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A Literature Review on DEI Programs and Their Impact 
In today’s interconnected world, workplaces have become increasingly diverse. Diversity in the workplace improves the quality of work and enhances the workforce's overall productivity. Diversity, Equity, and Inclusion (DEI) programs have become essential to organizational strategies nationally and worldwide. DEI programs look to create environments where everyone feels valued and can be successful regardless of ethnicity, race, gender, or any other protected characteristic. Olusanya (2023) states that workplace diversity, equity, and inclusion (DEI) is a prominent issue that has gained increasing attention in recent years. With its intentional efforts made by organizations that aim to create an inclusive environment that attracts and uses a variation of talents, leaderships styles, and perspectives, regardless of individual difference. Although organizations acknowledge Diversity, Equity, and Inclusion (DEI) as essential to building a sustainable work environment, a substantial number still lacks a clear strategy and strong implementation plan (Olusanya, 2023). When DEI programs are not implemented effectively, they can inadvertently create division and resentment, as some employees may feel unfairly judged or singled out due to their identity or ethnic background. This can lead to several challenges when promoting DEI initiative for both national and global workforces, such as unconscious bias, a lack of diversity in leadership, and resistance to change.
Outline
This Literature review will examine the qualitive analysis related to Diversity, Equity, and Inclusion programs and the impact they have on national and global workforces. This paper will explore how different implementation of DEI programs can have positive and negative effects on national and global workforces. This literature review will focus on studies published this past decade, specifically addressing the following research questions:
· How do Diversity, Equity, and Inclusion positively impact national and global workforces?
· In what ways do diversity, equity, and inclusion (DEI) have a negative impact on national and global workforces?
· When DEI programs are implemented properly can the negative impact be lessened?
Literature Review
DEI Programs Definition
Diversity, Equity, and Inclusion (DEI) programs are initiatives aimed at creating environments where individuals from diverse backgrounds feel respected, valued, and have equal opportunities to succeed. Maroof and Kapate (2023) explain that diversity, equity, and inclusion are interconnected concepts that work together to foster healthy communities and workplaces free from prejudice and oppression. These programs promote fairness and representation, helping ensure that underrepresented individuals and groups are given a fair chance to thrive. The core mission of DEI is rooted in the belief that every person in the workforce has something valuable to contribute to both organizations and society at large (Maroof & Kapate, 2023, p. 242).
According to Edmans, Flammer, and Glossner (2023), DEI initiatives are driven by two main motivations. The first is financial: DEI improves an organization’s long-term financial performance. By encouraging companies to look beyond traditional hiring sources, diversity policies help identify high-potential candidates who might otherwise be overlooked. However, financial success depends not only on hiring cognitively diverse, high-ability individuals but also on cultivating a culture of equity and inclusion that allows them to fully contribute their talents and perspectives. The second motivation is social: the belief that companies have a responsibility to contribute to broader societal goals. DEI policies help ensure that organizations provide employment and leadership opportunities to underrepresented groups, inspiring future generations and reducing social inequalities (Edmans, Flammer, & Glossner, 2023, p. 2). 
Diversity Positive Impact
According to Kiradoo (2023), diversity in the workplace refers to involving individuals with diverse backgrounds, perspectives, abilities, and traits into an organization. Embracing diversity in the workforce involves recognizing, respecting, and valuing these differences to enrich organizational perspectives and capabilities (Kushwaha, Yadav, Yadav, & Verma, 2024, P.2). Diversity has gained significant recognition in recent years as an organization both nationally and globally has identified the numerous benefits of a diverse workforce.
A diverse workforce can increase creativity and innovation within both national and global organizations. When individuals with diverse backgrounds and experiences collaborate, they bring various perspectives and ideas that can lead to novel and creative problem-solving strategies (Kiradoo, 2023, P.141). When operating globally, combining diverse cultural norms and problem-solving styles promotes the out-of-box thinking that exposes individuals to global viewpoints which helps organizations design products or services with global appeal. Diversity also plays a part in challenging assumptions and status quos, which can prevent dormant thinking. 
Another key advantage of diversity in national and global workforces is that it helps businesses better understand and serve their diverse customer base (Kiradoo, 2023). To remain competitive, organizations must ensure their workforce reflects the diversity of the markets they serve. Employing individuals from various cultural and demographic backgrounds provides valuable insight into the needs, preferences, and expectations of different customer segments.
Another significant advantage of a diversity in national and global workforces is the ability to recruit and retain top talent (Kiradoo, 2023). Numerous job applicants seek out employers who value diversity and inclusion. Applicants are attracted to organizations that share their values, so organizations that are committed to a diverse workforce are more likely to attract top-tier talent. Maroof & Kapate (2023) emphasize that when individuals feel respected and appreciated for who they are, they are more likely to remain with the organization, which in turn boosts motivation, job performance, and employee retention. 
Equity Positive Impact
Equity also known as equality is a fundamental principle that requires treating all individuals equally, without discrimination or prejudice (Kiradoo, 2023). Equality encompasses many principles and values designed to ensure that the entire employees in a national or global workforce are treated fairly and equitably, regardless of race, gender, age, religion, or any other personal characteristics. Equity acknowledges that different individuals may need various levels of support and resources to achieve similar outcomes (Kushwaha, Yadav, Yadav, & Verma, 2024). Promoting equity contributes to a positive work environment that fosters mutual respect, trust, and teamwork, resulting in increased productivity, employee satisfaction and profitability (Kiradoo, 2023).
Workplace equality promotes diversity and inclusiveness, both of which are vital for driving creativity, innovation, and competitiveness. When employees are treated with fairness and equality, they feel valued and respected, which enhances their morale and motivation, contributing to higher levels of engagement and employee retention (Kiradoo, 2023). Collaboration among individuals from diverse backgrounds brings together unique perspectives, experiences, and skills, allowing teams to tackle complex problems and uncover new opportunities.
Equality also fosters a positive work culture that encourages teamwork, collaboration, and mutual support. When employees are treated with respect and dignity, employees are more likely to form positive relationships with their co-workers, resulting in improved communication, cooperation, and coordination (Kiradoo, 2023, P.143). This also leads to enhanced employee engagement, retention, and increased productivity. 
Workplace equality is also essential for advancing social justice and decreasing inequality in a national and global society. Workforces can help reduce disparities in income, wealth, and social status by providing equal access to employment opportunities and ensuring fair treatment for all individuals. As a result, this can enhance social cohesion, promote political stability, drive economic prosperity, and decrease social tension and conflicts (Kiradoo, 2023, P.143).
Inclusion Positive Impact 
Inclusion refers to the intentional and ongoing efforts to actively engage with aspects such as team dynamics, gender, disability, and individual traits (Frazer, Frazer, Frazer, 2021). It reflects the extent to which individuals feel integrated into key organizational processes, evident through their access to information, relationships with colleagues, and opportunities to contribute to and influence decisions (Sandhu, 2019). A truly inclusive workforce cultivates a culture where everyone feels valued and welcomed, regardless of race, ethnicity, gender, age, ability, sexual orientation, religion, or other identities (Maroof & Kapate, 2023). Such an environment promotes open dialogue, teamwork, and mutual respect, supporting a positive atmosphere that motivates full participation and engagement from all employees.
Inclusion in a national workforce seeks to ensure equal opportunities in hiring, promotions, and leadership, making these accessible to everyone. It also involves offering training and development programs for all employees, fostering a workplace culture where individuals feel empowered to bring their whole selves to work, and ensuring accessibility for people with disabilities (Kiradoo, 2023). Additionally, workforce inclusion promotes cultural competence by encouraging understanding and collaboration among diverse cultural groups within a nation. 
Inclusion in a global workforce encourages cross-cultural collaboration, embracing and respecting different customs, languages, and working styles. Providing equal opportunities for individuals to collaborate with various cultures. Inclusion in a global workforce also promotes global equity standard, referring to a unified framework of values, policies, and practices that promote fairness, equal opportunity, and access for all employees, regardless of their location, background, or identity (Creary, Rothbard, Scruggs, 2021). This standard encourages removing systemic barriers and addressing disparities related to race, gender, disability, age, sexual orientation, and other personal characteristics. In a globally inclusive workforce, equity standards also assist in helping organizations build environments where diverse talent is acknowledged, empowered, and provided with equal opportunities to succeed, regardless of whether the individuals work at corporate headquarters, regional branches, or remotely.
Creating an inclusive workforce culture is essential for retaining a diverse workforce. Employees who feel valued and included are most likely to stay with an organization and contribute to its success. (Kiradoo, 2023). For the organization leader to create an inclusive work environment, they must foster open communication and encourage dialogue between employees, provide training opportunities to help employees understand and appreciate different cultures and backgrounds, offer employees resource groups that provide support and networking opportunities for underrepresented groups, and celebrate diversity and recognize the contributions of all employees.
DEI Challenges
Although the benefits of a multicultural workforce are significant, organizations must also be mindful of the challenges that arise (Maroof & Kapate, 2023). Lack of diversity at the top, unconscious bias, resistance to change and potential conflicts arising from cultural misunderstandings are among the most common obstacles. 
 Lack of diversity at the top of organization is one of the biggest challenges promoting DEI in the workplace (Kiradoo, 2023). Although many organizations have tried to diversify their workforce, the number of women and minorities in executive positions remains low. The result of lack of diversity in leadership positions can create a culture where DEI is not a priority and can limit opportunities for underrepresented groups. 
Another challenge that DEI initiatives present is unconscious bias. According to Kiradoo (2023), unconscious bias refers to individuals' subtle, often unintentional, biases towards certain groups. These biases can affect hiring decisions, promotions, and performance evaluations, among other areas. Organizations can provide training to employees on recognizing and overcoming bias. Also, organizations can implement blind hiring practices. Where personal identifying information is removed from job applications to lessen the impact of unconscious bias in the interview and hiring process.
Resistance to change is another significant challenge that DEI initiatives present. Employees that are not too fond of DEI initiative may resist new policies and practices, which can create tension and conflict throughout the workforce. (Kiradoo, 2023). To address resistance to change, organizations should emphasize the significance of DEI initiatives and the positive impact they can have on the workforce. Additionally, involving employees in the development and implementation of DEI initiatives can enhance their engagement, increase buy-in, and boost employee motivation.
Globally, DEI initiatives must navigate through challenges with cultural norms, legal requirements, and societal expectations. What is considered inclusive in one country may not align with practices in another. For example, in certain European countries, DEI is often framed in terms of nationality rather than race, and strict data privacy laws may limit the ability to collect demographic information, complicating efforts to evaluate and address diversity. Multinational organizations face the challenge of developing DEI strategies that are both globally consistent and locally relevant (Feitosa, Hagenbuch, Patel, & Davis, 2022). This requires a thoughtful approach that respects cultural differences while aiming for inclusivity across diverse workforces.
Navigating through the Challenges of DEI initiative
The DEI initiative has gained significant momentum both in the global and national workforces. These initiatives aim to foster environments where individuals from diverse backgrounds are welcomed and actively supported and promoted. While the overarching goal of DEI is to foster inclusive environments, the path to achieving this varies significantly between national and global contexts. National policies and societal attitudes play a crucial role in shaping DEI initiatives, whereas global strategies must be adaptable to accommodate a wide array of cultural and legal landscapes. Understanding these differences is essential for organizations aiming to implement effective and respectful DEI practices across borders (Garrick, Johnson, Arendt, 2024). By implementing DEI into workplace cultures and structures, organizations seek to cultivate a sense of belonging and ensure that all employees have equitable access to opportunities and resources. When faced with challenges, it is crucial for leaders of global and national workforces to measure the impact of DEI initiatives and adjust as necessary to ensure that they are effective and achieve their intended goals. 
Conclusion
While Diversity, Equity, and Inclusion (DEI) programs are crucial for fostering a more productive and sustainable work environment, their success depends on effective implementation and strategic planning. As highlighted by Olusanya (2023), organizations that actively prioritize DEI can create an inclusive atmosphere that leverages a wide range of talents, leadership styles, and perspectives. However, without a clear and well-executed strategy, DEI efforts may lead to division, resentment, and challenges such as unconscious bias and lack of diversity in leadership. To overcome these obstacles, organizations must ensure that DEI initiatives are not only present but are thoughtfully integrated into the organizational culture, with strong leadership support and a commitment to continuous improvement. Measuring the impact of DEI programs and adjusting as needed. By doing so, companies can foster environments where all employees feel valued and empowered to succeed, contributing to a more inclusive and high-performing workforce.
DEI Practice Future workplaces
To effectively incorporate DEI practices in future workplaces, both short-term and long-term agendas are essential. The short-term agenda focuses on structural changes and the integration of DEI practices into key workplace operations, such as recruitment, training, career planning, procurement, and management decision-making. It also includes behavioral transformations, achieved through education, sensitization, and reorientation of employees about the dangers of biases, stereotyping, discrimination, and the negative impact these have on daily organizational activities (Raimi, Tariq, & Kah, 2023). In contrast, the long-term agenda aims at placing marginalized and non-dominant groups in positions of power, while encouraging organizations to embed a culture of diversity and inclusion. This long-term approach has the potential to permanently eliminate isolation, exclusion, and managerial biases for certain groups within workplaces. However, it requires buy-in from employers, government support, legislative backing through laws and court rulings, and the enforcement of appropriate sanctions (Raimi, Tariq, & Kah, 2023, P.15).
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