplace culture (Sharma
& Garg, 2022). Additionally, policy integration and accountability ensure that DEI is not just a
corporate value but a measurable component of HRM, embedded into performance management
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systems, corporate social responsibility (CSR) reporting, and organizational decision-making
(Bombiak &Marciniuk-Kluska, 2019). With the rise of digital transformation, technology and
Al-driven HRM tools have become essential for fair recruitment, unbiased talent analytics, and
bias detection, allowing organizations to create equitable hiring and career development
processes (Jabbour & de Sousa Jabbour, 2016). Lastly, continuous DEI training and awareness
programs equip employees and leaders with knowledge on unconscious bias, inclusive
behaviors, and equitable workplace practices, reinforcing a culture of belonging and respect
(Mor Barak, 2020). By leveraging these strategic enablers, organizations can create a workforce
that is not only diverse but also empowered, engaged, and aligned with sustainable HRM
principles, ensuring long-term ethical governance and business success.

4. Outcomes of DEI-Sustainable HRM Integration

The integration of Diversity, Equity, and Inclusion (DEI) into Sustainable Human Resource
Management (HRM) yields significant organizational benefits, fostering a more ethical, engaged,
and future-ready workforce. One of the key outcomes is ethical organizational development, as
DEI-driven HRM strengthens corporate social responsibility (CSR), stakeholder trust, and ethical
governance, reinforcing the company’s commitment to fairness, transparency, and social impact
(Bombiak &Marciniuk-Kluska, 2019). Additionally, organizations that prioritize DEI experience
higher employee engagement and retention, as inclusive workplace cultures contribute to
reduced turnover, increased job satisfaction, and stronger employee loyalty (Sharma & Garg,
2022). Beyond workforce stability, innovation and competitive advantage emerge as critical
benefits, as diverse teams bring varied perspectives, creative problem-solving abilities, and
enhanced decision-making, positioning companies for sustained business growth and market
leadership (Mor Barak, 2020). Lastly, long-term workforce sustainability is achieved through
improved employer branding, inclusive talent pipelines, and adaptability in an evolving global
workforce, ensuring that organizations remain resilient, socially responsible, and aligned with
future HR and business trends (Ehnert et al., 2016). Through DEI-integrated sustainable HRM,
companies can build a thriving, ethical, and high-performing work environment that drives both
social and economic sustainability (Jabbour & de Sousa Jabbour, 2016).The Sustainable HRM
and DEI Synergy Framework (SHDSF) provides a strategic roadmap for organizations to embed
DEI principles into sustainable HRM, fostering ethical, inclusive, and future-proof workplaces.
By aligning HR sustainability goals with DEI strategies, organizations can drive business success
while addressing social inequalities, ensuring long-term workforce resilience in an evolving
global economy.

Implications of the Study

The findings from this study on Sustainable HRM and DEI: A Synergistic Framework for Ethical
and Inclusive Workplaces have significant theoretical, managerial, policy-related, and social
implications for organizations, HR professionals, and policymakers. By highlighting the
interconnected role of Diversity, Equity, and Inclusion (DEI) in Sustainable Human Resource
Management (HRM), the study offers actionable insights into fostering long-term workforce
sustainability, ethical governance, and social responsibility.

1. Theoretical Implications

This study bridges the gap between Sustainable HRM and DEI research, providing a conceptual
model that integrates social sustainability, ethical leadership, and workforce inclusivity (Ehnert
et al., 2016).It extends sustainability theory in HRM by positioning DEI as a key enabler rather
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than an isolated initiative, contributing to organizational resilience and adaptability (Sharma &
Garg, 2022).The study enhances HRM literature by incorporating corporate ethics and CSR
perspectives, reinforcing the role of HR in promoting business ethics and social justice (Mor
Barak, 2020).

2. Managerial Implications

Strategic workforce planning plays a crucial role in integrating Diversity, Equity, and Inclusion
(DEI) principles into Sustainable Human Resource Management (HRM) by embedding
inclusivity into talent acquisition, leadership development, and employee engagement strategies.
This ensures that organizations cultivate equitable and diverse workplaces that support long-term
sustainability. Additionally, enhanced employee well-being emerges as a key benefit, as
organizations that implement DEI-driven HR sustainability practices experience higher
employee morale, reduced turnover, and improved job satisfaction, contributing to workforce
stability and long-term retention (Syed &Ozbilgin, 2019). Beyond internal benefits, a
competitive advantage is also realized, as companies with strong DEI and sustainable HRM
strategies gain a stronger employer brand, increased innovation, and enhanced decision-making
capabilities, setting them apart in a rapidly evolving business landscape (Jabbour & de Sousa
Jabbour, 2016). Furthermore, the integration of technology and HR analytics enhances DEI
implementation by leveraging Al-driven tools for fair recruitment, bias detection, and inclusive
workforce planning. By adopting digital transformation in HRM, organizations can reduce
unconscious bias, ensure equitable hiring, and create an inclusive work environment, reinforcing
their commitment to sustainable and ethical HR practices.

3. Policy Implications

The implementation of standardized DEI and sustainability metrics is essential for ensuring
greater accountability in HR practices, as governments and regulatory bodies can mandate DEI
disclosure in sustainability reporting, holding organizations responsible for their diversity and
inclusion efforts. Additionally, workplace equity policies must be revised to eliminate systemic
biases, ensure pay equity, and support diverse talent pipelines, fostering a more inclusive and fair
work environment (Bombiak &Marciniuk-Kluska, 2019). As hybrid and remote work models
become more prevalent, the study emphasizes the need for inclusive policies in digital
workplaces to prevent digital exclusion and ensure equal access to opportunities for all
employees. Organizations must adapt their remote work strategies to accommodate diverse
workforce needs and create flexible, inclusive environments. Furthermore, corporate governance
and corporate social responsibility (CSR) play a crucial role in sustaining DEI-driven HRM, as
board-level commitment to HR sustainability and DEI policies should be institutionalized to
ensure ethical leadership and long-term corporate accountability. By embedding DEI and
sustainability at the core of corporate governance, organizations can build resilient, ethically
responsible, and socially impactful businesses.

4. Social and Economic Implications

The study underscores the need for structural changes in HRM practices to actively combat
workplace discrimination, addressing gender, racial, and socio-economic disparities through
equitable policies and inclusive leadership (Podsiadlowski et al., 2013). Beyond fostering
fairness, sustainable employment and economic growth emerge as key outcomes, as
organizations that adopt inclusive and ethical HRM models experience greater workforce
diversity, innovation, and economic stability, ultimately contributing to socioeconomic
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sustainability (International Labour Organization [ILO], 2020). Additionally, global labor
challenges, such as demographic shifts, aging workforces, and talent shortages, can be
effectively managed through DEI-driven sustainable HRM strategies, ensuring workforce
adaptability and resilience. The study provides a comprehensive framework for embedding DEI
within Sustainable HRM, ensuring long-term organizational resilience, ethical business practices,
and inclusive growth. By integrating HR sustainability principles with DEI strategies,
organizations can cultivate adaptive, diverse, and socially responsible workplaces, aligning with
global sustainability goals (SDGs) and strengthening their impact on the future of work.

CONCLUSION

This study explores the synergistic relationship between Sustainable Human Resource
Management (HRM) and Diversity, Equity, and Inclusion (DEI) in fostering ethical and
inclusive workplaces. The findings highlight that DEI is a critical enabler of sustainable HRM,
reinforcing corporate ethical governance, employee well-being, and long-term workforce
sustainability (Ehnert et al., 2016). Organizations that integrate DEI into their HRM strategies
experience higher employee engagement, stronger ethical reputations, and increased innovation
(Mor Barak, 2020). However, challenges such as unconscious bias, resistance to change, and the
lack of standardized DEI metrics hinder the effective implementation of sustainable HRM
practices (Sharma & Garg, 2022).This study contributes to HR sustainability theory by providing
a conceptual framework that organizations can use to align DEI strategies with HR sustainability
goals. Additionally, the study emphasizes the role of leadership, HR policies, and technology
adoption in ensuring the success of DEI-driven sustainable HRM. Future research should
empirically validate this framework through quantitative and qualitative studies to assess its
practical applicability across different industries and regions. Ultimately, integrating DEI within
sustainable HRM ensures organizations achieve long-term social, economic, and ethical
sustainability, contributing to corporate resilience and global sustainability goals (SDGs).

Limitations

This study, while offering a comprehensive conceptual framework, is limited by its conceptual
nature, relying primarily on secondary data and existing literature rather than empirical
validation through real-world case studies or surveys. Future research should conduct
longitudinal studies or empirical analyses to test the proposed framework and validate its
practical applicability. Additionally, the study presents a generalized perspective on DEI
integration in Sustainable HRM, lacking industry-specific insights that consider sectoral
variations. Further research should examine how different industries, such as technology,
healthcare, and manufacturing, face unique DEI challenges and require tailored HR sustainability
strategies. Another limitation is the lack of geographical and cultural context, as the study does
not account for regional differences in labor laws, cultural diversity, and economic conditions,
which significantly influence DEI adoption and HRM sustainability. Comparative studies across
various regions and cultural settings would provide deeper insights into the contextual nuances
of sustainable HRM practices. Furthermore, while the study briefly discusses digital
transformation and Al in HRM, it does not extensively analyze the ethical challenges posed by
automation, Al bias in hiring, or the digital divide in workforce inclusivity. Future research
should explore how Al-driven HR analytics can either enhance or hinder DEI efforts, ensuring
ethical and unbiased technological integration in HRM. Lastly, the study lacks quantitative data,
as it does not include statistical analysis or empirical findings to substantiate its claims. Future

Asian Research consortium 7
www.aijsh .com



Asian Journal of Research in Social Sciences and Humanities
ISSN: 2249-7315  Vol. 15, Issue 5, May 2025 ~ SJIF 2022 = 8.625
A peer reviewed journal

research should incorporate surveys, HR metrics, and data-driven approaches to measure the
tangible impact of DEI initiatives on HR sustainability and organizational success.

Future Directions of the Study

Future research should focus on the empirical validation of the Sustainable HRM and DEI
Synergy Framework by conducting case studies, interviews, and HR analytics to assess its real-
world applicability and impact. Additionally, industry-specific DEI strategies require further
exploration to identify sector-specific challenges and best practices in industries such as
technology, healthcare, manufacturing, and education, ensuring tailored implementation
approaches. As Al and digital transformation continue to shape HRM, future studies should
investigate how Al-driven HR analytics, machine learning, and digital recruitment tools
influence DEI, while also addressing algorithmic bias and ethical governance concerns.
Furthermore, cross-cultural and regional perspectives should be analyzed to understand how
national labor laws, corporate policies, and cultural norms affect DEI adoption within sustainable
HRM models, influencing workplace inclusivity on a global scale. Another critical area for
research is measuring DEI’s impact on sustainability, which involves developing standardized
DEI metrics and key performance indicators (KPIs) to evaluate its contributions to corporate
sustainability, ethical governance, and long-term business success. Additionally, as workplaces
evolve, research should examine how DEI principles can be effectively implemented in remote,
hybrid, and gig workforces, ensuring inclusivity in flexible work arrangements while preventing
digital exclusion. The role of resilience and crisis adaptation in HRM also requires further
investigation, particularly in understanding how organizations integrate DEIl into HR
sustainability strategies during economic downturns, pandemics, and geopolitical disruptions to
enhance workforce resilience. Lastly, policy and ethical governance should be explored to
identify best practices for embedding DEI in corporate governance and develop clearer legal and
ethical frameworks that ensure accountability in HR sustainability initiatives. These research
directions will provide valuable insights into the evolving landscape of sustainable HRM and
DEL, helping organizations build more inclusive, ethical, and resilient workplaces.

REFERENCES

1. Bombiak, E., &Marciniuk-Kluska, A. (2019). Socially responsible human resource
management as a concept of fostering sustainable business development. Sustainability,
11(4), 1044. https://doi.org/10.3390/su11041044

2. Byrne, J. (2021). The business case for diversity, equity, and inclusion in corporate
sustainability. Harvard Business Review. Retrieved from https://hbr.org

3. Ehnert, I., Harry, W., & Zink, K. J. (2016). Sustainability and human resource management:
Developing sustainable business organizations. Springer.

4. International Labour Organization (ILO). (2020). Work for a brighter future: Global
commission on the future of work. Retrieved from https://www.ilo.org

5. Jabbour, C. J. C., & de Sousa Jabbour, A. B. L. (2016). Green human resource management
and corporate sustainability. Journal of Cleaner Production, 116, 57-67.
https://doi.org/10.1016/j.jclepro.2015.12.019

6. Mor Barak, M. E. (2020). Managing diversity: Toward a globally inclusive workplace.
SAGE Publications.

Asian Research consortium 8
www.aijsh .com


https://hbr.org/
https://hbr.org/
https://www.ilo.org/
https://www.ilo.org/

Asian Journal of Research in Social Sciences and Humanities
ISSN: 2249-7315  Vol. 15, Issue 5, May 2025 ~ SJIF 2022 = 8.625
A peer reviewed journal

7.

10.

Podsiadlowski, A., Groschke, D., Kogler, M., Springer, C., & van der Zee, K. (2013).
Managing a culturally diverse workforce: Diversity perspectives in organizations.
International Journal of Intercultural Relations, 37(2), 159-175.
https://doi.org/10.1016/j.ijintrel.2012.09.001

Sharma, N. (2021). The role of sustainable HRM in building inclusive organizations. Journal
of Business Ethics, 169(3), 491-507. https://doi.org/10.1007/s10551-020-04565-x

Sharma, N., & Garg, R. (2022). The impact of diversity and inclusion on organizational
sustainability. International Journal of Human Resource Studies, 12(1), 45-63.
https://doi.org/10.5296/ijhrs.v12i1.19324

Syed, J., &Ozbilgin, M. (2019). Managing diversity and inclusion: An international
perspective. SAGE Publications.

Asian Research consortium 9
www.aijsh .com



