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ABSTRACT

In this research we will discuss about the diverse workforce of employees and what are the challenges they
face that can impact their productivity, job satisfaction and overall wellbeing. A qualitative analysis about the
employees and problems were discussed. This paper discusses about the types workforce and what are type
of problems faced and what are the best HR Solutions to improve the condition. The paper discusses about
contingent workers—including freelancers, contractors, and temporary workers—face particular difficulties.
Human resources (HR) give employee well-being top priority for numerous reasons. Employees who feel
healthy and who have support often are more productive. They can work more quickly and concentrate
better on their responsibilities. Healthy and content employees are less likely to take sick leave or miss work,
therefore saving the business money and lessening disturbance. Greater Retention Rates: Emphasizing well-
being might result in more job satisfaction, which would lower turnover rates. Workers are more likely to
remain employed with a company that values their welfare. Well-being programs help to increase employee
engagement. Better performance and innovation follow from engaged employees’ greater commitment to their
work and the company. Emphasizing well-being helps to produce a good and encouraging company culture.
This can improve general moral, communication, and teamwork. Companies who give employee well-being
first priority will draw elite talent. Companies who show a dedication to the welfare and pleasure of their
workforce are more likely to attract potential workers. Emphasizing staff well-being will help to guarantee
adherence to health and safety policies, so lowering the risk of legal problems and possible liabilities.
Addressing mental health as part of well-being programs helps employees to lower stress and anxiety, thereby
improving the working conditions. Improved public image results from companies who are perceived as
sympathetic to the welfare of their staff, which can help them down road. Although well-being initiatives could
have upfront expenses, their lower healthcare expenditures, more productivity, and lower turnover rates will

eventually help to pay for itself.
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INTRODUCTION: Decreased Stress-linked disorders: By addressing
mental health and stress, the organisation can reduce
A workforce that is varied consists of workers witha  total health care costs by preventing linked disorders.
wide range of backgrounds and traits. These traits may
differ in terms of colour, ethnicity, gender, age, sexual
orientation, religion, status as a disabled person,
socioeconomic background, level of education, and
cultural background, among other things. A healthy
and effective workforce depends on the well-being of
its employees. Prioritizing well-being can benefit the
company overall and its workforce in a number of

ways. The following are some significant ways that

4. Improved Culture at Work

Good Work Environment: Promoting employee
well-being creates a welcoming workplace where
staff members are treated with respect and feel
appreciated.

Collaboration and Teamwork: Contented workers are
more inclined to work together, which strengthens

worker well-being affects the workforce:

1. Enhanced Performance and Productivity

Health and Energy: Productivity is increased by
employees who are in good physical and mental
health since they are more focused and have more

energy.

Decreased Absenteeism: Employees in better health
are less likely to miss work due to illness, which

guarantees steady productivity and performance.

Enhanced Engagement: Workers are more engaged
and dedicated to their task, which leads to improved

performance, when they feel well-supported.

2. Enhanced Retention of Employees

Job Satisfaction: Workers are happier and less likely
to look for work elsewhere if they believe their health

and well-being are given priority at work.

Loyalty and Commitment: Organisations that make
investments in the welfare of their employees
frequently see increases in the loyalty and

commitment of their workforce.

3. Reduced Medical Expenses

Preventive care: By encouraging wellbeing and good
health, health problems can be identified early and
managed, which lowers the need for costly medical

procedures.
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the bonds and collaboration of the team.

5. Increased Attraction of Talent

Employer branding: Top talent seeks for surroundings
that are encouraging and healthy, and companies that
are known for their dedication to employee well-
being tend to draw in this talent.

Competitive Advantage: Providing well-being
initiatives can help a business stand out from rivals
and attract top talent.

6. Originality and Hands-on Approach

Mental Clarity: Innovative and innovative thinking
are more likely to come from employees who are not
overworked or under stress.

Encouragement to Experiment: Employees who
work in a supportive environment are more likely to
take chances and try new things, which can result in
creative solutions.

7. Increased Contentment with Clients

Positive Interactions: Happy employees are more
likely to interact with consumers in a positive way,
which raises customer satisfaction.

greater Service: Contented staff members frequently
offer greater service, enhancing the general clientele
experience.

For various linked reasons, job happiness is crucial
for companies as well as for employees:

Regarding Staff:
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JOB SATISFACTION

Job satisfaction results in a sense of accomplishment
and fulfilment personally. Contentment with their
work makes employees valuable and recognized, so
improving their general quality of life. Contented
workers have reduced stress and anxiety, which
can improve both their mental and physical
condition. This lessens the possibility of burnout
and long-term medical problems. Job satisfaction
usually corresponds with chances for professional
development. Workers content with their employment
are more likely to seek out more growth and embrace
challenging tasks. Work-Life Balance: Contentment
in the workplace helps one to balance their life.
Contentment in their jobs makes employees more
inclined to properly manage their time and preserve
a good balance between their home life and their
employment.

For Businesses

Higher productivity follows from motivated and
efficient behavior of satisfied personnel. They
are more willing to work hard and extra to satisfy
organizational goals. High work satisfaction lowers
turnover rates by themselves. Happy employees
are less likely to leave, so saving the company the
expenses related to hiring and training new personnel.
Contented employees are more engaged, displaying
more dedication and excitement for their work.
Greater degrees of creativity, ingenuity, and problem-
solving follow from this. Job satisfaction adds to
a good and encouraging working environment. It
improves ties among colleagues, therefore enhancing
teamwork and cooperation. Employees that feel good
about their work are more likely to provide first-rate
customer service. Their good attitude can improve
client experiences, therefore increasing client loyalty
and happiness.

Contented workers typically show lower rates of
absenteeism. Their regularity and punctuality help
to minimize interruptions and preserve flow by
which they operate. Organizations with strong job
satisfaction draw top talent, therefore enhancing
their reputation. One major competitive advantage
in the employment market is a strong reputation as
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a company. Employment satisfaction can generally
result in improved financial performance. A better
bottom line results from improved customer
satisfaction, less turnover, and higher production as
well as from lower turnover. Compliance and Risk
Management: Contented workers are less likely to
disclose concerns or participate in workplace strife,
therefore lowering the risk of legal and compliance
issues. Contented workers are more likely to be
company champions, therefore advancing its values
and goals both inside and outside of the office. This
might improve the brand of the company and draw
more business prospects.

LITERATURE REVIEW

Rahul Baburao Waghmare (2021).“Workforce
Diversity to Foster an Innovation”. Diversity in
the workforce is important for organizations since
it fosters inventive performance in modern ones
by embracing diverse viewpoints and ideas and
increasing productivity and innovation.

Deepu Kumar (2018) “Workforce Diversity and its
Impact on Employee Performance”. Workers with a
variety of backgrounds, including those in education,
religion, and age, make up a diverse workforce.
Effectively handling diversity poses a number of
obstacles as well as opportunities for improving
employee performance within an organization.

Aiman Hasan (2019) “Workforce Diversity: Boon
or Bane to the Organization”. A diverse workforce
has advantages and disadvantages that must be
considered for an organization to succeed. Diversity
may become a great advantage for the company
if it is managed well. Sofia Pérez de Guzmdan
(2023). “Contingent workers’ expectations for a
collective voice: between individualism and the
need for representation”. Faced with obstacles to
traditional union participation, contingent workers
in Italy and Spain indicate needs for social security
and representation; typically preferring individual
decisions over group action.

Stefano Bini(2018) “Contingent work is not
contingent. Which models of regulation for the
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new forms of work”. Contingent workers question
conventional worker protection. Protecting workers’
professionalism in the changing work environment
depends critically on creative regulatory measures
including soft law and corporate social responsibility.
Michael Foley ET AL(2014). “Contingent workers:
Workers’ compensation data analysis strategies and
limitations”. The presence of contingent workers
presents difficulties in ensuring safety and reporting
data accurately, as their different levels of protection
and benefits affect workplace safety incentives and
the ability to monitor injuries accurately in workers’
compensation programs.

M. Ramesh et al(2010). “Job satisfaction and
contributing variables among the bank employees
in cuddalore district, India”. The paper addresses
job satisfaction as the final impression of a person
following a task, which is shaped by the fulfilment
of main demands and compliance with values and
expectations. S. Subhashini et al(2014). “A study on
job satisfaction among spinning mill workers with
special reference to Tirupur district, tamilnadu”.
The paper addresses job satisfaction as a set of
either positive or negative emotions that workers
experience regarding their employment. It has bearing
on workers’ sense of success and accomplishment,
output, and personal well-being as well as their The
study centres on job satisfaction among Tirupur
District, Tamilnadu, spinning mill workers.

Dr. Pechetty Svr Babu(2022). “Job satisfaction as a
function of self-efficacy and personal strain among
high school teachers in Chittoor district of Andhra
Pradesh state of India”. Job satisfaction is perceived
to be directly linked to productivity and personal
well-being, and it is influenced by self-efficacy and
personal strain among high school teachers. S. Joseph
Xavieretal(2012). “Astudy on job satisfaction among
the academicians across the self financing arts and
science colleges in Tiruchirappalli, south Tamilnadu,
India”. Job satisfaction among academicians in self-
financing arts and science colleges in Tiruchirappalli,
South Tamil Nadu, India is discussed in this study.
It claims that keeping excellent personnel in the
company depends much on job satisfaction. It does
not, however, include particular information or
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conclusions regarding job happiness among the
academics.

Subramania Bala Jeshurun (2012). “An empirical
study onjobsatisfactionamongemployeesofspinning/
textile mills in Tirunelveli district, Tamilnadu”. The
study addresses employee performance in relation
to the idea of job satisfaction. It says job happiness
is influenced by things including compensation,
promotion, working conditions, and connections with
managers and fellow employees. P. Bhanumathi et al
(2014). “Employee Well-Being and Mental Health”.
Changing employee expectations and job pressure
make employee well-being absolutely important.
Companies have to create customized plans to
handle mental health issues and keep a qualified staff
efficiently.

Ranjit Singha (2024). “Nurturing Employee Well-
Being and Mental Health”. Retention of talent
depends critically on employee well-being. The paper
investigates how mental health affects workplace
dynamics, so providing information for designing
better workplaces and future trend prediction.

WHAT ARE THE TYPE OF WORKFORCES IN
AN ORGANIZATION

Indeed, a wide variety of job categories now make
up the modern workforce. Below is an explanation
of each component:

Employees employed full-time are those who
normally put in a set amount of time at work (around
35 to 40 hours a week) and are frequently eligible
for benefits like paid time off, retirement plans, and
health insurance. Typically, they are regarded as the
backbone of the workforce.

Part-Time Workers: Compared to full-time
employees, these workers usually put in fewer hours.
They provide flexibility to both businesses and
employees, even though they do not always get the
same perks as full-time workers.

Contingent Workers: This group consists of
temporary employees, contractors, and freelancers.
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They don’t have the same job security or benefits as
full-time employees because they are recruited for
certain tasks or for a little time. Without requiring
long-term commitments, this arrangement can offer
organizations flexibility and specialized capabilities.

Digital Workers: These are non-human labourers
who carry out jobs that humans typically complete,
such as robotics and artificial intelligence. They can
do data-driven, repetitive jobs, freeing up human
workers to concentrate on more intricate and creative
work. This combination gives people a range of job
opportunities to fit their needs and lifestyles and
enables firms to be more adaptable and responsive to
market demands.

What are the problems faced by full time workers
and what hr can do about it

Issues That Full-Time Employees Face

*  Work-Life Balance: Stress and burnout can result
from full-time employees’ inability to strike a
balance between their personal and professional
obligations.

* Job Security: In unstable economic times, even
full-time employees may have uncertainty about
their capacity to keep their current jobs.

* Career Growth and Development: Job discontent
and disengagement may result from a lack of
prospects for promotion or professional growth.

*  Workplace Stress: Lack of resources, tight
deadlines, and heavy workloads can all lead to
stress and lower productivity.

* Acknowledgment & Recognition: Feelings of
undervaluation and demotivation can result
from not receiving credit for one’s efforts and
accomplishments.

* Health & Well-Being: Sedentary work settings
and long hours can be detrimental to one’s
physical and mental well-being.

* Insufficient Remuneration: Workers could
perceive themselves as being underpaid or
that their pay is not commensurate with their
contributions and living expenses.

Work Environment: Poor morale, increased
employee turnover, and poor productivity can
result from a toxic or unfavourable work culture.

Volume: 03 | Issue: 02 | December 2024

Prof. Hridayama Dev Varma

HR Resources

* Encourage a work-life balance: Encourage taking
breaks and vacations and provide remote work
choices and flexible work schedules. Make sure
that workloads are reasonable and assist staff in
drawing boundaries between their personal and
professional lives.

* Improve Work Security: Be open and honest in
your communication regarding the company’s
financial situation and future goals. Provide
employees with retraining and upskilling
opportunities to assist them in adjusting to
evolving job demands.

* Encourage Career Development by offering
chances for education, growth as a professional,
and promotion. To assist staff members in
reaching their objectives, provide clear career
pathways and mentorship programmes.

* Control Workplace Stress: Make sure employees
can achieve their goals without experiencing
undue stress by regularly evaluating workloads
and providing the required resources. Provide
mental health services and stress management
programmes.

* Acknowledge and Reward Staff: Put in
place programmes that bring attention to
the accomplishments and contributions of
staff members. Provide incentives based on
accomplishment and cultivate a culture of
gratitude.

* Encourage healthy lives by providing wellness
programmes, gym memberships, and health
screenings in order to promote health and well-
being. Establish a healthy work atmosphere and
provide ergonomic workstations.

*» To guarantee equitable remuneration, it is
imperative to periodically assess and modify
salary packages to guarantee they remain
competitive and accurately account for
employees’ contributions and living expenses.
Provide perks that enhance workers’ financial
security.

* Create a Positive Work Environment: Encourage
a respectful, inclusive, and cooperative
culture. Deal with any toxicity, harassment, or
discrimination issues as soon as possible.
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* HR can help full-time employees have a more
encouraging, effective, and fulfilling work
environment by addressing these frequent
problems.

What are the problems faced by part time
employees workers and what hr can do about it.

Compared to full-time employees, part-time workers
encounter a different set of difficulties. The following
are some typical problems and possible HR fixes:

Issues That Part-Time Workers Face

* Absence of perks: When compared to full-time
employees, part-timers sometimes do not receive
the same perks, like paid time off, retirement
programmes, and health insurance.

* Job Insecurity: Part-time jobs may be more
susceptible to schedule modifications and layoffs,
which could result in unstable and unpredictable
finances.

* Limited Career Advancement: Opportunities
for promotions, professional growth, and career
advancement may be scarcer in part-time
employment.

* Inconsistent Schedules: Part-time workers may
find it challenging to efficiently manage their
time and plan their personal lives due to irregular
work hours and schedule fluctuations.

* Isolation from Full-Time Staff: Part-time
workers could have a sense of exclusion from
the company’s culture and lose out on crucial
announcements, gatherings, and team-building
exercises.

* Perceived Inequity: Compared to full-time
employees, part-timers may feel underappreciated
or experience unequal treatment.

* Insufficient Training: The performance and job
satisfaction of part-time workers may be impacted
by their lack of access to the same training and
development opportunities as full-time workers.

* Restricted Access to Resources: They might not
have as much access to the company’s tools,
resources, or assistance as they would need to do
their tasks well.
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HR RESOURCES

Extend Benefits: Give part-time workers
prorated benefits wherever it is practical. This
could involve contributions to a retirement
plan, compensated time off depending on hours
worked, and partial health care.

Improve Work Security: Draft contracts that are
unambiguous about the duties, responsibilities,
and duration of the work. Offer possibilities
for longer-term or permanent roles to part-time
employees and communicate any prospective
changes in a transparent manner.

Encourage the Development of Careers: Provide
part-time workers with access to programmes
for skill development, career progression,
and training. Promote mentorship and offer
opportunities for full-time role transitions upon
request.

Provide Consistent Scheduling: Make scheduling
procedures more dependable and give workers
adequate notice of their shifts. Take into account
providing flexible work schedules that take into
account workers’ personal obligations.
Incorporate into the Culture of the Company:
Invite part-timers to meetings, events, and team-
building exercises to help them become a part of
the company culture. Make sure they feel included
and have access to company communications.
Encourage Fair Treatment: Make sure that part-
time workers are appreciated and acknowledged
for their contributions in order to promote an
inclusive and equitable work environment.
Respond quickly to any impressions of inequality.
Give Adequate Training: Make certain that
continuing and comprehensive onboarding
training is provided to part-time employees.
Provide them with resources and assistance so
they can be successful in their roles.

Boost Resource Access: Make certain that part-
time workers get the equipment, materials, and
assistance they require to do their duties well.
This can involve having access to office space,
technology, and administrative assistance.

HR may foster a more encouraging and engaging
work environment for part-timers by addressing
these issues, which will increase their job
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satisfaction, output, and retention.

What are the problems faced by contigent workers

and what hr can do about it.

* Unlike full-time and part-time employees,
freelancers,
temporary  workers—face
particular difficulties. The following are some

contingent ~ workers—including
contractors, and

typical problems and possible HR fixes:
» Issues Contingent Workers Face

* Lack of Job Security: Contingent workers
frequently have to make decisions about how
long their jobs will last and what chances they

will have in the future.

* Limited Benefits: Usually, they are not eligible
for paid time off, retirement programmes, or

health insurance.

+ Contingent workers may experience feelings
of exclusion and isolation from team activities,

crucial communications, and company culture.
*  Workload Variations:

and revenue fluctuations.

* job Development: There can be less chances
for training, job progression, and professional

development.

* Value and Recognition: Compared to permanent
may feel
underappreciated or that their efforts are not

employees, contingent workers

valued as highly.

* Access to Resources: It’s possible that they
don’t have as much access to the equipment,
technology, and resources that they need to do

their tasks well.

* Legal and Contractual Issues: Conflicts and
discontent can arise from misinterpretations of
the terms of the contract, payment plans, and

employment expectations.
HR RESOURCES

To improve job security,

based renewals wherever you can.
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Unpredictability and
financial stress can result from varying workloads

give precise and
comprehensive contracts that specify employment
requirements, project schedules, and length. Offer
longer-term agreements or chances for performance-
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Provide Pro-Rated perks: Consider providing pro-
rated access to specific perks, such wellness initiatives,
health insurance, and retirement contributions, for
temporary employees. Promote Inclusion: Involve
contingent employees in team meetings, events, and
communications as a proactive means of assimilating
them into the company culture. Assure them that they
are a valuable member of the group.

As far as possible, try to give employees more
regular work schedules and workloads. Keep lines
of communication open regarding impending
tasks and possible job openings. Encourage Career
Development by giving people access to opportunities
for skill development, professional growth, and
training. Provide networking opportunities and
mentorship to aid in their professional advancement.

Acknowledge efforts: Put in place initiatives to
recognise contingent workers’ efforts. Congratulate
them on their accomplishments and offer constructive
criticism. Ensure Resource Access: Make certain
that contractors get the equipment, software, and
assistance they need to do their duties well. Give them
access to administrative assistance and company
resources.

Make Legal and Contractual Terms Clear: Write
thorough, precise contracts that include payment
conditions, work requirements, and project
deliverables. Keep the lines of communication open
so that any problems or complaints may be quickly
resolved. HR may help contingent workers feel more
supported and satisfied at work by tackling these
issues, which will increase retention, productivity,
and job satisfaction.

What are the problems faced by digital workers
and what hr can do about it.

» Digital workers face particular difficulties that
call for careful HR planning, especially those
who use automation, robotics, and artificial
intelligence. The following are some typical
problems and possible HR fixes:

» Issues Digital Workers Face

» Ethical Concerns: Concerns regarding decision-
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making, privacy, and job displacement are
brought up by the integration of digital workers.
* Job Displacement: Using automation and Al
in the workplace may result in job losses or a
major shift in the responsibilities of jobs held by

humans.

» Skill Gaps: Because of the quick speed at which
technology is developing, workers may need to
constantly refresh their skills in order to stay

employable.

* Combining Human Workers: It can be difficult to
ensure that human and digital workers collaborate

well.

» Data security and privacy are issues that digital
workers must deal with because they handle

sensitive data on a regular basis.

* Dependency on Technology: If technology
malfunctions or is corrupted, an excessive
dependence on digital workers may result in

operational weaknesses.

» Fairness and Bias: Al systems have the potential
to reinforce biases found in their training sets,

producing unfair or discriminating results.

HR RESOURCES

* Handle Ethical Issues: Create precise rules and
regulations to handle moral dilemmas with digital
employees. Talk openly with staff members about
how automation and artificial intelligence will

affect the workforce.

* Reduce Employment Displacement: Put in place
plans to upskill and reskill workers whose jobs
are being automated. In order to assist them in
adjusting to new roles, offer training programmes

and transition support.

* Fill in the Skill Gaps: To assist staff in staying
up to date with technology changes, invest
in programmes for ongoing learning and

workshops,

development. Provide online
certifications, and course access.

* Promote Integration: Encourage a cooperative
work atmosphere where the skills of human and
digital employees can complement one another.
Give instruction on the proper use of automation

and artificial intelligence tools.

* Improve Data Security and Privacy: Put strong

Volume: 03 | Issue: 02 | December 2024

Prof. Hridayama Dev Varma

data security measures in place and make sure
privacy laws are being followed. Educate people
on best practices for data protection.

*  Control Your Dependency on Technology: Create
backup plans in case your technology fails. Make
sure backup plans and protocols are in place to
keep things running smoothly.

* Maintain Fairness and Reduce Bias: Make sure Al
systems are trained on a variety of representative
data sets and conduct regular audits to check for
biases. Create procedures to keep an eye on and
deal with any unjust results.

* HR can foster a more harmonic and balanced
work environment where human and digital
workers may live and prosper by proactively
addressing these issues. This strategy maximizes
the advantages of technology improvements for
the company while also supporting the workforce.

CONCLUSION

HR Strategies to Support Wellness and Health
Programmes for Employee Well-Being: Provide
physical health-promoting initiatives including
fitness centres, wellness challenges, screenings, and
nutrition seminars. Support for Mental Health: Make
counselling services, mental health days, stress-
reduction plans, and mindfulness training accessible.
Work-Life Balance: Promote a good work-life
balance by offering remote work opportunities,
flexible scheduling, and enough paid time off.

A salubrious workplace: Establish a work atmosphere
that supports health by including areas for
relaxation, wholesome food options, and ergonomic
workstations. Acknowledgment and Incentives:
Give staff members credit for their accomplishments
to encourage gratitude and drive. Professional
Development: Provide avenues for people to advance
their careers and fulfil their career aspirations. Open
Communication: Keep the lines of communication
open so that staff members can freely communicate
their concerns and general well-being.

Workplace rules should be inclusive and supportive

of all employees, considering their varied
requirements and experiences. Organisations may
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cultivate a thriving workforce that is engaged,
productive, and devoted by putting employee well-
being first, which will ultimately contribute to the
success of the business as a whole. For several
reasons, job happiness is quite significant among
workers. Contented workers are often more creative.
Higher efficiency and productivity follow from their
drive to do well and take satisfaction in their work.
Employees that are happy with their work are more
likely to remain with their employer over a longer
term. This lowers hiring and training new employee
related expenses as well as attrition rates. Enhanced
employee engagement results from job satisfaction.
Often beyond their minimum job requirements,
engaged employees are more committed in their
work and in the success of the organization.

High job satisfaction adds to a favorable work
environment. Good relationships among satisfied
workers increase their likelihood of improving
teamwork and cooperation by means of their
influence on others. Contented workers are less likely
to be absent from work or take unneeded sick days,
therefore preserving production and lightening the
load on other team members. Employee satisfaction
with their jobs increases their likelihood of offering
better customer service. Their good attitude helps to
raise consumer happiness and experiences. Employee
happiness and satisfaction increase their likelihood of
feeling safe and valuable, thereby motivating them to
be more creative and imaginative in their jobs. Job
satisfaction helps employees to lower their stress.
Reduced stress helps to enhance general well-being
and lower mental and physical health issues, thereby
helping to control healthcare expenses.

High degrees of employee satisfaction usually
translate into improved company reputation. This
can draw elite talent and provide a competitive edge
in the employment scene. Eventually, employment
satisfaction might result in improved corporate
financial success. The bottom line includes decreased
turnover, higher customer satisfaction, more
productivity, and less absenteeism. Beyond corporate
advantages, professional pleasure is crucial for
personal fulfilment. Employees that are content are
more likely to feel successful and driven in their work.

Volume: 03 | Issue: 02 | December 2024

Prof. Hridayama Dev Varma

REFERENCES

1.

10.

11.

12.

Rahul, Baburao, Waghmare. (2021). Workforce

Diversity to Foster an Innovation. doi:
10.4018/978-1-7998-3515-8.CH006
Deepu, Kumar.,, B., H., Suresh. (2018).

Workforce Diversity and its Impact on Employee
Performance. The International Journal of
Management, doi: 10.18843/IJMS/V514(1)/07
Sofia,  Pérez, de, Guzman. (2023).
Contingent workers’ expectations for a
collective  voice: between individualism
and the need for representation. doi:
10.4337/9781802205572.00010

Stefano, Bini. (2018). Contingent work is
not contingent. Which models of regulation
for the new forms of work. doi: 10.20318/
SLLERJ.2018.4432

Michael, Foley., John, W., Ruser., Glenn, Shor.,
Harry, Shuford., Eric, F., Sygnatur. (2014).
Contingent workers: Workers’ compensation
data analysis strategies and limitations. American
Journal of Industrial Medicine, doi: 10.1002/

AJIM.22302
Mujtaba, B. (2007). Workforce diversity
management: Challenges, competencies and

strategies (pp. 207-229). Llumina Press.
Bernard, N. J., Anandan, C. C., & RaviKumar, A.
(2019). Challenges of human resource managers
due to workforce diversity. International Research
Journal of Engineering and Technology, 6(7),
3030-3034.

Saxena, A. (2014). Workforce diversity: A key to
improve productivity. Procedia economics and
finance, 11, 76-85.

McKendall, M. (1994). A course in” work-force
diversity”: Strategies and issues. Journal of
Management Education, 18(4), 407-423.

Myers, V. L., & Dreachslin, J. L. (2007).
Recruitment and retention of a diverse workforce:
Challenges and opportunities. Journal of
Healthcare management, 52(5), 290-298.
D’Netto, B., & Sohal, A. S. (1999). Human
resource practices and workforce diversity: an
empirical assessment. International Journal of
Manpower, 20(8), 530-547

Shaban, A. (2016). Managing and leading a
diverse workforce: One of the main challenges

E-ISSN: 2583-0546



BI ANNUAL JOURNAL SCHOOL OF MANAGEMENT PRESIDENCY UNIVERSITY, BANGALORE

13.

14.

15.

16.

17.

18.

19.

20.

Prof. Sudarshan S

in management. Procedia-Social and Behavioral
Sciences, 230, 76-84.

Okoro, E. A., & Washington, M. C. (2012).
Workforce  diversity and  organizational
communication: Analysis of human capital
performance and productivity. Journal of
Diversity Management (Online), 7(1), 57.
Munjuri, M. G., & Maina, R. M. (2013).
Workforce diversity management and employee
performance in the banking sector in Kenya.
DBA Africa management review, 3(1).

Sauvers, D. A. (1994). Managing workforce
diversity: a challenge for New Zealand business
in the 1990s. Asia Pacific Journal of Human
Resources, 31(3), 44-51.

Findler, L., Wind, L. H., & Barak, M. E. M.
(2007). The challenge of workforce management
in a global society: Modeling the relationship
between diversity, inclusion, organizational
culture, and employee well-being, job satisfaction
and organizational commitment. Administration
in social work, 31(3), 63-94.

Dixit, P., & Bajpai, B. L. (2015). Managing
workforce diversity in competitive environment.
International ~ Journal of Business and
Management Invention (IJBMI) ISSN (Online),
4(1), 1-11.

Pinto, A., & Pinto, P. (2011). Leveraging the
power of differences: Workforce diversity. SCMS
Journal of Indian Management, 8(2), 27.

Childs Jr, J. T. (2005). Managing workforce
diversity at IBM: A global HR topic that has
arrived. Human Resource Management, 44(1),
73-77.

Podsiadlowski, A., Groschke, D., Kogler, M.,
Springer, C., & Van Der Zee, K. (2013). Managing
a culturally diverse workforce: Diversity

Volume: 03 | Issue: 02 | December 2024

48

21.

22.

23.

24.

25.

26.

27.

.
——
=N
GAIN MORE KNOWLEDGE
REACH GREATER HEIGHTS

Prof. Hridayama Dev Varma

perspectives in organizations. International
Journal of Intercultural Relations, 37(2), 159-
175.

M., Ramesh., N., Mallika. (2010). Job satisfaction
and contributing variables among the bank
employees in cuddalore district, india.
Subramania, Bala, Jeshurun. (2012). An empirical
study on job satisfaction among employees
of spinning/textile mills in tirunelveli district,
Tamilnadu. South Asian Journal of Marketing
and Management Research,

S., Joseph, Xavier., D., Sugumar., P., Jeyaraj.
(2012). A study on job satisfaction among the
academicians across the self financing arts and
science colleges in tiruchirappalli, south tamil
nadu, india.

Dr., Pechetty, Svr, Babu. (2022). Job satisfaction
as a function of self-efficacy and personal strain
among high school teachers in chittoor district
of andhra pradesh state of india. International
Journal of Educational Research Review, doi:
10.24331/ijere. 1151874

S., Subhashini., V., Ramanithilagam., M.,
Saranyadevi., S., Keerthana. (2014). A study on
job satisfaction among spinning mill workers with
special reference to tirupur district, tamilnadu.
P., Bhanumathi., P., Keerthi, Chandrika., B.,
Sathish, Babu. (2024). Employee Well-Being
and Mental Health. Advances in human resources
management and organizational development
book series, doi: 10.4018/979-8-3693-1938-3.
ch010

Ranjit, Singha., Surjit, Singha. (2024). Nurturing
Employee Well-Being and Mental Health.
Advances in human resources management and
organizational development book series, doi:
10.4018/979-8-3693-1938-3.ch019

E-ISSN: 2583-0546



