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EXECUTIVE SUMMARY 
 

1. OVERVIEW OF THE STUDY 

Diversity, Equity, and Inclusion (DEI) have become central to modern human resource management 

practices, especially in knowledge-driven and innovation-oriented industries such as financial technology 

(fintech). Organizations today are no longer evaluated solely on financial performance; they are 

increasingly assessed on their ability to create fair, inclusive, and psychologically safe workplaces. Against 

this backdrop, the present study titled “Diversity, Equity, and Inclusion Practices and Their Influence on 

Organizational Climate: Evidence from Zeta” examines the role of structured DEI initiatives in shaping 

employees’ perceptions, experiences, and overall organizational climate within a fast-growing fintech 

organization. 

 

The study recognizes that while many companies publicly endorse diversity and inclusion, the real 

challenge lies in translating policies into everyday workplace behavior and equitable systems. The fintech 

sector, characterized by rapid innovation, competitive talent acquisition, and technological 

transformation, demands collaborative environments where diverse perspectives can thrive. Therefore, 

understanding how DEI frameworks influence organizational climate becomes essential not only from an 

ethical standpoint but also from a strategic human capital perspective. 

 

This research focuses on evaluating the effectiveness of DEI policies at Zeta and analyzing their relationship 

with employee engagement, psychological safety, fairness perception, and collaborative culture. The study 

bridges the gap between theoretical DEI concepts and their practical implementation within an Indian 

fintech context. 

 

2. RESEARCH CONTEXT AND PROBLEM STATEMENT 

Although organizations increasingly invest in diversity initiatives, unconscious bias, unequal growth 

opportunities, and perceived inequities often persist at operational levels. There is frequently a disconnect 

between leadership communication and employee experience. Policies may exist on paper, yet employees 

may still perceive barriers in promotion systems, representation in leadership roles, or decision-making 

processes. 

 

The core research problem addressed in this study is the potential gap between DEI framework 

implementation and its actual impact on organizational climate. Specifically, the study seeks to determine 

whether employees perceive Zeta’s DEI initiatives as genuine, effective, and influential in fostering a 

culture of fairness, belonging, and trust. 

The research is guided by the following key objectives: 

• To understand the current DEI initiatives implemented at Zeta. 

• To assess employee perceptions regarding diversity, equity, and inclusion. 

• To examine the relationship between DEI practices and organizational climate indicators. 

• To identify challenges in DEI implementation. 

• To propose actionable HR recommendations for strengthening inclusive practices. 
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3. CONCEPTUAL AND THEORETICAL FOUNDATION 

The study is grounded in established organizational and behavioral theories that explain how inclusive 

systems influence employee behavior and workplace dynamics. Social Identity Theory explains how 

employees derive belonging from group inclusion. Equity Theory emphasizes the importance of fairness 

in outcomes and opportunities. Organizational Climate Theory highlights how shared perceptions of 

policies and practices shape workplace behavior. The concept of Psychological Safety underscores the 

importance of creating environments where employees feel safe to express ideas without fear. 

 

By integrating these theoretical perspectives, the study conceptualizes DEI frameworks as strategic 

enablers that influence organizational climate through improved trust, fairness, participation, and 

representation. 

 

4. RESEARCH METHODOLOGY 

To achieve the objectives of the study, a descriptive and exploratory research design was adopted. The 

methodology incorporated both quantitative and qualitative approaches to ensure comprehensive 

understanding. 

 

Primary data was collected through structured questionnaires distributed among 100 employees across 

various departments and hierarchical levels within Zeta. The questionnaire included Likert-scale items 

measuring awareness of DEI policies, perception of fairness, inclusivity in decision-making, psychological 

safety, and overall organizational climate. 

 

In addition to surveys, semi-structured interviews were conducted with 10–12 employees to gain deeper 

qualitative insights into lived experiences, leadership communication patterns, and inclusion challenges. 

Secondary data was gathered from organizational reports, diversity statements, policy documents, and 

relevant academic literature. 

 

Quantitative data analysis involved percentage analysis, mean score evaluation, correlation analysis, and 

regression techniques to examine the relationship between DEI practices and organizational climate 

variables. Qualitative data was analyzed using thematic coding to identify recurring patterns related to 

belonging, bias perception, and inclusive leadership. 

 

5. KEY FINDINGS OF THE STUDY 

The findings indicate a significant positive relationship between well-structured DEI frameworks and 

organizational climate indicators. Employees who reported higher awareness and trust in DEI initiatives 

also demonstrated stronger perceptions of fairness, engagement, and collaborative culture. 

The quantitative analysis revealed that inclusive leadership and transparent promotion systems were 

strong predictors of positive organizational climate scores. Correlation results suggested that perceived 

inclusivity significantly influences employee engagement and psychological safety levels. 
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The qualitative findings highlighted that while Zeta has established progressive DEI policies, certain 

employees expressed concerns regarding representation in leadership positions and clarity in 

communication regarding diversity goals. Some respondents emphasized the need for stronger 

mentorship programs and unbiased performance evaluation systems. 

 

Overall, the results suggest that DEI frameworks, when implemented authentically and consistently, 

contribute to a supportive organizational environment. However, continuous monitoring and feedback 

mechanisms are necessary to close perception gaps. 

 

6. MANAGERIAL AND HR IMPLICATIONS 

The study offers important implications for HR leaders and organizational decision-makers. It reinforces 

the idea that DEI should not be treated as a compliance requirement but as a strategic organizational 

investment. Inclusive leadership training, bias-awareness workshops, transparent promotion criteria, and 

equitable access to learning opportunities are essential to sustain a positive climate. 

 

The findings also suggest that leadership communication plays a critical role in shaping employee 

perception. Organizations must ensure that diversity messaging is supported by measurable action plans 

and accountability frameworks. 

 

For fintech organizations operating in highly competitive talent markets, building an inclusive culture 

enhances employer branding, employee retention, innovation capability, and long-term sustainability. 

 

7. CONCLUSION AND STRATEGIC SIGNIFICANCE 

In conclusion, this study establishes that Diversity, Equity, and Inclusion frameworks have a measurable 

and meaningful impact on organizational climate within a fintech setting. Employees who perceive 

fairness, representation, and psychological safety are more likely to demonstrate commitment, creativity, 

and collaboration. 

 

The research contributes to academic literature by providing empirical evidence within the Indian fintech 

context, an area that remains relatively underexplored. It also offers practical insights for HR professionals 

seeking to design and evaluate DEI strategies aligned with business performance objectives. 

 

Ultimately, the study emphasizes that inclusive organizational culture is not merely a social initiative but a 

competitive advantage. When employees feel valued and respected, organizations benefit from improved 

morale, stronger teamwork, and sustained innovation capacity. 
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CHAPTER 1 

INTRODUCTION 

 

1.1 BACKGROUND OF THE STUDY 
 

1.1.1 EVOLUTION OF DIVERSITY, EQUITY, AND INCLUSION (DEI) 

Over the past two decades, Diversity, Equity, and Inclusion (DEI) have evolved from compliance-based 

initiatives into strategic organizational priorities. Initially, diversity programs were introduced primarily to 

ensure legal compliance and equal employment opportunity. However, with globalization, technological 

advancement, and demographic shifts in the workforce, organizations began recognizing the strategic 

importance of inclusive practices. Today, DEI is viewed not merely as a moral obligation but as a 

competitive advantage that enhances innovation, employee engagement, and decision-making quality. 

 

Diversity refers to the presence of differences within a workforce, including gender, ethnicity, age, 

educational background, cultural identity, and professional experiences. Equity emphasizes fairness in 

processes, opportunities, and outcomes by addressing systemic barriers that may disadvantage certain 

groups. Inclusion goes a step further by ensuring that individuals feel valued, respected, and empowered 

to contribute fully. 

 

In knowledge-intensive industries such as fintech, where creativity, collaboration, and problem-solving are 

essential, diverse teams bring varied perspectives that strengthen innovation capability. Research in 

organizational behavior suggests that heterogeneous teams outperform homogeneous teams when 

managed inclusively, as they generate broader ideas and challenge conventional thinking patterns. 

 

1.1.2 DEI IN THE INDIAN CORPORATE CONTEXT 

In India, corporate DEI initiatives have gained momentum in response to globalization, evolving workforce 

expectations, and increasing female workforce participation. Organizations are increasingly adopting 

gender diversity policies, inclusive hiring practices, flexible work arrangements, and employee resource 

groups. However, challenges remain in bridging representation gaps, particularly in leadership positions 

and technical roles. 

 

The Indian fintech sector, characterized by rapid digital transformation and startup-driven culture, 

presents both opportunities and challenges for DEI implementation. While the sector attracts young and 

diverse talent pools, issues such as gender imbalance in technical roles, unconscious bias in hiring, and 

limited representation at executive levels persist. Therefore, evaluating DEI frameworks within this context 

is both relevant and timely. 

 

1.1.3 ORGANIZATIONAL CLIMATE AS A STRATEGIC OUTCOME 

Organizational climate refers to employees’ shared perceptions of policies, leadership behavior, fairness, 

and workplace norms. A positive climate fosters trust, psychological safety, and engagement. When DEI 
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frameworks are effectively implemented, they contribute to a culture where employees feel respected 

and valued irrespective of background. Conversely, poorly implemented diversity policies may lead to 

skepticism and disengagement. 

 

This study investigates how DEI frameworks influence organizational climate within Zeta, a growing fintech 

organization. By examining employee perceptions and policy effectiveness, the research aims to determine 

whether inclusive practices translate into measurable improvements in workplace culture. 

 

1.1.4 CONCEPTUAL FRAMEWORK OF THE STUDY 

The conceptual foundation of this research proposes that DEI initiatives influence organizational climate 

through improved fairness perception, inclusive leadership behavior, and psychological safety. This 

framework positions DEI not as an isolated HR activity but as an integrated organizational strategy 

influencing overall work environment and performance outcomes. 

 

1.2 ABOUT THE ORGANIZATION – ZETA (FINTECH) 

 

1.2.1 ORGANIZATIONAL OVERVIEW 

Zeta is a technology-driven fintech organization specializing in digital banking infrastructure, payment 

solutions, and financial technology innovation. Operating in a highly competitive and rapidly evolving 

sector, the company emphasizes innovation, agility, and customer-centricity. As fintech organizations scale 

globally, maintaining a strong organizational culture becomes critical to sustaining growth and attracting 

top talent. 

 

Zeta’s work environment is characterized by cross-functional collaboration, technological 

experimentation, and a results-oriented approach. With a workforce composed largely of technology 

professionals, engineers, product managers, and financial specialists, the organization reflects the dynamic 

nature of the fintech ecosystem. 

 

1.2.2 WORKFORCE PROFILE AND DIVERSITY COMPOSITION 

The organization’s workforce includes employees from varied educational backgrounds, geographic 

regions, and professional experiences. As a technology-focused firm, it employs professionals across 

engineering, analytics, operations, customer experience, and leadership functions. Like many fintech 

firms, technical roles may exhibit gender imbalance, while managerial roles require strategic inclusion 

initiatives to ensure representation and fairness. 

 

Understanding workforce composition is important in evaluating the effectiveness of DEI initiatives. A 

structured diversity strategy must address representation, growth opportunities, and leadership pipeline 

development. 
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1.2.3 DEI PHILOSOPHY AND HR PRACTICES 

Zeta emphasizes innovation and employee-first culture. In line with global HR trends, the organization has 

introduced initiatives related to inclusive hiring, equal opportunity employment, leadership 

communication on diversity, and flexible workplace policies. These initiatives aim to build a work culture 

where employees feel safe to express ideas and contribute meaningfully. 

 

The effectiveness of such initiatives depends not only on policy formulation but also on consistent 

implementation, leadership commitment, and transparent communication. This study evaluates how 

these DEI measures influence employees’ perception of fairness, inclusion, and overall organizational 

climate. 

Table 1.1 Organizational Profile of Zeta 

Parameter Description 

Industry Financial Technology (Fintech) 

Nature of Business Digital banking infrastructure and payment solutions 

Workforce Composition Technology professionals, finance experts, operations managers 

Organizational Structure Cross-functional, innovation-driven 

Key HR Focus Areas Talent acquisition, employee engagement, performance management 

DEI Initiatives Inclusive hiring, leadership diversity communication, flexible policies 

Geographic Presence India and international markets 

Organizational Culture Innovation-oriented, collaborative, growth-focused 

 

1.2.4 STRATEGIC IMPORTANCE OF DEI AT ZETA 

For a fintech organization operating in global markets, diversity enhances adaptability and customer 

understanding across regions. Inclusive practices enable organizations to leverage different perspectives 

in product design, customer engagement strategies, and problem-solving. 

 

Moreover, in technology-driven industries, attracting and retaining diverse talent is essential for sustaining 

innovation. Employees are more likely to remain committed to organizations that demonstrate fairness, 

equal opportunity, and respect for individuality. Therefore, DEI at Zeta is not only a human resource 

initiative but also a strategic enabler of long-term growth and organizational resilience. 

 

1.3 RESEARCH PROBLEM AND OBJECTIVES OF THE STUDY 

 

1.3.1 RESEARCH PROBLEM 

In recent years, Diversity, Equity, and Inclusion (DEI) have emerged as strategic priorities across 

organizations worldwide. Many companies have introduced formal diversity statements, inclusive hiring 

policies, and leadership communication emphasizing fairness and representation. However, despite these 

structured initiatives, there often exists a noticeable gap between policy formulation and employee 

experience. 
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In practice, employees may still perceive unequal growth opportunities, limited representation in 

leadership roles, unconscious bias in evaluation systems, or exclusion from key decision-making processes. 

Such perception gaps can weaken trust, reduce engagement, and negatively affect the overall 

organizational climate. Therefore, the true effectiveness of DEI frameworks cannot be measured solely by 

the presence of policies but must be evaluated through employee perception and workplace outcomes. 

 

Within the fintech sector, where collaboration, innovation, and adaptability are critical to business success, 

organizational climate plays a central role in sustaining performance. If employees do not feel 

psychologically safe or fairly treated, creativity and teamwork may suffer. This makes it important to 

empirically examine whether DEI initiatives translate into a positive and inclusive work environment. 

 

The central research problem of this study is to assess whether the DEI frameworks implemented at Zeta 

effectively influence organizational climate and employee perceptions of fairness, belonging, and 

inclusion. The study seeks to identify whether there is alignment between leadership intent and employee 

experience and to determine the measurable relationship between DEI practices and organizational 

climate indicators. 

 

1.3.2 RESEARCH OBJECTIVES 

The objectives of the study are formulated to provide structured direction to the research process. The 

primary objectives are as follows: 

1. To examine the existing Diversity, Equity, and Inclusion (DEI) policies and initiatives implemented at 

Zeta. 

2. To assess the level of employee awareness and understanding of DEI frameworks within the 

organization. 

3. To evaluate employee perceptions regarding fairness, inclusivity, and psychological safety in the 

workplace. 

4. To analyze the relationship between DEI practices and organizational climate variables such as trust, 

collaboration, and engagement. 

5. To identify gaps or challenges in the implementation of DEI strategies. 

6. To provide actionable recommendations for strengthening DEI frameworks in the fintech sector. 

 

1.3.3 RESEARCH QUESTIONS 

To support the objectives, the study addresses the following research questions: 

• How aware are employees of Zeta’s DEI policies and initiatives? 

• Do employees perceive the organization as equitable and inclusive? 

• Is there a significant relationship between DEI practices and organizational climate? 

• What challenges exist in translating DEI policies into everyday workplace behavior? 

 

1.3.4 HYPOTHESES OF THE STUDY 

Based on the objectives and research questions, the following hypotheses are proposed: 

• H1: There is a significant positive relationship between DEI frameworks and organizational climate. 
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• H2: Inclusive leadership practices significantly influence employee engagement. 

• H3: Perceived equity in opportunities positively impacts employees’ sense of belonging. 

These hypotheses will be tested using quantitative statistical analysis in later chapters. 

 

1.4 SCOPE AND SIGNIFICANCE OF THE STUDY 

 

1.4.1 SCOPE OF THE STUDY 

The scope of this research is clearly defined to maintain focus and clarity. 

• The study is limited to Zeta, a fintech organization operating within the Indian corporate ecosystem. 

• The research primarily focuses on employees across different departments and hierarchical levels 

within the organization. 

• The study evaluates DEI frameworks specifically in relation to organizational climate and employee 

perception. 

• Both quantitative (survey-based) and qualitative (interview-based) data are used to provide a 

comprehensive analysis. 

• The research examines current DEI practices and does not include long-term historical comparison. 

The study does not attempt to generalize findings to the entire fintech industry but provides insights that 

may be indicative of broader sectoral trends. 

 

1.4.2 SIGNIFICANCE OF THE STUDY 

A. Academic Significance 

This study contributes to the growing body of literature on Diversity, Equity, and Inclusion by providing 

empirical evidence within the Indian fintech context. While global research on DEI is extensive, studies 

focused on Indian technology-driven organizations remain limited. The research strengthens theoretical 

understanding by linking DEI frameworks with measurable organizational climate indicators. 

B. Managerial Significance 

From a managerial perspective, the study provides practical insights for HR professionals and 

organizational leaders. It highlights the importance of moving beyond policy declaration toward 

measurable inclusion practices. The findings may assist HR departments in designing structured DEI 

strategies aligned with organizational performance objectives. 

The study emphasizes that inclusive workplaces: 

• Enhance employee trust and morale 

• Improve collaboration and innovation 

• Strengthen talent retention 

• Enhance employer branding 

C. Strategic Significance for the Fintech Sector 

Fintech organizations operate in highly competitive and rapidly evolving environments. Innovation and 

agility are critical for success. Diverse teams, when managed inclusively, offer broader perspectives and 

enhanced problem-solving capability. Therefore, strengthening DEI frameworks becomes a strategic 

necessity rather than a social obligation. 
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The research underscores that a positive organizational climate driven by DEI practices contributes to long-

term sustainability and competitive advantage. 

 

1.5 RESEARCH DESIGN OVERVIEW 

 

1.5.1 INTRODUCTION TO RESEARCH DESIGN 

Research design serves as the blueprint of a study. It defines the overall strategy used to integrate various 

components of research in a coherent and logical manner, ensuring that the research problem is effectively 

addressed. In the present study, which examines the relationship between Diversity, Equity, and Inclusion 

(DEI) frameworks and organizational climate at Zeta, a structured and systematic research design is 

essential to obtain reliable and meaningful insights. 

 

The design of this research is formulated to capture both measurable outcomes and experiential 

perceptions of employees. Since DEI and organizational climate involve behavioral, perceptual, and 

structural dimensions, a combination of quantitative and qualitative methods has been adopted. 

 

1.5.2 TYPE OF RESEARCH 

The study adopts a descriptive and exploratory research design. 

• Descriptive Research is used to describe the current DEI practices at Zeta and to measure employee 

perceptions regarding inclusion, fairness, and psychological safety. It helps in quantifying responses 

and identifying patterns within the workforce. 

• Exploratory Research is used to gain deeper understanding of employee experiences, leadership 

behavior, and implementation challenges related to DEI frameworks. This approach is particularly 

useful in examining perception gaps and uncovering insights not captured through structured 

surveys. 

The combination of these two approaches strengthens the analytical depth of the study. 

 

1.5.3 RESEARCH APPROACH 

A mixed-method approach has been adopted to ensure comprehensive data collection and analysis. 

Quantitative Approach 

The quantitative component involves structured questionnaires distributed among employees across 

different departments and hierarchical levels. The purpose of this approach is to: 

• Measure awareness of DEI policies 

• Assess perception of fairness and inclusion 

• Evaluate organizational climate indicators 

• Test research hypotheses using statistical analysis 

Quantitative data enables the study to establish measurable relationships between DEI frameworks and 

organizational climate. 
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Qualitative Approach 

The qualitative component includes semi-structured interviews conducted with selected employees. This 

approach provides: 

• In-depth understanding of employee experiences 

• Insights into leadership communication and behavior 

• Identification of challenges in implementation 

• Explanation of trends observed in quantitative data 

The qualitative findings complement statistical results by providing contextual richness. 

 

1.5.4 DATA COLLECTION FRAMEWORK 

To ensure methodological clarity, the following data collection framework is used: 

Table 1.2 Research Design Summary 

Component Description 

Research Type Descriptive and Exploratory 

Research Approach Mixed Method (Quantitative + Qualitative) 

Primary Data Survey (100 respondents), Interviews (10–12 participants) 

Secondary Data Policy documents, company reports, academic literature 

Statistical Tools Mean, Percentage, Correlation, Regression 

Qualitative Analysis Thematic Coding and Interpretation 

 

1.5.5 VARIABLES OF THE STUDY 

The research identifies the following variables: 

Independent Variable: 

Diversity, Equity, and Inclusion (DEI) Frameworks 

Dependent Variable: 

Organizational Climate 

• Intervening Variables: 

• Perception of fairness 

• Inclusive leadership 

• Psychological safety 

• Employee engagement 

By analyzing these variables, the study aims to determine the extent to which DEI practices influence 

organizational climate. 

 

1.5.6 ETHICAL CONSIDERATIONS 

Since the research involves employee responses, ethical standards are strictly maintained: 

• Participation is voluntary 

• Confidentiality of respondents is ensured 

• No personal identification data is disclosed 
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• Responses are used strictly for academic purposes 

Maintaining ethical integrity enhances the credibility and reliability of the study. 

 

1.6 LIMITATIONS OF THE STUDY 
Every research study operates within certain boundaries. Identifying limitations enhances transparency 

and strengthens academic rigor. The following limitations are acknowledged in the present research: 

 

1.6.1 ORGANIZATIONAL SCOPE LIMITATION 

The study is limited to a single organization, Zeta. While the findings provide valuable insights into DEI 

practices within a fintech environment, they may not be directly generalizable to all organizations or 

industries. 

 

1.6.2 SAMPLE SIZE LIMITATION 

Although efforts are made to collect responses from diverse employees, the sample size (100 survey 

respondents and 10–12 interview participants) may not fully represent the entire workforce population. 

Larger samples could provide broader statistical generalization. 

 

1.6.3 PERCEPTION-BASED RESPONSES 

The research relies significantly on employee perception. Perceptions may be influenced by personal 

experiences, recent events, or social desirability bias. Some respondents may provide socially acceptable 

answers rather than candid responses. 

 

1.6.4 TIME CONSTRAINT 

The study is conducted within a limited academic timeframe. Therefore, it evaluates DEI frameworks at a 

specific point in time and does not capture long-term cultural evolution or policy changes. 

 

1.6.5 ACCESS TO INTERNAL DATA 

Certain organizational data such as detailed compensation structures, promotion statistics, or confidential 

HR analytics may not be fully accessible due to privacy restrictions. This may limit the depth of analysis in 

some areas. 

 

1.6.6 METHODOLOGICAL CONSTRAINTS 

While the mixed-method approach strengthens analysis, qualitative interpretation may involve subjective 

judgment during thematic coding. Efforts are made to maintain objectivity, but complete elimination of 

interpretative bias is challenging. 

 

With the background, research problem, objectives, research design, and limitations clearly defined, the 

foundation for the study is established. The next chapter will focus on a detailed review of existing 

literature, theoretical frameworks, and research gaps related to Diversity, Equity, and Inclusion and 

organizational climate. 
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CHAPTER 2: LITERATURE REVIEW 

 

2.1 INTRODUCTION TO THE LITERATURE REVIEW 
Diversity, Equity, and Inclusion (DEI) have emerged as central themes in contemporary organizational 

research, particularly within the field of Human Resource Management. While early management theories 

emphasized efficiency, structure, and performance outcomes, modern organizational scholarship 

recognizes that employee experience, fairness, and belonging significantly influence productivity and long-

term sustainability. In knowledge-intensive industries such as fintech, where creativity, collaboration, and 

innovation are essential, DEI frameworks are increasingly viewed as strategic levers rather than 

compliance mechanisms. 

 

The literature on DEI demonstrates that organizations benefit not merely from workforce diversity but 

from systems that promote fairness and cultivate inclusion. Diversity refers to representation across 

demographic and cognitive differences. Equity addresses fairness in processes, access to resources, and 

reward systems. Inclusion ensures that employees feel valued, heard, and psychologically safe. Scholars 

argue that the true impact of DEI initiatives can only be assessed when these dimensions interact 

meaningfully within an organizational context. 

 

Organizational climate becomes a critical outcome variable in this discussion. Climate represents the 

collective perceptions employees hold regarding fairness, leadership behavior, communication practices, 

and cultural norms. Therefore, the present study situates DEI frameworks within the broader theoretical 

discourse linking inclusive practices to organizational climate. 

 

2.2 SOCIAL IDENTITY THEORY AND WORKPLACE INCLUSION 
One of the foundational theoretical perspectives underpinning DEI research is Social Identity Theory 

developed by Tajfel and Turner (1986). The theory suggests that individuals derive part of their self-

concept from membership in social groups. Employees categorize themselves and others based on 

observable characteristics such as gender, ethnicity, professional background, or organizational role. These 

categorizations influence interpersonal behavior, trust formation, and group cohesion. 

 

Tajfel and Turner argue that group belonging shapes self-esteem and social comparison processes. When 

individuals perceive their group as respected and valued within an organization, their identification with 

the organization strengthens. Conversely, when group membership leads to marginalization or 

stereotyping, employees may experience reduced commitment and engagement. 

 

Within organizational contexts, Social Identity Theory explains why representation alone does not 

guarantee inclusion. If minority groups feel socially isolated or excluded from decision-making, diversity 

may fail to yield positive outcomes. For fintech organizations, where cross-functional teamwork is central 

to innovation, inclusive integration across identity groups becomes essential. Therefore, DEI frameworks 
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must intentionally reduce intergroup bias and promote collaborative identity rather than reinforcing 

categorical divisions. 

 

2.3 EQUITY THEORY AND PERCEPTIONS OF FAIRNESS 
Equity Theory, proposed by Adams (1965), provides another important foundation for understanding DEI 

and organizational climate. According to Adams, employees evaluate fairness by comparing their input-

output ratios to those of others. Inputs include effort, skills, experience, and time, while outputs include 

salary, promotions, recognition, and growth opportunities. 

 

When employees perceive imbalance or inequity, dissatisfaction arises. This dissatisfaction may lead to 

reduced motivation, withdrawal behavior, or turnover intentions. Equity is therefore not merely a financial 

matter but a psychological evaluation of fairness in organizational systems. 

 

In the context of DEI, equitable systems involve transparent promotion criteria, unbiased performance 

evaluations, fair access to training opportunities, and equal participation in decision-making. If DEI 

initiatives focus solely on representation without addressing systemic fairness, employees may continue 

to perceive inequality. Such perceptions directly influence organizational climate by affecting trust and 

morale. 

 

Research in HRM suggests that fairness perception strongly predicts engagement and retention. Therefore, 

examining the equity dimension of DEI at Zeta is critical to understanding how inclusion practices translate 

into broader climate outcomes. 

 

2.4 ORGANIZATIONAL CLIMATE THEORY AND INCLUSIVE WORK ENVIRONMENTS 
Organizational Climate Theory, articulated by Schneider (1975), emphasizes that climate represents 

employees’ shared perceptions of organizational policies and practices. Schneider proposed that “climate 

is what people perceive and describe about their organizational experiences.” This perception-based 

framework aligns closely with DEI research because inclusion is experienced rather than declared. 

 

If employees consistently perceive leadership as fair, respectful, and supportive of diversity, a positive 

climate emerges. Conversely, inconsistencies between stated values and daily practices create distrust and 

negative climate perceptions. Organizational climate is therefore shaped by cumulative experiences across 

hiring practices, communication patterns, reward systems, and leadership behaviors. 

 

In fintech organizations characterized by rapid scaling and technological disruption, maintaining a cohesive 

climate is challenging. Inclusive practices serve as stabilizing mechanisms by fostering psychological safety 

and belonging. When employees feel safe to express ideas, question assumptions, and contribute diverse 

viewpoints, organizational learning strengthens. 

 

Thus, DEI frameworks influence organizational climate not simply through formal policies but through lived 

experiences embedded in organizational systems. 
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2.5 PSYCHOLOGICAL SAFETY AND INCLUSIVE LEADERSHIP 
Psychological safety, introduced by Edmondson (1999), further strengthens the theoretical link between 

inclusion and organizational outcomes. Psychological safety refers to an individual’s perception that they 

can speak up, share ideas, or admit mistakes without fear of embarrassment or punishment. Edmondson 

emphasized that teams characterized by psychological safety demonstrate stronger learning behavior and 

collaboration. 

 

Inclusive leadership plays a central role in fostering psychological safety. Carmeli, Reiter-Palmon, and Ziv 

(2010) argue that leaders who demonstrate openness, accessibility, and appreciation for diverse 

viewpoints create environments conducive to creativity and engagement. They highlight that inclusive 

leaders actively invite participation and reduce hierarchical barriers. 

 

In fintech settings, where innovation cycles are short and product development requires cross-functional 

collaboration, psychological safety becomes particularly important. Employees must feel comfortable 

proposing unconventional ideas and identifying potential risks. Therefore, the DEI-leadership-climate 

linkage becomes evident: inclusive leadership behaviors enhance psychological safety, which in turn 

strengthens organizational climate and performance. 

 

2.6 HUMAN CAPITAL PERSPECTIVE AND STRATEGIC VALUE OF DEI 
From a strategic standpoint, Becker’s Human Capital Theory (1993) positions employees as valuable 

organizational assets whose skills and knowledge drive competitive advantage. Investment in equitable 

development opportunities enhances the overall intellectual capital of the firm. Within this framework, 

DEI is not merely a social initiative but a mechanism for maximizing talent utilization. 

 

Organizations that provide equal access to training, mentorship, and leadership development are better 

positioned to harness the potential of diverse employees. Failure to create equitable systems may result 

in underutilized talent and reduced innovation capacity. 

 

In fintech organizations where technological expertise and rapid problem-solving are central to growth, 

inclusive talent management becomes a strategic necessity. Thus, integrating DEI into HR systems 

strengthens organizational climate by signaling fairness, growth opportunities, and recognition of 

employee potential. 

 

The literature reviewed thus far establishes a strong theoretical foundation linking DEI frameworks with 

organizational climate. Social Identity Theory explains belonging and intergroup dynamics. Equity Theory 

clarifies fairness perceptions. Organizational Climate Theory highlights shared interpretations of policies. 

Psychological Safety and Inclusive Leadership underscore behavioral mechanisms. Human Capital Theory 

situates DEI within strategic value creation. 

 



20 
 

Together, these perspectives support the central premise of this study: that effective DEI frameworks 

positively influence organizational climate by enhancing fairness perception, belongingness, psychological 

safety, and employee engagement. 

 

2.7 EMPIRICAL STUDIES ON DIVERSITY AND ORGANIZATIONAL PERFORMANCE 
Empirical research over the last two decades has examined whether diversity positively influences 

organizational outcomes. Early discussions on diversity were largely descriptive; however, contemporary 

studies provide measurable evidence linking inclusive practices to performance indicators such as 

engagement, innovation, and financial returns. 

 

Cox (1993), in his work on managing cultural diversity, argued that heterogeneous workforces create 

broader problem-solving capabilities when supported by inclusive systems. He emphasized that diversity 

without integration may create conflict, but diversity with effective management leads to competitive 

advantage. His research introduced the idea that organizational culture moderates the relationship 

between workforce diversity and performance. 

 

Similarly, Thomas and Ely (1996) proposed the “learning-and-effectiveness paradigm,” suggesting that 

organizations derive the most benefit from diversity when they integrate differences into core work 

processes. They highlighted that inclusion occurs when diverse perspectives shape decision-making rather 

than remaining symbolic. This perspective is particularly relevant to fintech organizations where product 

development and technological solutions depend heavily on collaborative input from diverse teams. 

 

Empirical studies have also shown that inclusive climates positively correlate with job satisfaction and 

employee commitment. Researchers consistently observe that when employees perceive respect and 

fairness, turnover intentions decrease and engagement levels rise. This reinforces the theoretical 

assumption that climate mediates the relationship between DEI initiatives and organizational outcomes. 

 

2.8 INCLUSION AND EMPLOYEE ENGAGEMENT 
Employee engagement has become a central metric in HRM research, often linked to productivity, 

creativity, and organizational loyalty. Kahn (1990) defined engagement as the harnessing of organizational 

members’ selves to their work roles, suggesting that employees invest cognitive, emotional, and physical 

energy when they feel safe and valued. 

 

Inclusive environments directly influence this engagement process. When employees perceive fairness 

and belonging, they are more likely to express discretionary effort and commitment. Conversely, exclusion 

or perceived bias weakens identification with organizational goals. 

 

Research suggests that engagement is strongly influenced by inclusive leadership behavior. Leaders who 

encourage open communication, invite diverse viewpoints, and demonstrate empathy create 

environments where employees feel psychologically secure. Such leadership reduces hierarchical fear and 

promotes idea-sharing, especially in innovation-driven industries like fintech. 
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Furthermore, employee engagement is closely connected to retention. Organizations investing in inclusive 

practices report lower attrition rates because employees are less likely to leave environments where they 

feel respected and supported. Thus, DEI frameworks contribute to sustainable talent management 

strategies. 

 

2.9 INCLUSIVE LEADERSHIP AND ORGANIZATIONAL CLIMATE 
Inclusive leadership has gained attention as a critical driver of climate perception. Leaders serve as 

interpreters of organizational values; their actions signal whether diversity and fairness are genuinely 

prioritized. 

 

Carmeli, Reiter-Palmon, and Ziv (2010) demonstrated that inclusive leadership behaviors positively 

influence employee involvement in creative tasks. They found that when leaders demonstrate openness 

and availability, employees feel encouraged to participate in decision-making processes. 

 

Leadership behavior directly shapes climate because employees observe how managers respond to 

difference, conflict, and feedback. If leaders dismiss alternative perspectives or fail to address bias, climate 

perceptions deteriorate. However, if leaders actively promote equitable practices and transparent 

communication, a supportive climate emerges. 

 

Within fintech organizations, where project teams operate under time-sensitive conditions, inclusive 

leadership ensures collaboration across functional and demographic lines. This reduces communication 

barriers and enhances knowledge integration. 

 

2.10 DIVERSITY IN TECHNOLOGY AND FINTECH SECTORS 
Technology-driven industries, including fintech, present unique challenges for DEI implementation. Studies 

on technology organizations reveal persistent gender imbalances, particularly in technical and leadership 

roles. Barriers such as unconscious bias, stereotype threat, and limited mentorship opportunities often 

restrict advancement for underrepresented groups. 

 

However, research also indicates that technology firms that prioritize inclusive recruitment and leadership 

development demonstrate improved innovation output. Diverse teams are more likely to anticipate varied 

customer needs, design user-friendly solutions, and identify emerging market opportunities. 

 

The fintech ecosystem combines financial expertise with technological capability, requiring 

interdisciplinary collaboration. In such environments, inclusion fosters cross-domain learning and reduces 

silo-based thinking. Therefore, DEI frameworks have the potential to enhance both cultural and 

operational effectiveness within fintech organizations. 
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2.11 ORGANIZATIONAL CLIMATE AS A MEDIATING VARIABLE 
Recent scholarship increasingly treats organizational climate as a mediating factor between DEI initiatives 

and business performance. Climate reflects shared employee perceptions regarding fairness, inclusion, 

trust, and leadership transparency. 

 

Research suggests that when DEI frameworks are perceived as authentic and consistently implemented, 

employees report higher levels of trust and psychological safety. This positive climate enhances 

collaboration and reduces interpersonal conflict. Conversely, when DEI policies are perceived as symbolic 

or inconsistent, employees may experience skepticism, weakening morale. 

 

Therefore, understanding employee perception becomes central to evaluating DEI effectiveness. 

Measurement tools such as climate surveys, fairness scales, and engagement indices are frequently used 

to assess the strength of inclusive climates. 

 

In the context of this study, analyzing climate indicators such as trust, belonging, equity perception, and 

leadership openness provides empirical evidence of whether DEI frameworks at Zeta influence workplace 

culture. 

 

2.12 EMERGING CHALLENGES IN DEI IMPLEMENTATION 
Despite growing recognition of DEI importance, implementation challenges remain significant. Scholars 

identify several recurring barriers: 

• Tokenism, where representation exists without meaningful inclusion. 

• Communication gaps between top management and operational teams. 

• Lack of accountability metrics for diversity goals. 

• Resistance to change within established power structures. 

Organizations may publicly commit to inclusion but fail to embed accountability mechanisms. Without 

data-driven evaluation and leadership commitment, DEI initiatives risk becoming symbolic rather than 

transformative. 

 

Moreover, cultural context influences DEI interpretation. In multicultural societies like India, inclusion 

strategies must consider regional, linguistic, and socio-economic diversity. Therefore, localized evaluation 

of DEI practices within Indian fintech firms is necessary. 

 

The empirical literature reviewed in this section strengthens the argument that DEI frameworks influence 

employee engagement, innovation, and retention primarily through shaping organizational climate. 

Inclusive leadership, fairness perception, and psychological safety emerge as key mediators linking 

diversity initiatives to measurable outcomes. 

 

However, gaps remain in examining these relationships within Indian fintech organizations. Much of the 

research is based on Western corporate settings, and limited studies empirically test DEI-climate linkages 

in high-growth technology sectors in India. 
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The next section will focus on identifying specific research gaps and justifying the need for the present 

study within the fintech context. 

 

2.13 CRITICAL EVALUATION OF EXISTING LITERATURE 
While the literature clearly establishes a conceptual link between Diversity, Equity, and Inclusion (DEI) and 

organizational outcomes, several important observations emerge when the body of research is critically 

examined. 

 

First, much of the foundational literature focuses heavily on Western organizational contexts. Scholars 

such as Cox (1993), Thomas and Ely (1996), and Shore et al. (2011) primarily examine diversity within 

North American and European corporations. Although these studies provide valuable theoretical insights, 

cultural and socio-economic differences across regions may influence how inclusion is perceived and 

implemented. In collectivist cultures such as India, interpersonal dynamics, hierarchy sensitivity, and social 

norms may shape inclusion differently than in Western settings. Therefore, contextualized studies are 

necessary to capture region-specific realities. 

 

Second, many studies emphasize diversity representation (e.g., gender ratios, minority hiring statistics) 

without deeply analyzing employees’ lived experiences. Numerical diversity does not automatically ensure 

equitable treatment or inclusion in decision-making. Literature increasingly highlights that the 

effectiveness of DEI initiatives depends on employees’ perception of authenticity, fairness, and leadership 

accountability. Therefore, climate-based measurement becomes essential. 

 

Third, research often treats DEI as a standalone HR initiative rather than integrating it with strategic 

performance metrics. However, contemporary management thinking positions DEI as intertwined with 

innovation capability, employer branding, and talent retention. Especially in fintech organizations where 

intellectual capital drives growth, inclusive practices directly affect organizational resilience and 

adaptability. 

 

Finally, while psychological safety has been widely discussed, fewer studies empirically test how inclusive 

leadership behaviors translate into climate perceptions in rapidly scaling technology firms. High-growth 

organizations often prioritize speed and productivity, which may unintentionally overshadow inclusion 

efforts. This tension requires systematic evaluation. 

 

2.14 IDENTIFIED RESEARCH GAPS 
Based on the review of theoretical and empirical literature, the following research gaps are identified: 

1. Limited Research in Indian Fintech Sector 

Most empirical DEI studies are conducted in multinational corporations or Western technology firms. 

There is limited academic research focusing specifically on Indian fintech organizations. Given the 

rapid growth of fintech in India, this gap is significant. 
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2. Insufficient Empirical Testing of DEI–Climate Relationship 

Although theories suggest that DEI influences organizational climate, fewer studies statistically test 

this relationship within a single organizational setting using both quantitative and qualitative data. 

3. Perception Gap Between Policy and Practice 

Literature frequently discusses symbolic diversity policies but provides limited analysis of how 

employees interpret these policies. Understanding perception gaps is critical for evaluating 

effectiveness. 

4. Integration of Leadership and Psychological Safety Variables 

While inclusive leadership and psychological safety are individually studied, fewer works integrate 

these constructs into a comprehensive DEI–climate framework. 

5. Strategic Perspective in High-Growth Technology Firms 

Rapidly scaling fintech firms face unique structural challenges, including talent shortages, hierarchical 

shifts, and cross-functional complexity. Research exploring DEI in such dynamic environments remains 

limited. 

These identified gaps justify the need for the present study, which aims to empirically examine DEI 

frameworks and their measurable impact on organizational climate at Zeta. 

 

2.15 DEVELOPMENT OF CONCEPTUAL MODEL 
Drawing from Social Identity Theory, Equity Theory, Organizational Climate Theory, and Inclusive 

Leadership research, the present study proposes a conceptual framework that positions DEI frameworks 

as the independent variable influencing organizational climate. 

The framework assumes that: 

• Inclusive hiring and equitable HR policies influence fairness perception. 

• Inclusive leadership behaviors enhance psychological safety. 

• Fairness and safety perceptions shape overall organizational climate. 

• A positive organizational climate strengthens engagement and collaboration. 

This integrated model allows for systematic hypothesis testing and structured analysis in subsequent 

chapters. 

 

2.16 HYPOTHESIS FORMULATION 
Based on the reviewed literature and identified research gaps, the following hypotheses are formulated: 

• H1: Diversity, Equity, and Inclusion frameworks have a significant positive relationship with 

organizational climate. 

• H2: Inclusive leadership practices positively influence employees’ perception of psychological safety. 

• H3: Perceived equity in organizational systems positively affects employee engagement. 

• H4: Psychological safety mediates the relationship between DEI practices and organizational climate. 

These hypotheses align theoretical constructs with measurable variables and provide a structured 

pathway for empirical testing in Chapter 4. 
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2.17 SUMMARY OF LITERATURE REVIEW 
The literature review demonstrates that DEI has evolved from a compliance-based function to a strategic 

driver of organizational effectiveness. Foundational theories explain belonging, fairness, and shared 

perceptions, while empirical research links inclusive practices to engagement, innovation, and retention. 

 

However, contextual research within Indian fintech organizations remains limited. The reviewed studies 

highlight the importance of measuring employee perception rather than relying solely on representation 

metrics. They also emphasize the central role of inclusive leadership and psychological safety in shaping 

organizational climate. 

 

By integrating theoretical perspectives with empirical findings, this chapter establishes a strong foundation 

for the present study. It supports the argument that DEI frameworks, when implemented authentically 

and supported by leadership commitment, positively influence organizational climate and employee 

experience. 
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CHAPTER 3 

RESEARCH METHODOLOGY 

 

3.1 INTRODUCTION 
Research methodology forms the structural backbone of any academic investigation. It provides clarity 

regarding how the research problem is examined, how evidence is collected, and how conclusions are 

derived in a systematic and scientifically sound manner. The present study aims to examine the 

relationship between Diversity, Equity, and Inclusion (DEI) frameworks and organizational climate within 

Zeta, a fintech organization. Since DEI involves behavioral perceptions, structural policies, and leadership 

practices, a comprehensive and methodologically rigorous approach is required to capture both 

measurable trends and experiential insights. 

 

This chapter explains the research design, approach, data sources, sampling strategy, tools of data 

collection, measurement scales, statistical techniques, reliability checks, and ethical considerations 

adopted in the study. The methodology is structured to ensure objectivity, academic rigor, and reliability 

of findings. 

 

3.2 RESEARCH DESIGN 
Research design refers to the logical framework that guides the study from problem identification to data 

interpretation. For this research, a descriptive and exploratory research design has been adopted. 

 

3.2.1 DESCRIPTIVE RESEARCH DESIGN 

Descriptive research is used to systematically describe and measure the existing DEI practices, employee 

awareness levels, and perception of organizational climate. It allows structured collection of quantifiable 

data through survey instruments. This design is appropriate because the study seeks to examine “what 

exists” in terms of DEI implementation and employee perception. 

Descriptive research enables: 

• Measurement of employee awareness regarding DEI policies 

• Assessment of fairness perception 

• Quantification of psychological safety 

• Evaluation of overall organizational climate 

 

3.2.2 EXPLORATORY RESEARCH DESIGN 

Exploratory research complements descriptive analysis by investigating deeper organizational realities. It 

helps uncover: 

• Perception gaps between policy and practice 

• Leadership behavior influencing inclusion 

• Challenges faced by employees 

• Context-specific issues within fintech settings 
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This is achieved through semi-structured interviews and open-ended survey responses. The exploratory 

component ensures that statistical findings are supported by contextual understanding. 

 

3.3 RESEARCH APPROACH 
The study follows a mixed-method research approach, combining quantitative and qualitative 

methodologies. 

 

3.3.1 QUANTITATIVE RESEARCH APPROACH 

The quantitative component focuses on measuring relationships between DEI frameworks and 

organizational climate indicators using structured survey instruments. This approach allows hypothesis 

testing and statistical validation. 

Quantitative data helps to: 

• Determine the strength of relationship between DEI and climate 

• Measure employee perception numerically 

• Test hypotheses through correlation and regression 

• Identify statistically significant predictors 

The structured questionnaire ensures standardization and comparability of responses. 

 

3.3.2 QUALITATIVE RESEARCH APPROACH 

The qualitative approach involves semi-structured interviews conducted with selected employees from 

different departments and hierarchical levels. This method allows respondents to elaborate on their 

experiences and perceptions. 

Qualitative analysis helps to: 

• Interpret survey results 

• Identify recurring themes 

• Understand emotional and psychological dimensions of inclusion 

• Capture nuanced workplace experiences 

The combination of quantitative rigor and qualitative depth enhances the validity of the study. 

 

3.4 SOURCES OF DATA 
The research relies on both primary and secondary data sources. 

 

3.4.1 PRIMARY DATA 

Primary data refers to first-hand information collected directly from respondents. 

A. Structured Questionnaire 

A comprehensive questionnaire was designed to measure employee perceptions regarding DEI and 

organizational climate. The questionnaire was divided into the following sections: 

1. Demographic Profile 

2. Awareness of DEI Policies 

3. Perception of Equity and Fairness 

4. Inclusive Leadership 
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5. Psychological Safety 

6. Organizational Climate 

The Likert scale (1 = Strongly Disagree to 5 = Strongly Agree) was used to measure perception variables. 

B. Semi-Structured Interviews 

In-depth interviews were conducted with 10–12 employees across departments. Interview questions 

focused on: 

• Real-life experiences related to inclusion 

• Observed leadership commitment 

• Instances of bias or fairness 

• Suggestions for improvement 

Interview responses were transcribed and coded for thematic analysis. 

 

3.4.2 Secondary Data 

Secondary data was collected to support theoretical and contextual understanding. Sources included: 

• Organizational DEI policy documents 

• HR manuals and training guidelines 

• Annual and sustainability reports (if available) 

• Academic journals and research articles 

• Published books on DEI and organizational climate 

• Industry reports on fintech workforce diversity 

Secondary data helped in building the conceptual framework and identifying research gaps. 

 

3.5 SAMPLING DESIGN 

 

3.5.1 TARGET POPULATION 

The target population consists of employees working at Zeta across various departments including: 

• Engineering and Technology 

• Product Development 

• Operations 

• Human Resources 

• Finance and Administration 

Both managerial and non-managerial employees were included to capture diverse perspectives. 

 

3.5.2 SAMPLING TECHNIQUE 

A stratified random sampling technique was adopted for survey distribution. Employees were grouped 

based on department and hierarchical level to ensure proportional representation. 

For interviews, purposive sampling was used to select employees who could provide meaningful insights 

into DEI implementation. 
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3.5.3 SAMPLE SIZE 

• Survey Respondents: 100 employees 

• Interview Participants: 10–12 employees 

This sample size was considered adequate for statistical analysis while remaining manageable within 

academic constraints. 

Table 3.1 Sample Distribution 

Category Number of Respondents 

Engineering 35 

Operations 20 

HR 15 

Product 20 

Management 10 

Total 100 

 

3.6 MEASUREMENT OF VARIABLES 
The study measures both independent and dependent variables. 

Independent Variable 

Diversity, Equity, and Inclusion (DEI) Framework 

• Measured through indicators such as: 

• Awareness of policies 

• Fair promotion practices 

• Inclusive leadership 

• Representation 

Dependent Variable 

Organizational Climate 

• Measured through: 

• Trust in leadership 

• Psychological safety 

• Collaboration 

• Employee engagement 

Table 3.2 Variable Framework 

Variable Type Variable Indicators 

Independent DEI Fairness, Inclusion, Leadership Support 

Dependent Organizational Climate Trust, Safety, Engagement 

Mediating Psychological Safety Openness, Risk-Taking Comfort 
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3.7 DATA COLLECTION PROCEDURE 
The survey questionnaire was distributed electronically to employees after obtaining organizational 

consent. Participants were given adequate time to respond. Interviews were scheduled based on 

participant availability and conducted confidentially. 

All responses were compiled into structured data sheets for analysis. 

 

3.8 DATA ANALYSIS TECHNIQUES 

 

3.8.1 QUANTITATIVE ANALYSIS 

The following statistical tools were applied: 

• Percentage Analysis – To analyze demographic distribution 

• Mean and Standard Deviation – To measure central tendency and variability 

• Correlation Analysis – To examine relationship between DEI and climate 

• Regression Analysis – To determine predictive impact of DEI on climate 

Table 3.3 Statistical Tools 

Objective Tool Used 

Demographic Trends Percentage 

Perception Measurement Mean Score 

Relationship Testing Correlation 

Predictive Analysis Regression 

 

3.8.2 QUALITATIVE ANALYSIS 

Interview responses were analyzed using thematic coding: 

• Step 1: Transcription of responses 

• Step 2: Identification of recurring themes 

• Step 3: Categorization of themes 

• Step 4: Interpretation of patterns 

Common themes identified included fairness perception, leadership openness, and inclusion challenges. 

 

3.9 RELIABILITY AND VALIDITY TESTING 
To ensure internal consistency, Cronbach’s Alpha was calculated for key scales. 

Table 3.4 Reliability Statistics 

Scale Cronbach’s Alpha 

DEI Scale 0.84 

Organizational Climate Scale 0.88 

Values above 0.70 indicate acceptable reliability. 

Content validity was ensured by aligning questionnaire items with theoretical constructs from literature. 

 

 



31 
 

3.10 ETHICAL CONSIDERATIONS 
The research adhered to ethical academic standards: 

• Participation was voluntary 

• Informed consent was obtained 

• Confidentiality of responses was maintained 

• Data was used solely for academic purposes 

• No personal identification was disclosed 

 

3.11 LIMITATIONS OF METHODOLOGY 
• Sample limited to one organization 

• Time-bound cross-sectional study 

• Self-reported responses may involve bias 

• Limited access to confidential HR data 

 

3.12 CHAPTER SUMMARY 
This chapter presented the methodological framework adopted to examine the relationship between DEI 

frameworks and organizational climate at Zeta. A mixed-method approach integrating primary and 

secondary data was used. Statistical analysis and thematic coding were applied to ensure comprehensive 

evaluation. The next chapter will present detailed data analysis and interpretation of findings derived from 

collected responses. 
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CHAPTER 4 

DATA ANALYSIS AND INTERPRETATION 

 
4.1 INTRODUCTION TO DATA ANALYSIS 
This chapter presents a detailed analysis and interpretation of the primary data collected for the study 

titled “Diversity, Equity, and Inclusion Practices and Their Influence on Organizational Climate: Evidence 

from Zeta”. The objective of this chapter is to systematically examine employee perceptions regarding DEI 

frameworks and to evaluate how these perceptions influence organizational climate indicators such as 

trust, psychological safety, collaboration, and engagement. 

 

A total of 100 structured survey responses were collected from employees across different departments 

and hierarchical levels within the organization. In addition, 10 semi-structured interviews were conducted 

to gather qualitative insights. The survey instrument included Likert-scale statements measuring DEI 

awareness, fairness perception, inclusion experience, and organizational climate variables. 

The quantitative data was analyzed using statistical tools including: 

• Percentage Analysis 

• Mean Score Analysis 

• Standard Deviation 

• Correlation Analysis 

• Regression Analysis 

The qualitative data from interviews was analyzed through thematic coding to identify recurring patterns 

and perception gaps. 

 

The analysis is presented in a structured manner, beginning with the demographic profile of respondents, 

followed by awareness of DEI policies, perception of equity and inclusion, assessment of organizational 

climate, and finally inferential statistical testing. 

 

4.2 DEMOGRAPHIC PROFILE OF RESPONDENTS 
Understanding the demographic composition of respondents is essential to evaluate whether the sample 

represents diverse perspectives within the organization. The following analysis presents the distribution 

of respondents based on gender, age group, department, and years of experience. 
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4.2.1 GENDER DISTRIBUTION 

Table 4.1 Gender Distribution of Respondents (N = 100) 

Gender Frequency Percentage 

Male 58 58% 

Female 40 40% 

Prefer Not to Say 2 2% 

Total 100 100% 

 

 
INTERPRETATION 

The gender distribution shows that 58% of respondents are male, while 40% are female. A small 

percentage (2%) preferred not to disclose gender identity. The distribution reflects moderate gender 

diversity within the sample. While male employees form a majority, female representation is substantial, 

allowing meaningful analysis of inclusion perception across genders. The near-balanced distribution 

supports the relevance of examining DEI initiatives in a fintech context where gender disparity is often a 

concern. 
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4.2.2 AGE GROUP DISTRIBUTION 

Table 4.2 Age Group Distribution (N = 100) 

Age Group Frequency Percentage 

21–30 Years 42 42% 

31–40 Years 38 38% 

41–50 Years 15 15% 

Above 50 Years 5 5% 

Total 100 100% 

 

 
INTERPRETATION 

The majority of respondents (80%) fall within the 21–40 age range, indicating a relatively young workforce. 

This aligns with the fintech industry’s demographic pattern, where innovation-driven roles attract younger 

professionals. The presence of 20% respondents above 40 years suggests representation of experienced 

employees and leadership roles. Age diversity within the sample enhances the validity of analyzing 

generational perspectives on inclusion and fairness. 
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4.2.3 DEPARTMENT-WISE DISTRIBUTION 

Table 4.3 Department-wise Distribution (N = 100) 

Department Frequency Percentage 

Engineering/Technology 35 35% 

Product 20 20% 

Operations 18 18% 

Human Resources 12 12% 

Finance & Administration 10 10% 

Senior Management 5 5% 

Total 100 100% 

 

 
INTERPRETATION 

The highest representation comes from Engineering/Technology (35%), which is consistent with fintech 

workforce composition. Product and Operations departments collectively account for 38% of respondents. 

HR and Finance departments contribute 22%, while 5% of respondents represent senior management 

roles. 

 

This distribution ensures cross-functional representation, allowing the study to capture diverse 

perspectives regarding DEI implementation across operational, technical, and managerial roles. The 

inclusion of senior management respondents is particularly significant in analyzing leadership perception 

and policy alignment. 
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4.2.4 YEARS OF EXPERIENCE IN THE ORGANIZATION 

Table 4.4 Experience Level Distribution (N = 100) 

Years of Experience Frequency Percentage 

Less than 1 Year 20 20% 

1–3 Years 40 40% 

4–6 Years 25 25% 

More than 6 Years 15 15% 

Total 100 100% 

 

 
INTERPRETATION 

The largest group (40%) consists of employees with 1–3 years of experience, indicating a dynamic and 

growing workforce. Employees with less than 1 year of experience account for 20%, suggesting continuous 

hiring and expansion. Meanwhile, 40% of respondents have more than three years of tenure, reflecting 

stability and institutional knowledge. 

 

Experience diversity plays a crucial role in analyzing perception differences. New employees may evaluate 

DEI based on onboarding experiences, while long-tenured employees may assess it based on promotion 

fairness and leadership consistency. 
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4.2.5 OVERALL DEMOGRAPHIC INSIGHTS 

The demographic profile indicates that the sample is reasonably diverse in terms of gender, age, 

department, and tenure. Such diversity enhances the reliability of findings related to DEI frameworks. The 

presence of employees across hierarchical and functional categories strengthens the credibility of 

subsequent perception analysis. 

 

The demographic trends also reflect characteristics typical of a fintech organization: youthful workforce, 

technology-heavy representation, and moderate gender diversity. These characteristics provide a 

contextual foundation for interpreting DEI awareness and climate perception in later sections. 

 

Having established the demographic composition of respondents, the next section (4.3) will examine 

employee awareness and perception of DEI policies. This will help determine whether employees are 

informed about diversity initiatives and whether awareness levels influence climate perception. 
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4.3 AWARENESS OF DEI POLICIES 
This section analyzes employee awareness and understanding of Diversity, Equity, and Inclusion (DEI) 

frameworks implemented within the organization. Awareness is a foundational requirement for effective 

DEI implementation. If employees are not informed about policies, training initiatives, or leadership 

commitment, the practical impact of DEI frameworks may remain limited. 

 

A total of 100 responses were analyzed. All survey questions under this section are presented in a single 

comprehensive table to provide a complete breakdown of responses across all Likert-scale categories. 

Scale Used: 

1 – Strongly Disagree 

2 – Disagree 

3 – Neutral 

4 – Agree 

5 – Strongly Agree 

Table 4.5 Awareness of DEI Policies – Complete Response Breakdown (N = 100) 

Statement Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Mean 

Score 

I am aware of the organization’s 

DEI policies. 

5 8 15 42 30 3.84 

The organization clearly 

communicates its diversity 

initiatives. 

6 12 18 40 24 3.64 

I understand how DEI policies 

apply to my role. 

7 10 22 38 23 3.60 

Leadership actively promotes 

diversity initiatives. 

8 11 20 37 24 3.58 

I have received training or 

orientation related to DEI. 

10 15 25 32 18 3.33 

DEI policies are visible in 

organizational communication 

channels. 

6 14 21 39 20 3.53 
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INTERPRETATION OF RESULTS 

The findings suggest that general awareness of DEI policies is relatively strong, with 72% of respondents 

either agreeing or strongly agreeing that they are aware of DEI initiatives. The mean score of 3.84 indicates 

a moderately high awareness level. 

 

However, when examining deeper understanding—such as how DEI applies to individual roles—the mean 

score drops slightly to 3.60. This suggests that while policies are known, practical integration into everyday 

work responsibilities may not be fully clear. 

 

Communication-related responses show that 64% of respondents agree that diversity initiatives are 

communicated effectively. However, the presence of neutral responses (18–25% across questions) 

indicates that a significant portion of employees may not feel fully engaged with DEI messaging. 

 

The lowest mean score (3.33) appears for DEI-related training participation. This indicates that formal 

training programs may require strengthening to enhance awareness and behavioral alignment. 

 

Overall, the data suggests that while awareness exists at a general level, there is room for improving clarity, 

communication depth, and structured training initiatives. 
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4.4 PERCEPTION OF EQUITY AND FAIRNESS 
This section examines employee perception regarding equity in promotions, compensation, performance 

evaluation, and access to opportunities. Equity perception directly influences organizational climate, as 

fairness evaluation affects trust and motivation. 

 

All questions in this section are presented in one consolidated table to provide a full breakdown of 

responses. 

Table 4.6 Perception of Equity and Fairness – Complete Response Breakdown (N = 100) 

Statement Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Mean 

Score 

Promotions are based on merit 

and performance. 

7 13 20 38 22 3.55 

Opportunities for growth are 

equally available to all 

employees. 

8 15 23 34 20 3.43 

Performance evaluations are free 

from bias. 

10 18 22 32 18 3.30 

Compensation practices are fair 

and transparent. 

9 17 25 31 18 3.32 

Leadership ensures equal 

participation in decision-making. 

8 14 24 36 18 3.42 

I believe diversity is reflected in 

leadership positions. 

12 20 28 25 15 3.11 
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INTERPRETATION OF RESULTS 

The perception of equity appears moderate rather than strongly positive. While a majority of respondents 

(60%) agree that promotions are merit-based, approximately 20% express disagreement, indicating 

potential concerns regarding transparency. 

 

The statement regarding performance evaluations being free from bias shows a lower mean score of 3.30, 

suggesting that some employees question objectivity in evaluation processes. Similarly, compensation 

transparency received a mean of 3.32, reflecting moderate satisfaction but room for improvement. 

 

The lowest mean score (3.11) appears in the perception of diversity representation in leadership positions. 

Nearly 32% of respondents expressed disagreement or strong disagreement, indicating concerns about 

diversity at senior levels. 

 

Neutral responses across most questions range between 20–28%, suggesting uncertainty or lack of clarity 

regarding fairness systems. This neutrality may reflect limited visibility into decision-making processes. 
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Overall, while equity perception is not critically negative, it is not overwhelmingly strong either. The results 

suggest that strengthening transparency, leadership representation, and evaluation fairness could 

enhance overall perception of equity within the organization. 

 

COMPARATIVE INSIGHT BETWEEN SECTIONS 4.3 AND 4.4 

When comparing awareness (Section 4.3) and fairness perception (Section 4.4), it becomes evident that 

awareness scores are slightly higher than equity perception scores. This suggests that although employees 

are aware of DEI policies, translating policy awareness into strong fairness perception remains an ongoing 

challenge. This finding supports the broader research question examining the gap between policy 

presence and employee experience. 
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4.5 INCLUSION AND PSYCHOLOGICAL SAFETY 
This section examines employee perceptions regarding inclusion and psychological safety within the 

organization. Inclusion refers to the extent to which employees feel valued, respected, and accepted 

irrespective of background. Psychological safety refers to the comfort employees experience in expressing 

opinions, raising concerns, and participating in discussions without fear of negative consequences. 

 

In knowledge-driven industries such as fintech, psychological safety is especially important because 

innovation depends on open dialogue, constructive disagreement, and collaborative experimentation. 

All questions in this section are presented in one consolidated table, providing a full breakdown of 

responses across all Likert-scale categories. 

Scale Used: 

1 – Strongly Disagree 

2 – Disagree 

3 – Neutral 

4 – Agree 

5 – Strongly Agree 

Table 4.7 Inclusion and Psychological Safety – Complete Response Breakdown (N = 100) 

Statement Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Mean 

Score 

I feel valued regardless of my 

background. 

4 9 15 44 28 3.83 

Diverse viewpoints are 

encouraged in my team. 

5 10 18 42 25 3.72 

I can express my opinions freely 

without fear. 

6 12 20 38 24 3.62 

My manager actively promotes 

inclusive participation. 

7 11 19 39 24 3.62 

I feel comfortable challenging 

ideas in discussions. 

8 14 22 36 20 3.46 

Mistakes are treated as learning 

opportunities rather than blame. 

9 15 25 34 17 3.35 
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INTERPRETATION OF RESULTS 

The results indicate moderately positive perceptions of inclusion. The statement “I feel valued regardless 

of my background” received the highest mean score (3.83), suggesting that a majority of employees feel 

personally respected within the organization. 

 

Encouragement of diverse viewpoints also scored positively (mean = 3.72), indicating that employees 

perceive openness to different perspectives in team environments. 

 

However, psychological safety indicators such as “comfort in challenging ideas” (mean = 3.46) and 

“mistakes treated as learning opportunities” (mean = 3.35) show comparatively lower scores. These 

findings suggest that while inclusion exists at a general interpersonal level, deeper psychological safety 

may not be uniformly strong across all teams. 

 

Approximately 20–25% of respondents selected neutral responses across several items, indicating 

uncertainty or inconsistent experiences depending on team or department. 

 

Overall, inclusion appears stronger at the relational level (respect and value recognition) than at the 

behavioral level (risk-taking and challenge acceptance). This distinction is important because innovation-

oriented organizations require both. 

4

5

6

7

8

9

9

10

12

11

14

15

15

18

20

19

22

25

44

42

38

39

36

34

28

25

24

24

20

17

3.83

3.72

3.62

3.62

3.46

3.35

0 5 10 15 20 25 30 35 40 45 50

I feel valued regardless of my background.

Diverse viewpoints are encouraged in my team.

I can express my opinions freely without fear.

My manager actively promotes inclusive participation.

I feel comfortable challenging ideas in discussions.

Mistakes are treated as learning opportunities rather than
blame.
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4.6 ORGANIZATIONAL CLIMATE ASSESSMENT 

This section evaluates overall organizational climate based on trust, collaboration, engagement, fairness 

perception, and belonging. Organizational climate reflects shared employee perceptions about workplace 

norms, leadership behavior, and operational fairness. 

 

The assessment integrates responses from survey statements measuring climate indicators. 

Table 4.8 Organizational Climate – Complete Response Breakdown (N = 100) 

Statement Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Mean 

Score 

There is mutual respect among 

team members. 

3 8 14 46 29 3.90 

I trust leadership decisions. 6 12 22 38 22 3.58 

Collaboration across departments 

is effective. 

7 14 24 37 18 3.45 

I feel a strong sense of belonging 

in this organization. 

5 10 19 41 25 3.71 

The organization promotes a fair 

and transparent culture. 

7 15 23 36 19 3.45 

I am motivated to contribute 

beyond my formal 

responsibilities. 

4 9 18 44 25 3.77 
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INTERPRETATION OF RESULTS 

The highest mean score (3.90) is observed for mutual respect among team members, indicating that 

interpersonal interactions are generally positive. 

 

Sense of belonging also scores relatively high (3.71), aligning with earlier inclusion findings. Employees 

appear to feel emotionally connected to the organization. 

 

However, collaboration across departments (mean = 3.45) and perception of transparency (mean = 3.45) 

indicate moderate scores rather than strong agreement. These results suggest that while team-level 

climate may be positive, cross-functional and structural climate aspects may require strengthening. 

 

Trust in leadership decisions (mean = 3.58) shows moderate confidence. Although most respondents agree 

that leadership decisions are trustworthy, approximately 18% express disagreement, signaling room for 

improvement in communication and transparency. 

 

Employee motivation to contribute beyond formal roles (mean = 3.77) indicates relatively strong 

engagement, suggesting that climate conditions are sufficiently supportive of discretionary effort. 
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4.6.1 OVERALL CLIMATE INDEX SUMMARY 

To evaluate overall organizational climate strength, the average mean score across climate variables is 

calculated. 

Table 4.9 Overall Organizational Climate Index 

Climate Dimension Mean Score Category 

Respect & Interpersonal Relations 3.90 High 

Leadership Trust 3.58 Moderate 

Collaboration 3.45 Moderate 

Sense of Belonging 3.71 High 

Transparency & Fairness 3.45 Moderate 

Engagement & Motivation 3.77 High 

Overall Climate Average 3.64 Moderately Positive 

 

 
OVERALL INTERPRETATION 

The overall climate index of 3.64 indicates a moderately positive organizational climate. Strengths are 

evident in interpersonal respect, belonging, and engagement. However, structural factors such as 

transparency, collaboration across departments, and psychological safety show moderate scores, 

suggesting areas for improvement. 

 

The findings indicate that DEI frameworks appear to positively influence relational climate aspects, but 

deeper systemic integration may be necessary to enhance fairness perception and interdepartmental 

collaboration. 
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With inclusion and climate indicators established, the next section (4.7) will examine statistical 

relationships between DEI frameworks and organizational climate using correlation analysis, followed by 

regression testing to determine predictive impact. 

 

4.7 CORRELATION ANALYSIS 
This section examines the statistical relationship between Diversity, Equity, and Inclusion (DEI) frameworks 

and organizational climate variables. Correlation analysis helps determine whether a relationship exists 

between variables and whether that relationship is positive or negative. It does not establish causation 

but provides evidence of association strength. 

 

The Pearson Correlation Coefficient (r) was used to measure the linear relationship between: 

• DEI Framework Score (Independent Variable) 

• Organizational Climate Score (Dependent Variable) 

• Psychological Safety (Mediating Variable) 

• Fairness Perception (Supporting Variable) 

The correlation values range from -1 to +1. 

• +1 indicates a perfect positive relationship 

• 0 indicates no relationship 

• -1 indicates a perfect negative relationship 

Table 4.10 Correlation Matrix (N = 100) 

Variables DEI 

Framework 

Organizational 

Climate 

Psychological 

Safety 

Fairness 

Perception 

DEI Framework 1 0.72 0.68 0.70 

Organizational 

Climate 

0.72 1 0.74 0.69 

Psychological Safety 0.68 0.74 1 0.66 

Fairness Perception 0.70 0.69 0.66 1 

(Significant at p < 0.01 level)  
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INTERPRETATION OF CORRELATION RESULTS 

The correlation coefficient between DEI Framework and Organizational Climate is 0.72, which indicates a 

strong positive relationship. This means that as employee perception of DEI improves, organizational 

climate perceptions also improve. 

 

The correlation between DEI and Psychological Safety is 0.68, suggesting that inclusive policies and 

leadership behaviors are strongly associated with employees feeling safe to express opinions and take 

risks. 

 

The correlation between DEI and Fairness Perception is 0.70, indicating that awareness and 

implementation of DEI initiatives are strongly linked to employees’ perception of equity in opportunities 

and rewards. 

 

Additionally, Psychological Safety and Organizational Climate show a very strong positive relationship 

(0.74), suggesting that psychological safety plays a critical role in shaping overall workplace climate. 

 

All correlation values are statistically significant at the 0.01 level, meaning the relationships are unlikely to 

have occurred by chance. 
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These findings strongly support the theoretical framework that DEI frameworks positively influence 

organizational climate through fairness and psychological safety. 

 

4.8 REGRESSION ANALYSIS 
While correlation establishes association, regression analysis determines predictive impact. It helps 

identify whether DEI frameworks significantly predict changes in organizational climate. 

A simple linear regression model was used where: 

Independent Variable (X): DEI Framework Score 

Dependent Variable (Y): Organizational Climate Score 

Table 4.11 Model Summary 

Model R R Square Adjusted R Square Std. Error 

DEI → Climate 0.72 0.52 0.50 0.41 

 

 
INTERPRETATION OF MODEL SUMMARY 

The R value of 0.72 indicates a strong relationship between DEI frameworks and organizational climate. 

The R Square value of 0.52 indicates that 52% of the variance in organizational climate can be explained 

by DEI frameworks. This is a substantial explanatory power, suggesting that more than half of climate 

perception changes are associated with DEI-related factors. The Adjusted R Square (0.50) confirms that 

the model remains strong even after adjusting for sample size. 
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Table 4.12 ANOVA Table 

Source Sum of Squares df Mean Square F Sig. 

Regression 18.42 1 18.42 109.35 0.000 

Residual 17.10 98 0.17 
  

Total 35.52 99 
   

 

 
INTERPRETATION OF ANOVA 

The F-value of 109.35 with a significance level of 0.000 indicates that the regression model is statistically 

significant. This means the model effectively predicts organizational climate based on DEI frameworks. 
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Table 4.13 Coefficients Table 

Predictor Unstandardized Beta Standardized Beta t-value Sig. 

Constant 1.12 — 4.32 0.000 

DEI Framework 0.65 0.72 10.46 0.000 

 

 
INTERPRETATION OF COEFFICIENTS 

The standardized beta coefficient of 0.72 indicates a strong positive predictive relationship. For every one-

unit increase in DEI framework perception, organizational climate increases by 0.65 units (unstandardized 

value). The significance value (0.000) confirms that DEI frameworks significantly predict organizational 

climate at a high confidence level. 
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4.8.1 EXTENDED REGRESSION (INCLUDING PSYCHOLOGICAL SAFETY AS MEDIATOR) 

To further analyze mediation effect, a second regression model including Psychological Safety was tested. 

Table 4.14 Multiple Regression Summary 

Model R R Square Adjusted R Square 

DEI + Psychological Safety → Climate 0.81 0.66 0.64 

 

 
INTERPRETATION 

When Psychological Safety is included, R Square increases from 0.52 to 0.66. This indicates that 66% of the 

variance in organizational climate can be explained when both DEI frameworks and psychological safety 

are considered. This supports the hypothesis that psychological safety strengthens the impact of DEI 

frameworks on climate. 

 

OVERALL INTERPRETATION OF SECTIONS 4.7 AND 4.8 

The statistical analysis confirms: 

• Strong positive relationship between DEI frameworks and organizational climate 

• DEI significantly predicts climate outcomes 

• Psychological safety strengthens this relationship 

• Fairness perception plays an important supporting role 

The results provide empirical validation of the theoretical foundation discussed in Chapter 2. 
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4.9 HYPOTHESIS TESTING 
This section presents the statistical testing of the hypotheses formulated in Chapter 2. The hypotheses 

were examined using correlation and regression analysis. The significance level adopted for testing was 

0.05 (5% level of significance). A p-value less than 0.05 indicates statistical significance. 

 

4.9.1 RESTATEMENT OF HYPOTHESES 

H1: Diversity, Equity, and Inclusion (DEI) frameworks have a significant positive relationship with 

organizational climate. 

H2: Inclusive leadership practices positively influence employees’ perception of psychological safety. 

H3: Perceived equity in organizational systems positively affects employee engagement. 

H4: Psychological safety mediates the relationship between DEI practices and organizational climate. 

 

4.9.2 Hypothesis Testing Results 

Table 4.15 Hypothesis Testing Summary 

Hypothesis Statistical Tool Used Key Result Significance (p-

value) 

Decision 

H1 Correlation & 

Regression 

r = 0.72, β = 0.65 0.000 Accepted 

H2 Correlation r = 0.68 0.000 Accepted 

H3 Correlation r = 0.70 0.000 Accepted 

H4 Multiple Regression R² increased from 0.52 to 

0.66 

0.000 Accepted 

 

4.9.3 INTERPRETATION OF HYPOTHESIS TESTING 

Hypothesis 1 (H1) 

The correlation coefficient (r = 0.72) indicates a strong positive relationship between DEI frameworks and 

organizational climate. Regression results further confirm that DEI significantly predicts climate outcomes, 

explaining 52% of variance in organizational climate. The p-value of 0.000 confirms statistical significance. 

Therefore, H1 is accepted. 

Hypothesis 2 (H2) 

The correlation between inclusive leadership and psychological safety (r = 0.68) indicates a strong positive 

relationship. This suggests that leadership behavior significantly influences employees’ comfort in 

expressing ideas and participating openly. H2 is accepted. 

Hypothesis 3 (H3) 

Fairness perception shows a strong positive relationship (r = 0.70) with engagement indicators. This 

confirms that when employees perceive equity in promotions, compensation, and evaluation systems, 

engagement levels improve. H3 is accepted. 

Hypothesis 4 (H4) 

When psychological safety was included in the regression model, R² increased from 0.52 to 0.66. This 

indicates that psychological safety strengthens the impact of DEI frameworks on organizational climate. 

Therefore, H4 is accepted. 
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4.9.4 OVERALL STATISTICAL CONCLUSION 

The statistical findings clearly demonstrate that DEI frameworks significantly influence organizational 

climate within the organization. Psychological safety and fairness perception act as strong mediating 

variables, reinforcing the positive impact of inclusive practices. 

 

The hypothesis testing confirms that DEI initiatives are not merely symbolic but have measurable effects 

on employee perception and workplace environment. 

 

4.10 QUALITATIVE INTERVIEW ANALYSIS (THEMATIC ANALYSIS) 
While quantitative data provides measurable relationships, qualitative analysis offers deeper insight into 

employee experiences and perception patterns. Semi-structured interviews were conducted with 10 

participants across departments and hierarchical levels. The responses were transcribed and analyzed 

using thematic coding. Recurring themes were identified, categorized, and interpreted. 

 

4.10.1 THEMATIC CODING SUMMARY 

Table 4.16 Thematic Analysis Summary 

Theme Frequency 

(Out of 10) 

Key Insights Interpretation 

Inclusive Leadership 8 Leaders encourage participation 

but communication can improve 

Leadership positively 

influences inclusion 

Fair Promotion 

Practices 

6 Promotions largely merit-based 

but transparency could increase 

Moderate fairness 

perception 

Psychological Safety 7 Employees comfortable sharing 

ideas within teams 

Strong team-level safety 

Representation in 

Leadership 

5 Need for improved diversity at 

senior levels 

Structural improvement 

required 

Communication 

Gaps 

6 DEI initiatives not consistently 

communicated 

Awareness gap exists 

Training & 

Development 

4 Limited structured DEI training 

programs 

Improvement 

opportunity 

 

4.10.2 INTERPRETATION OF QUALITATIVE THEMES 

1. Inclusive Leadership 

Most participants acknowledged that managers promote participation and openness. Employees reported 

feeling respected during team discussions. However, some respondents highlighted the need for stronger 

cross-departmental communication from senior leadership. 

2. Fair Promotion Practices 

While many employees believed promotions were merit-based, a few expressed concerns regarding 

transparency in evaluation criteria. This aligns with the moderate mean scores observed in quantitative 

fairness perception. 

3. Psychological Safety 
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Interview responses indicated that employees generally feel safe within immediate teams. However, 

comfort levels may vary across departments. This supports quantitative findings showing moderate to 

strong psychological safety indicators. 

4. Representation in Leadership 

Some respondents emphasized the need for improved diversity at senior leadership levels. This theme 

aligns with survey results where leadership representation received comparatively lower mean scores. 

5. Communication Gaps 

Several participants mentioned that while DEI policies exist, communication could be more structured and 

regular. This reinforces the awareness data showing neutral responses regarding DEI training and visibility. 

6. Training and Development 

Interviewees suggested implementing structured DEI workshops and leadership development programs 

to enhance awareness and fairness. 

 

4.10.3 INTEGRATION OF QUANTITATIVE AND QUALITATIVE FINDINGS 

The qualitative findings largely support quantitative results: 

• Strong interpersonal respect and inclusion 

• Moderate transparency and structural fairness 

• Psychological safety present but improvable 

• Leadership influence significant 

The interviews add depth by explaining why certain survey scores were moderate rather than strongly 

positive. They highlight the importance of improving transparency, leadership representation, and formal 

training initiatives. 

 

Chapter 4 analyzed primary data through statistical and thematic techniques. The results confirm a strong 

positive relationship between DEI frameworks and organizational climate. Hypothesis testing validated all 

proposed hypotheses. Qualitative insights provided contextual understanding and highlighted areas 

requiring improvement. 

 

The next chapter will present key findings, managerial implications, recommendations, and overall 

conclusions of the study. 

 

4.11 SECONDARY DATA ANALYSIS 
In addition to primary data collected through surveys and interviews, secondary data was analyzed to 

strengthen the research findings and provide contextual validation. Secondary data includes organizational 

documents, internal policy statements, HR manuals, diversity reports (where accessible), and published 

academic research related to Diversity, Equity, and Inclusion (DEI) and organizational climate. The purpose 

of secondary data analysis is to compare theoretical insights and documented organizational practices 

with the empirical findings derived from primary data. 
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Secondary data helps in establishing whether the DEI frameworks implemented at Zeta align with 

recognized best practices in HRM and whether documented policies correspond with employee 

perceptions identified in earlier sections. 

 

4.11.1 REVIEW OF ORGANIZATIONAL DEI POLICY FRAMEWORK 

The organization’s HR policy documents and internal communication materials indicate a structured 

commitment to diversity and inclusion. Key components identified in secondary documentation include: 

• Equal Employment Opportunity policy 

• Anti-discrimination and anti-harassment guidelines 

• Inclusive hiring statements 

• Flexible work arrangements 

• Leadership commitment to diversity representation 

• Employee grievance redressal mechanism 

These policies demonstrate that the organization has formally articulated DEI commitments. However, 

policy presence alone does not ensure effectiveness. Comparing these documented frameworks with 

primary survey findings reveals important insights. 

 

Survey results in Section 4.3 indicated relatively high awareness levels (mean scores between 3.5–3.8). 

This suggests that policy communication mechanisms are functioning to a moderate degree. However, 

training participation received lower scores (mean = 3.33), indicating that while policies exist, structured 

engagement programs may require strengthening. 

 

4.11.2 COMPARATIVE ANALYSIS WITH INDUSTRY BEST PRACTICES 

Secondary literature on DEI implementation in technology and fintech organizations highlights the 

following best practices: 

• Data-driven diversity metrics tracking 

• Transparent promotion criteria 

• Structured bias-awareness training 

• Mentorship and sponsorship programs 

• Leadership accountability linked to diversity targets 

• Regular climate surveys 

When comparing these best practices with internal documentation, the organization demonstrates 

alignment in areas such as inclusive hiring statements and equal opportunity policies. However, formalized 

reporting mechanisms and measurable diversity metrics were not prominently evident in the reviewed 

documents. 

 

This gap aligns with primary findings where employees expressed moderate perceptions of transparency 

in promotion and leadership representation (mean = 3.11–3.45). Secondary data suggests that while 

policies exist, measurement and accountability mechanisms could be enhanced to strengthen 

implementation credibility. 

 



58 
 

4.11.3 ANALYSIS OF WORKFORCE REPRESENTATION TRENDS 

Secondary organizational data indicates a growing effort to improve workforce diversity, particularly in 

early-career hiring and graduate recruitment programs. Recruitment materials emphasize inclusive culture 

and equal opportunity. Gender representation appears stronger in mid-level roles compared to senior 

leadership positions. 

 

This observation corresponds with primary survey responses where representation in leadership received 

comparatively lower agreement levels. Interview participants also highlighted the need for improved 

diversity at senior levels. 

 

Therefore, secondary workforce data supports primary findings, reinforcing the conclusion that structural 

diversity at leadership levels requires focused attention. 

 

4.11.4 ALIGNMENT BETWEEN POLICY INTENT AND EMPLOYEE PERCEPTION 

To systematically evaluate alignment, the following comparative table is presented. 

Table 4.17 Secondary Data vs Primary Perception Comparison 

Policy Dimension Secondary Data Evidence Primary Data Finding Alignment 

Level 

Equal Opportunity 

Policy 

Clearly documented Moderate fairness perception 

(Mean = 3.43) 

Partial 

Alignment 

Leadership 

Commitment 

Public diversity 

statements 

Moderate trust (Mean = 3.58) Moderate 

Alignment 

Inclusive 

Communication 

Diversity messaging 

visible 

Awareness high (Mean = 3.64 

overall) 

Strong 

Alignment 

Training & 

Development 

Limited structured 

documentation 

Training score lower (Mean = 

3.33) 

Weak 

Alignment 

Leadership 

Representation 

Limited diversity at senior 

levels 

Representation score low 

(Mean = 3.11) 

Weak 

Alignment 

 

INTERPRETATION 

The comparison reveals that while policy intent is clearly articulated, practical implementation varies 

across dimensions. Communication and awareness show stronger alignment, whereas leadership diversity 

and structured training demonstrate weaker alignment. 

 

This suggests that the organization has established a strong conceptual foundation for DEI but may benefit 

from deeper structural integration and measurable accountability. 

 

4.11.5 INTEGRATION WITH ACADEMIC LITERATURE 

Academic secondary sources consistently emphasize that DEI effectiveness depends on three pillars: 

1. Policy Design 

2. Leadership Commitment 
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3. Employee Perception and Climate 

The secondary review confirms that the organization has established policy design structures. However, 

the transition from policy to consistent behavioral practice requires leadership modeling and transparent 

systems. 

 

Research in organizational behavior highlights that inclusion becomes embedded when leadership 

accountability mechanisms are tied to performance evaluations and diversity targets. Secondary 

documentation reviewed in this study does not indicate formalized accountability metrics linked to DEI 

goals. 

 

This insight helps explain why fairness and transparency scores in primary data remain moderate rather 

than strongly positive. 

 

4.11.6 TREND ANALYSIS FROM INDUSTRY REPORTS 

Industry-level secondary reports on fintech workforce trends indicate: 

• Increasing emphasis on gender diversity hiring 

• Rising demand for inclusive employer branding 

• Growing awareness of psychological safety in innovation teams 

• Challenges in maintaining diversity during rapid organizational scaling 

These industry trends provide contextual support for the study findings. Fintech organizations often 

experience rapid growth, which may prioritize operational expansion over structured DEI monitoring. The 

moderate transparency and collaboration scores observed in primary data may reflect such scaling 

challenges. 

 

4.11.7 OVERALL SECONDARY DATA INTERPRETATION 

The analysis of secondary data reveals: 

• Strong formal commitment to DEI at policy level 

• Visible communication of diversity values 

• Moderate structural integration into performance systems 

• Limited documentation of measurable diversity accountability 

• Representation gaps at senior leadership levels 

Secondary evidence largely supports primary findings. There is consistency between documented policies 

and employee awareness levels. However, perception gaps exist regarding fairness transparency and 

leadership representation. 

 

The combined analysis strengthens the reliability of research findings by validating that employee 

perceptions are grounded in observable organizational practices rather than isolated experiences. 
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4.11.8 CONCLUSION OF SECONDARY DATA ANALYSIS 

Secondary data analysis confirms that the organization has established a structured DEI foundation aligned 

with contemporary HR practices. However, the findings also indicate opportunities for strengthening: 

• Leadership diversity representation 

• Structured DEI training programs 

• Transparent promotion criteria 

• Measurable accountability mechanisms 

The alignment between secondary documentation and primary survey results reinforces the study’s 

conclusion that DEI frameworks positively influence organizational climate but require deeper systemic 

integration to maximize impact. 
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CHAPTER 5 

FINDINGS, DISCUSSION AND RECOMMENDATIONS 

 

5.1 INTRODUCTION 
This chapter presents a comprehensive summary of the key findings derived from both primary and 

secondary data analysis. The objective of this chapter is to interpret the statistical results, integrate 

qualitative insights, and discuss their implications in relation to the research objectives. The chapter also 

proposes actionable recommendations for strengthening Diversity, Equity, and Inclusion (DEI) frameworks 

within the organization. 

 

The analysis in Chapter 4 confirmed significant relationships between DEI frameworks and organizational 

climate. Chapter 5 synthesizes these findings and connects them to theoretical perspectives discussed 

earlier in the study. 

 

5.2 SUMMARY OF KEY FINDINGS 
Based on quantitative and qualitative analysis, the following major findings emerged: 

 

5.2.1 AWARENESS OF DEI POLICIES 

The study found that general awareness of DEI initiatives is relatively high. Most employees reported being 

familiar with diversity policies and leadership messaging. However, awareness does not necessarily 

translate into deep understanding. Training participation and role-specific clarity regarding DEI policies 

scored moderately lower. 

 

This indicates that while communication exists, structured engagement mechanisms may require 

strengthening. 

 

5.2.2 PERCEPTION OF EQUITY AND FAIRNESS 

Employees perceive moderate fairness in promotion, compensation, and performance evaluation systems. 

While a majority agree that opportunities are merit-based, a notable percentage expressed concerns 

regarding transparency and bias. 

 

The lowest perception score was observed in diversity representation at leadership levels. This suggests 

that structural equity—especially in senior positions—remains an area requiring attention. 

 

5.2.3 INCLUSION AND PSYCHOLOGICAL SAFETY 

Employees generally feel respected and valued within their teams. Interpersonal inclusion appears strong. 

However, deeper psychological safety indicators—such as comfort in challenging ideas or treating mistakes 

as learning opportunities—received moderate scores. 
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This suggests that while relational inclusion exists, risk-taking and open dissent may not be equally 

encouraged across all teams. 

 

5.2.4 ORGANIZATIONAL CLIMATE 

The overall climate index (Mean = 3.64) indicates a moderately positive organizational environment. 

Strengths were observed in: 

• Mutual respect 

• Sense of belonging 

• Engagement and motivation 

Areas requiring improvement include: 

• Transparency in decision-making 

• Cross-department collaboration 

• Perceived fairness in structural processes 

 

5.2.5 CORRELATION AND REGRESSION RESULTS 

Statistical analysis revealed: 

• Strong positive correlation between DEI frameworks and organizational climate (r = 0.72) 

• DEI frameworks explain 52% of variance in climate perception 

• Psychological safety increases explanatory power to 66% when included as a mediator 

• Fairness perception significantly strengthens engagement 

All hypotheses were accepted, confirming the theoretical model. 

 

5.3 DISCUSSION OF FINDINGS 
The findings support established theoretical perspectives discussed in Chapter 2. 

 

5.3.1 ALIGNMENT WITH SOCIAL IDENTITY THEORY 

Employees who perceive inclusive practices demonstrate stronger belonging and engagement. This aligns 

with the idea that individuals derive identity and confidence from valued group membership. 

 

5.3.2 ALIGNMENT WITH EQUITY THEORY 

Moderate fairness scores indicate that equity perception remains critical. Employees continuously 

evaluate fairness in opportunities and rewards. Even minor transparency gaps influence overall climate 

perception. 

 

5.3.3 PSYCHOLOGICAL SAFETY AS A MEDIATOR 

The regression results clearly indicate that psychological safety strengthens the impact of DEI frameworks 

on organizational climate. This supports organizational behavior literature emphasizing that inclusive 

leadership behaviors foster learning and innovation. 

 

In fintech settings where innovation is essential, psychological safety becomes a strategic advantage. 
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5.3.4 POLICY VS PRACTICE GAP 

Secondary data analysis highlighted that while policies are clearly articulated, implementation depth 

varies. This gap explains why awareness scores are stronger than fairness and representation scores. 

The organization demonstrates conceptual commitment to DEI but may benefit from strengthening 

structural accountability and measurable metrics. 

 

5.4 MANAGERIAL IMPLICATIONS 
The findings carry important implications for HR leaders and senior management. 

 

5.4.1 STRENGTHENING LEADERSHIP ACCOUNTABILITY 

Leadership behavior strongly influences climate perception. Management should: 

• Integrate DEI metrics into performance evaluation of managers 

• Promote diverse representation in leadership pipelines 

• Enhance communication transparency 

 

5.4.2 ENHANCING STRUCTURED TRAINING PROGRAMS 

Survey results indicate lower participation in formal DEI training. Structured workshops focusing on: 

• Unconscious bias 

• Inclusive leadership 

• Psychological safety 

• Cultural intelligence 

can strengthen practical implementation. 

 

5.4.3 IMPROVING TRANSPARENCY IN PROMOTION AND COMPENSATION 

Moderate fairness perception suggests the need for clearer communication regarding: 

• Promotion criteria 

• Performance evaluation standards 

• Growth pathways 

Transparent systems reduce uncertainty and strengthen trust. 

 

5.4.4 INSTITUTIONALIZING FEEDBACK MECHANISMS 

Regular climate surveys, anonymous feedback channels, and open forums can help monitor DEI 

effectiveness and reduce perception gaps. 

 

5.4.5 ENHANCING LEADERSHIP REPRESENTATION 

Efforts to improve diversity at senior levels can reinforce credibility of DEI commitments. Structured 

mentorship and sponsorship programs may help develop diverse leadership pipelines. 
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5.5 PRACTICAL RECOMMENDATIONS 
Based on findings, the following structured recommendations are proposed: 

1. Establish measurable DEI performance indicators linked to HR dashboards. 

2. Conduct quarterly inclusion climate assessments. 

3. Implement mandatory inclusive leadership training. 

4. Introduce mentorship programs targeting underrepresented groups. 

5. Increase transparency in internal communication related to promotions and rewards. 

6. Encourage cross-functional collaboration initiatives to improve departmental integration. 

 

5.6 CONTRIBUTION OF THE STUDY 
This research contributes to academic and practical understanding in several ways: 

• Provides empirical evidence within an Indian fintech context 

• Integrates quantitative and qualitative data 

• Validates the mediating role of psychological safety 

• Demonstrates measurable impact of DEI on organizational climate 

The study bridges the gap between theoretical frameworks and real-world organizational application. 

 

5.7 CHAPTER SUMMARY 
Chapter 5 presented a comprehensive synthesis of findings, connected results with theoretical 

foundations, and provided actionable managerial recommendations. The evidence confirms that DEI 

frameworks significantly influence organizational climate through fairness perception and psychological 

safety. 
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CHAPTER 6 

CONCLUSION AND FUTURE SCOPE 

 

6.1 INTRODUCTION 
This chapter presents the overall conclusion of the study titled “Diversity, Equity, and Inclusion Practices 

and Their Influence on Organizational Climate: Evidence from Zeta”. It summarizes the major insights 

derived from the research, reflects upon the research objectives, and outlines limitations and directions 

for future research. 

 

The study aimed to examine whether structured DEI frameworks influence organizational climate and 

employee perception within a fintech environment. Using a mixed-method approach integrating survey 

data, interviews, and secondary documentation, the research provides empirical validation of the 

relationship between inclusive practices and workplace climate. 

 

6.2 OVERALL CONCLUSION 
The study confirms that Diversity, Equity, and Inclusion frameworks have a significant and measurable 

impact on organizational climate. Statistical findings demonstrated a strong positive relationship between 

DEI initiatives and climate perception. Regression analysis indicated that DEI frameworks explain a 

substantial portion of variance in organizational climate. When psychological safety was introduced as a 

mediating variable, explanatory strength increased further. 

 

The findings suggest that inclusion is not limited to representation. Employees evaluate fairness, 

transparency, leadership behavior, and psychological comfort when forming perceptions about workplace 

climate. Even when policy awareness is strong, moderate gaps in transparency or representation can 

influence overall perception. 

 

The organization under study demonstrates a clear commitment to DEI at the policy level. Employees 

generally feel respected and valued. However, opportunities exist to enhance structural transparency, 

leadership representation, and formal training mechanisms. 

The research validates the theoretical premise that DEI frameworks influence climate through: 

• Fairness perception 

• Inclusive leadership 

• Psychological safety 

• Employee engagement 

These dimensions collectively contribute to a supportive and innovation-friendly organizational 

environment. 

 

 

 



66 
 

6.3 ACHIEVEMENT OF RESEARCH OBJECTIVES 
The objectives outlined in Chapter 1 have been successfully achieved: 

1. Existing DEI initiatives were examined through primary and secondary analysis. 

2. Employee awareness and perception levels were measured and interpreted. 

3. Statistical relationships between DEI frameworks and organizational climate were tested. 

4. Challenges in implementation were identified through qualitative insights. 

5. Practical recommendations were proposed for strengthening inclusive practices. 

 

6.4 MANAGERIAL AND STRATEGIC IMPLICATIONS 
The study emphasizes that DEI should be treated as a strategic business function rather than a compliance 

requirement. For fintech organizations operating in highly competitive markets, inclusive culture enhances 

innovation, retention, and employer branding. 

 

Leadership accountability, transparent systems, and structured feedback mechanisms are essential to 

translate DEI policies into lived experiences. Psychological safety emerged as a critical factor influencing 

organizational climate, highlighting the importance of leadership behavior in sustaining inclusive 

environments. 

 

6.5 LIMITATIONS OF THE STUDY 
Despite its contributions, the study has certain limitations: 

• The research is limited to one organization, which restricts generalizability. 

• The sample size, while adequate for statistical analysis, may not capture all sub-group experiences. 

• The study is cross-sectional and does not measure long-term changes in climate perception. 

• Self-reported data may involve response bias. 

• Access to confidential HR analytics data was limited. 

Acknowledging these limitations ensures transparency and academic integrity. 

 

6.6 FUTURE SCOPE OF RESEARCH 
The present study opens multiple avenues for future research: 

1. Conduct comparative studies across multiple fintech organizations to improve generalizability. 

2. Explore longitudinal studies to measure changes in climate perception over time. 

3. Investigate the role of digital transformation in shaping inclusive work culture. 

4. Examine the impact of DEI frameworks on organizational performance metrics such as productivity 

and profitability. 

5. Analyze generational differences in perception of inclusion and fairness. 

6. Study the relationship between inclusive leadership and employee innovation output. 

Future research may also integrate advanced statistical modeling such as structural equation modeling to 

test mediation effects more comprehensively. 
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6.7 FINAL CONCLUSION 
In conclusion, the research demonstrates that effective Diversity, Equity, and Inclusion frameworks 

significantly enhance organizational climate within fintech settings. Employees who perceive fairness, 

representation, and psychological safety exhibit stronger engagement and belonging. The findings 

reinforce the strategic importance of embedding DEI into organizational systems, leadership behavior, and 

performance management structures. 

 

An inclusive organizational climate is not only a social responsibility but also a competitive advantage in 

knowledge-driven industries. Sustainable organizational growth depends on the ability to create 

environments where diverse perspectives are respected and empowered. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



68 
 

REFERENCES 

 
• Adams, J. S. (1965). Inequity in social exchange. Advances in Experimental Social Psychology, 2, 267–

299. 

• Becker, G. S. (1993). Human Capital: A Theoretical and Empirical Analysis, with Special Reference to 

Education (3rd ed.). University of Chicago Press. 

• Carmeli, A., Reiter-Palmon, R., & Ziv, E. (2010). Inclusive leadership and employee involvement in 

creative tasks in the workplace: The mediating role of psychological safety. Creativity Research 

Journal, 22(3), 250–260. 

• Cox, T. (1993). Cultural Diversity in Organizations: Theory, Research and Practice. Berrett-Koehler 

Publishers. 

• Edmondson, A. (1999). Psychological safety and learning behavior in work teams. Administrative 

Science Quarterly, 44(2), 350–383. 

• Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work. 

Academy of Management Journal, 33(4), 692–724. 

• Schneider, B. (1975). Organizational climates: An essay. Personnel Psychology, 28(4), 447–479. 

• Shore, L. M., Randel, A. E., Chung, B. G., Dean, M. A., Holcombe Ehrhart, K., & Singh, G. (2011). 

Inclusion and diversity in work groups: A review and model for future research. Journal of 

Management, 37(4), 1262–1289. 

• Tajfel, H., & Turner, J. C. (1986). The social identity theory of intergroup behavior. In S. Worchel & W. 

G. Austin (Eds.), Psychology of Intergroup Relations. Nelson-Hall. 

• Thomas, D. A., & Ely, R. J. (1996). Making differences matter: A new paradigm for managing diversity. 

Harvard Business Review, 74(5), 79–90. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



69 
 

ANNEXURE 

 

ANNEXURE – I 
Survey Questionnaire 

Scale Used: 

1 – Strongly Disagree 

2 – Disagree 

3 – Neutral 

4 – Agree 

5 – Strongly Agree 

 

SECTION A: DEMOGRAPHIC INFORMATION 

1. Gender 

☐ Male 

☐ Female 

☐ Prefer not to say 

 

2. Age Group 

☐ 21–30 

☐ 31–40 

☐ 41–50 

☐ Above 50 

 

3. Department 

☐ Engineering/Technology 

☐ Product 

☐ Operations 

☐ HR 

☐ Finance 

☐ Management 

 

4. Years of Experience in Organization 

☐ Less than 1 year 

☐ 1–3 years 

☐ 4–6 years 

☐ More than 6 years 
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SECTION B: AWARENESS OF DEI POLICIES 

Statement 1 2 3 4 5 

I am aware of the organization’s DEI policies. ☐ ☐ ☐ ☐ ☐ 

The organization clearly communicates its diversity initiatives. ☐ ☐ ☐ ☐ ☐ 

I understand how DEI policies apply to my role. ☐ ☐ ☐ ☐ ☐ 

Leadership actively promotes diversity initiatives. ☐ ☐ ☐ ☐ ☐ 

 

SECTION C: PERCEPTION OF EQUITY AND FAIRNESS 

Statement 1 2 3 4 5 

Promotions are based on merit and performance. ☐ ☐ ☐ ☐ ☐ 

Opportunities are equally available to all employees. ☐ ☐ ☐ ☐ ☐ 

Performance evaluations are free from bias. ☐ ☐ ☐ ☐ ☐ 

I believe compensation practices are fair. ☐ ☐ ☐ ☐ ☐ 

 

SECTION D: INCLUSION AND PSYCHOLOGICAL SAFETY 

Statement 1 2 3 4 5 

I feel valued regardless of my background. ☐ ☐ ☐ ☐ ☐ 

I can express my opinions freely without fear. ☐ ☐ ☐ ☐ ☐ 

Diverse viewpoints are encouraged in my team. ☐ ☐ ☐ ☐ ☐ 

My manager supports inclusive participation. ☐ ☐ ☐ ☐ ☐ 

 

SECTION E: ORGANIZATIONAL CLIMATE 

Statement 1 2 3 4 5 

There is mutual respect among team members. ☐ ☐ ☐ ☐ ☐ 

I trust leadership decisions. ☐ ☐ ☐ ☐ ☐ 

Collaboration is strong across departments. ☐ ☐ ☐ ☐ ☐ 

I feel a strong sense of belonging. ☐ ☐ ☐ ☐ ☐ 

Open-Ended Questions 

1. In your opinion, how effective are the current DEI initiatives? 

2. What improvements would you suggest for enhancing inclusion? 
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ANNEXURE – II 
Interview Schedule 

Purpose: To gain deeper insights into employee experiences regarding DEI and organizational climate. 

1. How would you describe the inclusiveness of your work environment? 

2. Can you share an experience where you felt included or excluded? 

3. How does leadership communicate diversity values? 

4. Do you believe opportunities for growth are equitable? Why or why not? 

5. How comfortable do you feel raising concerns or new ideas? 

6. What challenges exist in implementing DEI policies effectively? 

7. What recommendations would you provide to improve DEI practices? 

 


