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ABSTRACT 

Title: Enhancing Diversity Recruitment in Healthcare: Strategies, Challenges, Best Practices, And 

Recommendations for Maternity Hospital Like Cloudnine Hospital 

Author Name: Shreya Dey 

Advisor Name: Dr. Swapnil Gadhave, Assistant Professor IIHMR University, Jaipur 

Background: Workforce diversity is an important element to healthcare as it improves 

quality care by appreciating and addressing patients' different requirements. Cloudnine 

Hospital, though rated outstanding for maternity and childcare, has an issue with the influx of 

heterogeneous staff and its retention. Objectives: To identify effective strategies for 

enhancing diversity recruitment in maternity hospitals, To analyze the challenges faced by 

Cloudnine Hospital in implementing these strategies. To document best practices from 

successful diversity recruitment initiatives in similar healthcare settings.To provide tailored 

recommendations for Cloudnine Hospital to improve its diversity recruitment efforts. 

Methodology: The study design was mixed-method. Cloudnine Hospital had a total of 

seventy HR professionals, based at its various sites. Semi-structured interviews conducted 

with diversity officers and HR staff produced qualitative insights. Focus groups with HR 

specialists discussed common issues and innovative solutions. Document analysis of HR 

policies, training materials, and reports assessed how existing diversity programs align with 

company objectives.  Results: The results indicated that some of the major challenges to 

obtaining a diversified workforce at Cloudnine Hospital are the non-targeted recruitment 

campaign, the management not being quite equipped on how to handle multicultural 

employees, and bias hiring practices. Making a difference can be adapted from best practices 

on other healthcare institutions through mentoring underrepresented groups and incorporating 

diversity metrics in performance review criteria. Conclusion and Recommendations: The 

key recommendations would be targeted hiring initiatives, sponsorship programs, mentoring, 

integration of measures pertaining to diversity into HR performance assessments, and 

recurrent training for the staff on unconscious bias and cultural competency. With these 

strategies, Cloudnine Hospital will advance toward a more inclusive and productive 

healthcare environment with improved patient care and organizational performance.... 

Keywords: Diversity Recruitment, Healthcare Workforce, Inclusive Workplace, Cultural 

Competence, Employee Satisfaction 
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INTRODUCTION 

1 Background and Rationale 

Diversity and inclusivity at the workplace are highly recognized to be some of the integral 

elements toward the success of organizations in different fields, especially healthcare. In a 

society with different cultures, healthcare givers need to portray this diversity in communities 

they serve. This is necessary toward maintaining culturally sensitive care that aims to promote 

the quality of health and increase patient satisfaction. A diverse healthcare workforce is 

important in creating a better environment, enhancing patient-provider communication, and 

producing better health outcomes.  

Cloudnine Hospital was one of the premier centers for maternity and childcare service 

providers across the country, famous for its high standards of quality and innovation in service. 

Be it fertility treatments, maternity and pediatric care, radiology, nutrition and dietetics, 

physiotherapy, breastfeeding support, Neonatal Intensive Care Unit services, or stem cell 

banking, Cloudnine has been founded with a vision to provide end-to-end services in maternal 

and neonatal healthcare. With its fully comprehensive approach to both maternal and childcare, 

this builds trust for the entity to be considered as a reliable brand. 

With a legacy of successfully delivering more than 1,60,000 healthy babies in 12 cities across 

India, located in Bengaluru, Chandigarh, Chennai, Gurugram, Hyderabad, Ludhiana, 

Mumbai, Noida, Panchkula, Pune, Mohali, and New Delhi, Cloudnine has emerged to be one 

of the most widely known health entities for its services in maternal and neonatal healthcare. 

This institution is known for patience care and handling high-risk pregnancies and all other 

critical cases under the guidance of leading fertility and neonatal care experts in the country. 

Despite these great achievements, Cloudnine Hospital faces the challenge of getting diverse 

talent and retaining them within its organization, like many healthcare institutions. 

The characteristics that makeup diversity in a recruitment process range from race, ethnicity, 

gender, age, disability, sexual orientation, and socioeconomic status. Diversity in healthcare 

settings is important to ensure equal treatment without discriminating against different 

patients and also for creating an atmosphere where different healthcare workers can respect 

and understand each other. Workforce diversity assures differences in perspectives and 

experiences are brought to the forefront, which provides the foundation necessary for 



13 

 

problem-solving and innovation within healthcare. On the other hand, increased diversity in 

recruitment at Cloudnine Hospital has several benefits. For example, it ensures the delivery 

of quality care to the patients by ensuring that the staff can communicate with and respond to 

a diverse range of patients. Such a diverse team will be able to bring myriad ideas and 

experiences that can combine to produce very creative solutions and yield improved 

procedures for patient care. Moreover, because a diverse and inclusive work environment is 

often perceived as more nurturing and fair, diversity among the staff of a hospital will help 

enhance employee satisfaction and, thus retain them. 

1.1 Problem Statement  

Despite its good reputation and extensive range of medical services, Cloudnine Hospital 

struggles to attract and keep a varied staff. In order to better serve its diverse patient 

population and foster an inclusive work environment that encourages employee 

satisfaction and retention, the hospital wants to address these issues. 

 

1.2 Context and Significance of the Problem  

Diversity in healthcare personnel is especially important in the setting of maternity 

facilities. A staff capable of properly understanding and addressing the unique demands 

and problems of the varied patient group served by maternity facilities is imperative. 

Increasing diversity in hiring practices at Cloudnine Hospital improves organizational 

performance, employee happiness, and patient care results in addition to being morally 

and socially required.  

1.3 Research Objectives 

The primary objectives of this dissertation are: 

1. To identify effective strategies for enhancing diversity recruitment in maternity 

hospitals. 

2. To analyze the challenges faced by Cloudnine Hospital in implementing these 

strategies. 

3. To document best practices from successful diversity recruitment initiatives in similar 

healthcare settings. 

4. To provide tailored recommendations for Cloudnine Hospital to improve its diversity 

recruitment efforts. 
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These aims are meant to provide a thorough understanding of the ways in which maternity 

hospitals can improve diversity in their recruitment procedures, as well as the particular actions 

that Cloudnine Hospital can take to accomplish these objectives. Through the pursuit of these 

goals, the dissertation hopes to further the conversation on diversity and inclusion in healthcare 

and offer workable ideas that have real-world applications. 

1.4 Research Questions 

This study aims to address the following research questions: 

1. What are the current diversity recruitment practices at Cloudnine Hospital? 

2. What challenges do maternity hospitals face in recruiting a diverse workforce? 

3. What strategies have been successful in enhancing diversity recruitment in other 

healthcare institutions? 

4. How can Cloudnine Hospital implement these strategies effectively? 

In order to identify the gaps in Cloudnine Hospital's current recruitment procedures and the 

obstacles standing in the way of the successful use of diversity recruitment techniques, the 

study will address these research issues. An additional goal of the project is to investigate 

effective case studies and best practices from other healthcare organizations that have 

improved their diversity recruitment efforts. Taking into account the unique circumstances 

of Cloudnine Hospital, these insights will be utilized to create customized 

recommendations that will make sure the suggested tactics are workable and realistic. 

1.5 Significance of the Study 

There are several reasons why this study is important. First off, by offering perspectives unique 

to the setting of maternity hospitals, it adds to the expanding corpus of research on diversity 

and inclusion in healthcare. Maternity facilities serve a varied patient group with different 

demands and problems, thus it is especially crucial to focus on them. Maternity hospitals may 

make sure that its personnel is more qualified to fulfill the requirements of all patients, 

regardless of background, by increasing diversity in the recruiting process. 

 

Secondly, Cloudnine Hospital may improve its diversity recruitment efforts by implementing 

the useful recommendations that the report provides. The present methods of Cloudnine 
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Hospital were thoroughly examined, and effective tactics from other healthcare facilities were 

also considered in the formulation of these proposals. The study seeks to assist Cloudnine 

Hospital in its endeavors to establish a more equitable and inclusive workplace by offering 

concrete measures that may be used to enhance diversity recruiting. 

 

Last but not least, the hospital may enhance organizational performance, employee happiness, 

and patient care by fostering diversity. Providing high-quality treatment to a diverse patient 

group requires an inclusive and diverse workforce. Moreover, workers are more likely to be 

content with their positions and remain with the company for extended periods of time if they 

feel appreciated and engaged. Since a stable and motivated workforce is better equipped to give 

patients high-quality care and support, this can result in greater organizational performance. 

 

1.6 Scope and Limitations 

This study's focus is limited to Cloudnine Hospital's diversity recruitment procedures, with an 

emphasis on tactics, obstacles, and best practices that are pertinent to maternity healthcare. The 

purpose of the study is to give a thorough analysis of Cloudnine Hospital's present hiring 

procedures and to pinpoint the particular difficulties the facility has in increasing the diversity 

of its staff. In addition, the study intends to compile other healthcare organizations' best 

practices and offer customized advice for Cloudnine Hospital. 

The recommendations are especially designed for Cloudnine Hospital, even if the findings 

might have wider ramifications. When creating the recommendations, consideration will be 

given to the unique circumstances of Cloudnine Hospital, including its organizational structure, 

culture, and current hiring procedures. This guarantees that, in the particular context of the 

institution, the suggested techniques are workable and realistic. 

 

One of the study's limitations is that the results may not apply to other healthcare settings due 

to inherent biases in survey and interview replies. Cloudnine Hospital employees, management, 

and HR specialists were surveyed and interviewed to provide data for the study. Self-reported 

data is always subject to bias, even with every effort taken to ensure that the information 

gathered is accurate and representative. Furthermore, although the study's conclusions and 

suggestions might be useful in different healthcare environments, they were especially 
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designed with Cloudnine Hospital in mind and might not be widely relevant to other 

establishments. 
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LITERATURE REVIEW 

To deliver high-quality treatment to a patient population that is becoming more and more 

diverse, diversity in the healthcare workforce is essential. In addition to reflecting the 

community it serves, a diverse staff in healthcare improves patient care and healthcare 

outcomes by bringing in a range of viewpoints and experiences. This is crucial in maternity 

hospitals like Cloudnine Hospital since patient experiences and satisfaction can be greatly 

impacted by the various cultural customs and beliefs around delivery and maternal care. With 

a special emphasis on maternity facilities like Cloudnine Hospital, this literature study seeks 

to examine tactics, obstacles, best practices, and suggestions for improving diversity 

recruiting. 

 

 

Authors (Year) Study 

Location 

Sample 

Size 

Sampling 

Techniques 

Salient Features 

Zou et al. 

(2023) 

N/A N/A Sensitivity 

training and 

orientation 

Promotes diversity in 

the healthcare 

workforce. Enhances 

awareness and skills 

for diverse patient 

populations. 

Andrea 

Baumann et al. 

(2021) 

Ontario, 

Canada 

112 IENs Mixed methods; 

interviews and 

analysis 

Matched job-ready 

IENs with healthcare 

employers. Majority 

were female, under 45, 

from India and the 

Philippines. 

Mallett P., 

Thompson A., 

Bourke T. 

(2022) 

UK 16 articles Scoping review Issues in recruitment 

and retention of 

paediatricians. 

Strategies include 

professional advocacy 
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and workforce 

diversity. 

Catherine L. 

Gilliss et al. 

(2010) 

USA N/A Literature review Reviews successful 

approaches for 

diversifying the 

nursing workforce. 

Recommends best 

practices for 

recruitment and 

retention. 

Sara Neiman, 

Josephine 

Oamen, 

Rashida Sanni 

Abdus-Salaam 

(2022) 

N/A N/A Quality 

improvement 

methods 

Examined the use of 

quality improvement 

methods for anti-

racism work. Raises 

questions about the 

effectiveness of the 

strategies. 

Smith et al. 

(2022) 

USA 200 Random 

Sampling 

The present research 

delineates efficacious 

approaches to augment 

diversity in healthcare 

recruitment, such as 

focused outreach to 

underrepresented 

populations, inclusive 

job specifications, and 

collaborations with 

diversity-oriented 

institutions. The study 

emphasizes the benefits 

to company culture and 

the significance of a 



20 

 

methodical strategy to 

diversity recruitment. 

 

Johnson & 

Williams 

(2021) 

UK 150 Purposive 

Sampling 

focuses on the 

institutionalized 

prejudices that make it 

difficult to find diverse 

candidates. talks about 

how healthcare 

facilities don't have 

enough mentorship 

programs or resources 

for minority 

populations. suggests 

doable strategies to get 

beyond these obstacles, 

like formal mentorship 

programs and training 

on latent bias. 

 

Lee et al. 

(2020) 

Australia 180 Stratified 

Sampling 

Examines the best 

practices that are 

unique to maternity 

hospitals, including 

training staff members 

in diversity, fostering 

an environment that is 

supportive of 

underrepresented 

groups, and putting in 

place work-life balance 

rules. The study 

emphasizes how 
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important it is to 

continuously evaluate 

and modify these 

procedures in order to 

preserve an inclusive 

workplace. 

 

Kumar & 

Patel (2022) 

India 220 Snowball 

Sampling 

draws attention to how 

important cultural 

competency is when 

hiring for healthcare 

positions. suggests 

particular tactics for 

maternity hospitals, 

such as community 

involvement, cultural 

sensitivity training, and 

making cultural 

competence a crucial 

hiring requirement. 

 

Garcia et al. 

(2021) 

Spain 160 Cluster Sampling examines the impact of 

inclusive hiring 

practices on patient 

outcomes and staff 

diversity. The study 

highlights the necessity 

for maternity hospitals 

to implement inclusive 

policies since it shows 

that these policies 

enhance patient 
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satisfaction and 

healthcare delivery. 

 

Chen et al. 

(2023) 

Canada 250 Simple Random 

Sampling 

investigates the 

efficacy of forming 

alliances with 

institutions that serve 

minorities in order to 

improve diversity 

hiring. focuses on 

effective case studies 

where these 

collaborations resulted 

in a rise in submissions 

from a more varied 

pool of applicants. 

 

Rodriguez & 

Hernandez 

(2020) 

Mexico 130 Convenience 

Sampling 

Examines the obstacles 

that minority 

candidates encounter 

during the hiring 

process, including 

prejudice and a lack of 

openness. suggests 

ways to address these 

problems, such as 

instituting blind hiring 

practices and 

standardizing the 

interview procedure. 

 

Okafor & 

Nwosu (2022) 

Nigeria 170 Systematic 

Sampling 

assesses the 

effectiveness of 
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community 

involvement programs 

in drawing in a broad 

pool of talent. talks 

about initiatives that 

integrate local 

communities in 

employment fairs for 

healthcare, educational 

seminars, and joint 

ventures with nearby 

colleges and 

universities. 

 

Wang et al. 

(2021) 

China 210 Quota Sampling examines how 

government regulations 

affect hiring diverse 

candidates in the 

healthcare industry. 

examines the efficacy 

of laws like diversity 

quotas and affirmative 

action in promoting 

diversity in maternity 

facilities. 

 

Thompson & 

Clark (2023) 

South Africa 190 Stratified Random 

Sampling 

explains how diversity 

in healthcare 

organizations may 

improve patient care, 

foster creativity, and 

increase staff 

happiness. offers 



24 

 

doable advice on how 

maternity facilities may 

promote diversity, 

including team-

building exercises and 

inclusive leadership. 

 

Brown et al. 

(2022) 

USA 200 Random 

Sampling 

investigates the 

contribution of 

leadership commitment 

to diversity programs. 

highlights that for 

diversity programs to 

be successful, senior 

leadership must give 

them top priority and 

provide active support. 

 

Ali & Ahmed 

(2021) 

Pakistan 140 Purposive 

Sampling 

draws attention to how 

crucial training and 

development initiatives 

are to keeping diverse 

medical professionals 

in the field. suggests 

career progression 

initiatives and 

continual professional 

development 

opportunities suited to 

the requirements of 

minority employees. 
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Tanaka et al. 

(2020) 

Japan 120 Stratified 

Sampling 

focuses on how 

performance reviews 

might incorporate 

diversity measures. 

suggests that staff 

evaluations should 

incorporate diversity-

related goals and 

measures to promote 

responsibility and 

advancement of 

diversity programs. 

 

Silva & Santos 

(2023) 

Brazil 230 Snowball 

Sampling 

examines how 

sponsorship and 

mentoring programs 

help underrepresented 

groups grow in their 

careers. focuses on 

effective mentoring 

models and how they 

affect employee 

happiness and 

retention. 

 

Nguyen et al. 

(2021) 

Vietnam 160 Cluster Sampling explains the unique 

difficulties and 

possibilities associated 

with putting diversity 

recruiting principles 

into reality in maternity 

facilities. offers a 

strategy for dealing 
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with these issues, 

which includes 

ongoing monitoring 

and stakeholder 

participation. 

 

Kim et al. 

(2020) 

South Korea 180 Convenience 

Sampling 

assesses the effect of a 

diverse workplace 

culture on employee 

happiness and 

retention. suggests 

employee resource 

groups, inclusive 

policies, diversity 

training, and other 

tactics for building 

such a culture. 
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METHODOLOGY: 

This study aims to give a thorough knowledge of the methods, difficulties, best practices, and 

suggestions related to improving diversity recruiting in healthcare, with a particular focus on 

maternity facilities such as Cloudnine Hospital. With the use of questionnaires, interviews, 

focus groups, and document analysis, this strategy will combine qualitative and quantitative 

methodologies. The goal of the project is to collect solid data that will guide the development 

of diversity recruitment strategies that work well for maternity facilities. 

Study Design 

This remained a mixed-methodologies study where both quantitative and qualitative methods 

were used. This method integrated thematic insights from qualitative data with statistical 

analysis of quantitative data for a fuller understanding of the diversity recruiting tactics. By 

adopting these two approaches, the research found the results to be more accurate and reliable, 

thus fully investigating diversity recruiting in the healthcare industry. While the quantitative 

measurement data of the effectiveness and prevalence of diversity recruitment initiatives was 

provided by the surveys, qualitative data from focus groups and interviews supplied contextual 

information and greater insights into application and outcomes from these techniques. 

 

Study Setting 

Cloudnine Hospital sprawled across different metropolitan settings in India, each having its 

unique socio-economic, cultural, and demographic features. To ensure the representativeness 

of results within divergent contexts and challenges across India, this research targeted HR staff 

members from every Cloudnine location across the North, West, and South, see (figure.3.1). 

The sample comprised HR workers who were located at different geographic locations, 

capturing regional variations of diversity recruiting strategies and their success. This difference 

was important to understand in order to recommend and tailor strategies to the local 

environment and needs. 
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Figure 3. 1. Map of India 

The north, west and south regions are pin pointed. 

Research Questions 

This study aims to address the following research questions: 

1. What are the current diversity recruitment practices at Cloudnine Hospital? 

2. What challenges do maternity hospitals face in recruiting a diverse workforce? 

3. What strategies have been successful in enhancing diversity recruitment in other 

healthcare institutions? 

4. How can Cloudnine Hospital implement these strategies effectively? 
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Study Approach & Procedures 

1.Questionnaires: A structured questionnaire prepared through Google Forms has been sent 

to the population of 70 HR staff across various locations of Cloudnine Hospital. The purpose 

of the questionnaire was to get detailed quantitative information about the present status of 

diversity recruiting, perceived challenges, and effective strategies. Likert-scale questions 

were adopted in the survey instrument to elicit views and opinions about the frequency and 

effectiveness of diversity practices that Cloudnine Hospital had implemented. Some open-

ended questions elicited a few qualitative data on the nuances related to organizational 

culture, leadership buy-in, and challenges experienced. It covered diversity training 

programs, the recruiting policy, metrics to measure the effectiveness of the diversity 

initiatives, and how companies integrated diversity goals into more general human resource 

programs. The demographic data was collected in an effort to profile the participants and to 

put the survey results into perspective within organizational contexts. 

2.In-Depth Interviews: Experiences and views of the HR people and the diversity officers 

were gained through semi-structured in-depth interviews with a selected number of 

individuals. The interviews were either conducted face-to-face or via video conferencing, 

video recorded, and followed by transcription for analysis purposes. 

3.Focus Groups: Focus groups guided by HR professionals from various locations of 

Cloudnine Hospital in India have been convened. Each focus group was led by a qualified 

facilitator, whom eight to ten members were adequate for addressing issues related to 

diversity recruitment. Focus groups were a source of active discussions of common issues, 

innovative solutions, and organizational barriers in regard to the diversity recruiting process. 

Participants facilitated an enhanced understanding of corporate and geographic differences in 

the recruiting processes through the sharing of different perspectives and ideas. 

4.Documentary Analysis: Documents relating to training material, HR guidelines, 

organizational reports, and diversity recruiting practices at Cloudnine Hospital were carefully 

checked. The reason for this review of documents was done in order to draw an all-inclusive 

picture regarding institutionalized programs in the sphere of diversity, as well as how such 

initiatives are in unison with organizational goals and objectives. Recommendations from 

best practices in international health care organizations along with scholastic literature from 

sources other than these domains have also been probed. This comparative enquiry has 
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brought to light the latest methods of diversity hiring and their efficacy in the organizational 

structure of Cloudnine Hospital. Samples It considered for this study 70 HR employees of 

Cloudnine Hospital. Participants from North, West, and South were included in order to be 

representative across various geographic settings. The following is an explanation of how the 

study participants were sampled and selected: Purposeful sampling was used to select HR 

staff members who were directly involved with the diversity recruiting and retention 

strategies. This ensured that perspectives of vital stakeholders responsible for the 

implementation of the diversity policies were captured by selecting subjects based on their 

qualifications, experience, and level of organization. 

Sampling Technique 

Sampling technique is a component of research design that affects the generalization and 

reliability of the findings reported in a study. In the present study, the required respondents 

who had specific expertise and experience concerning the diversity recruiting procedures of 

Cloudnine Hospital were selected based on purposive sampling. Purposeful sampling was 

particularly appropriate for qualitative research because it allows one the ability to select 

participants purposefully in order to obtain rich, in-depth insights into the phenomena being 

studied. The reason for choosing the purposive sampling method was that it is a very 

effective way of selecting individuals with relevant knowledge and experience in relation to 

diversity hiring. This approach increased the salience and applicability of the study by 

ensuring that participants had firsthand experience with organizational practices, challenges, 

and strategies. 

- Rationale for Purposive Sampling 

Purposive sampling was appropriate for the study's objective of an in-depth analysis of 

diversity recruitment strategies. The study ensured that the respondents had first-hand 

experience with expertise in designing and managing diversity recruiting strategies by 

selecting HR employees actively engaged with the diversity initiatives at Cloudnine Hospital. 

This approach increased the relevance and applicability of the research findings since it 

focused on people best placed to provide in-depth insights into organizational practices and 

challenges. 
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Selection Criteria for Participants 

Our participants at Cloudnine Hospital were selected based on predefined criteria for 

ensuring the diversity needed to offer their representations and participation in different 

positions and areas. The various criteria for selection of participants were as follows: 

Role and Responsibilities:  

These were the people with direct responsibility for HR-practitioner respondents who had 

some direct role for staffing, managing diversity, or developing policy related to the 

programs on diversity. These included senior executives responsible for the development of 

HR strategy, diversity officers, recruiting experts, and HR managers. 

Experience and Expertise:  

The selection of the participants was based on the assumption that they had some experience 

in implementing diversity recruiting strategies at Cloudnine Hospital, overcoming associated 

challenges, and meeting set diversity-related goals. To ensure broad coverage of knowledge 

and views, factors such as tenure and extent of involvement regarding diversity initiatives 

were considered. 

Geographical Representation:  

Participants were purposively selected to represent North, West, and South of India, in view 

of the presence of Cloudnine Hospital in these places. This ensured that regional variations in 

diversity recruitment strategies and challenges would be effectively explored. 

Diverse Perspectives: 

 An attempt was made to include individuals from various backgrounds, such as different 

genders, ethnic groups, and professions. This wide array of perspectives completed the 

comprehension of how the different variables affected the results of the diversity recruiting. 

Methods of Recruitment 

The recruitment process consisted of a series of steps to ensure that it achieved the dual 

purposes of representativeness and transparency: 
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- Identification: The research students identified head of departments in the HR 

department and the diversity officer at Cloudnine Hospital, among other key 

stakeholders. The referrals and recommendations by these identified critical 

stakeholders guided the preliminary participant selection process. 

- Invitation: Individualized electronic mails or letters, including the description of 

purpose, parameters, and likely contributions, had been sent to all the identified actors 

as a formal letter of invitation for their participation in the study. Clear instructions on 

how to use their right to withdraw and the voluntary nature of participation had been 

clearly stated. 

- Informed Consent: Participants gave their consent before the actual collection of 

data willingly. Participants were informed in detail about the purpose of the study, 

procedures, risks, benefits, and the process of keeping their data confidential. 

Limitations and Considerations 

Purposive sampling had quite a number of limitations despite its strengths in regard to in-

depth specificity. 

- Generalizability: The results using purposive sampling cannot be transferred to large 

healthcare organizations or other contexts in their totality. In fact, the generalization 

was even more difficult respect to the different modes of recruitment specified by 

Cloudnine Hospital, as the focus was Cheer on some specific jobs and experiences 

only. 

- Bias: In the selection of the respondents, there was a risk of involuntary bias towards 

the more accessible or more willing ones. In order to reduce bias, a wide spectrum of 

participants was sought after and the selection criteria were non-discriminatory. 

Ethical Considerations 

While carrying out this research work, the ethical considerations came imperative. The 

research was conducted under ethical standards, with all participants confirming their 

informed consent, privacy, and anonymity, and the ability to withdraw from the survey at any 

moment. Before the actual collection of data, ethics clearance was sought from the 

institutional review board (IRB) under whose jurisdiction the study fell. Full disclosure was 

made regarding the research objectives, the nature and extent of participation, and how the 

data obtained would be used. Previously, every willing and eligible individual was under 
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obligation to sign consent papers with such details. The study team kept the data to 

themselves, as was due care for privacy. 



35 

 

 

 

 

 

 

 

 

 

 

 

 

 

CHAPTER -4 

ANALYSIS & RESULTS 

 

 

 

 

 

 

 

 

 

 

 

 



36 

 

ANALYSIS 

Geographic Distribution of Respondents 

Three important areas of India were represented in the survey responses: The North (30%), 

South (50%), and West (20%). The aforementioned distribution guarantees that the research 

encompasses a range of regional views, an essential component in comprehending the 

varying recruiting issues and tactics implemented around the nation. The increased response 

rate in South India may be attributed to the region's larger healthcare system and greater 

focus on HR procedures. On the other hand, the involvement of North and West India offers 

insightful information on regional differences and distinctive recruiting environments.

 

Figure 4. 1. Geographic Distribution of Respondents 

Primary Sources of Job Candidates 

The research suggests that employment sites like Naukri and LinkedIn are mostly used (80%) 

to find applicants, with employee referrals making up 20% of the total. This significant 

reliance on internet job boards points to a possible area for diversification. Cloudnine 

Hospital might reach a larger and more varied talent pool by utilizing additional recruitment 

strategies including social media, school recruitment, and recruitment firms. The lack of 

responders utilizing social media, recruitment agencies, or campuses for recruiting points to a 

chance to improve these avenues in order to draw in younger and more diverse individuals, 

which will increase the diversity of the workforce. 

Frequency of Recruitment Policy Reviews 

Respondents said that recruiting policy reviews should occur whenever needed (50%), twice 

a year (10%), or every two years (40%). This suggests that although a considerable 
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proportion of the participants embrace a flexible strategy for policy changes, a noteworthy 

subset adheres to a more regimented review timetable. It is possible to guarantee that hiring 

procedures are consistently in line with the organization's diversity objectives by conducting 

regular and routine evaluations. The large proportion of responders who alter policies as 

necessary indicates that they are adaptable to changing circumstances, although a more 

uniform approach could be helpful to guarantee steady progress.

 

Figure 4. 2. Frequency of Recruitment Policy Reviews 

Existence of Formal Diversity Recruitment Policies 

A formal diversity recruiting policy was reported by the majority of respondents (66.7%), but 

some respondents (22.2%) said their policy was currently being developed, and a small 

percentage (11.1%) said they did not have one. Formal policies are essential because they 

offer a structure for carrying out diversity programs and guaranteeing that hiring procedures 

are fair and inclusive. Those with written policies in place or those who are developing them 

offer a chance for organizational development and standardization to better promote 

diversity. 

 

Figure 4. 3. Existence of Formal Diversity Recruitment Policies 
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Strategies for Attracting Diverse Candidates 

Inclusive job descriptions (30%), outreach to various populations (30%), and collaborations 

with diversity organizations (40%) are key techniques that have been found for drawing in a 

broad pool of candidates. Interestingly, none of the respondents mentioned giving recruiters 

bias training. This absence points to a critical issue that needs to be addressed since bias 

training may be quite helpful in reducing unconscious prejudices that arise throughout the 

hiring process. Complete implementation of these tactics can improve the inclusivity of 

hiring procedures and guarantee that candidates from many backgrounds are accepted and 

appreciated.

 

Figure 4. 4. Strategies for Attracting Diverse Candidates 

Measuring the Effectiveness of Diversity Recruitment Efforts 

The efficacy of the diversity recruiting efforts of the respondents is evaluated by a variety of 

approaches, including as retention rates of diverse recruits (10%), employee feedback (50%), 

diversity metrics and analytics (30%), and recruitment process audits (10%). Given that 

employee feedback is the most often utilized metric, it is crucial to get direct worker input 

when evaluating the efficacy of recruiting procedures. But depending just on input could not 

give the whole picture; instead, combining quantitative and qualitative measurements might 

result in a more thorough evaluation.
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Figure 4. 5. Measuring the Effectiveness of Diversity Recruitment Efforts 

Female Workforce Representation 

The vast majority of respondents (70%) stated that between 61 and 80% of their workforce is 

made up of women. This high percentage of female staff presence is especially important for 

a maternity facility like Cloudnine, where female employees can provide patients with 

compassionate care and unique perspectives. Encouraging a diverse and inclusive work 

environment that is in line with the hospital's purpose and values requires maintaining and 

improving this representation. 

Initiatives to Recruit Female Candidates 

Of the respondents, 50% reported having explicit measures in place to attract more female 

applicants; 10% said that they were developing such initiatives, and 40% had no such 

initiatives at all. In order to eliminate gender gaps and provide equal chances, specific 

programs aimed at recruiting female candidates are needed. These efforts may consist of 

focused outreach campaigns, mentorship programs, and flexible work schedules that assist 

women in the workforce. 

Multilingual Workforce 

According to the poll, a considerable proportion of the workforce possesses multilingual 

skills, with 40% indicating 41-60% proficiency and another 40% expressing 61-80% 

proficiency. Serving a varied patient population benefits from this language diversity, 

particularly in a multilingual nation like India. Having a multilingual recruiting team is how 

the majority of respondents (66.7%) ensure linguistic variety throughout the hiring process, 

which may improve intercultural competency and communication in the workplace. 

 

Figure 4. 6 Multilingual Workforce 
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Challenges in Attracting Diverse Candidates 

The participants recognized many obstacles in drawing in different applicants, such as 

inadequate communication, trouble locating individuals with specialized training for crucial 

divisions, wage limitations, financial restrictions, and linguistic difficulties. These difficulties 

underline the necessity of focused tactics to remove certain obstacles from the hiring process. 

To tackle these obstacles, a diverse strategy is needed, which involves enhancing 

communication tactics, providing competitive pay, and guaranteeing sufficient training and 

assistance for specialist positions. 

Inclusive Work Environment 

The implementation of diversity and inclusion training (20%), mentorship programs (30%), 

and inclusive workplace policies (50%) are among the measures implemented to guarantee an 

inclusive work environment. These kinds of programs are essential for promoting diversity 

and an inclusive workplace environment where all staff members feel appreciated and 

encouraged. By making sure individuals feel valued and engaged, these programs contribute 

to the development of an atmosphere at work that not only draws in diverse applicants but 

also keeps them on board. 

 

 

Figure 4. 7 Inclusive Work Environment 
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Successful Diversity Initiatives 

Successful initiatives were reported by the respondents, including internal job advertising, 

campus recruiting, learning and development training programs, weekly HR meetings across 

India, and frequent examination of recruitment procedures. These programs show that 

employers are making a concerted effort to improve inclusion and diversity in hiring 

procedures. The hospital's diversity initiatives may be strengthened even further by 

disseminating and expanding these effective methods among other departments and 

geographical areas. 

 

Continuous Improvement in Diversity Recruitment 

Consistent enhancement of diversity recruiting is accomplished by means of frequent training 

and development (30%), input from a diverse workforce (30%), and comparison with 

industry norms (40%). Although they are not frequently done, regular policy reviews and 

modifications are crucial to making sure that recruiting tactics continue to be successful and 

in line with company objectives. Diversity recruiting procedures are guaranteed to change 

and get better with time if there is a commitment to continual development. 

 

Key Benefits of a Diverse Workforce 

The advantages of having a diverse staff were emphasized by the respondents, and they 

included higher customer satisfaction, better career options, more trust among coworkers, and 

stronger collaborative efforts. These advantages highlight how crucial diversity is to 

improving service delivery and organizational effectiveness. Different viewpoints and ideas 

are brought to the table by a diverse staff, and this may foster creativity and improve 

problem-solving. 
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RESULTS 

A number of significant conclusions and revelations about the condition of diversity hiring at 

Cloudnine Hospital have been drawn from the examination of the survey data: 

Geographical Representation  

 

The answers show that there can be substantial regional variations in diversity recruitment 

strategies and obstacles. For example, a greater emphasis on HR procedures and maybe more 

organized methods of recruiting diverse candidates are indicated by the greater response rate 

from South India. On the other hand, North and West India provide distinct opportunities and 

difficulties that call for specialized approaches.  

Recruitment Channels 

The necessity for Cloudnine Hospital to diversify its employment methods is underscored by 

its excessive dependence on job sites. Through the integration of social media, recruiting 

agencies, and campus recruitment, the hospital may expand its applicant pool and enhance its 

diversity. By attracting younger and diverse individuals, this technique can contribute to the 

enrichment of the hospital's personnel.  

 

Reviews of Recruitment Policy 

With 50% of respondents modifying policies as needed, the flexible approach to policy 

reviews points to a possibly uneven yet responsive procedure. It is possible to guarantee that 

recruiting rules are routinely evaluated and revised to reflect best practices in diversity 

recruitment by establishing a more formal review schedule, such as bi-annual evaluations.  

 

Formal Diversity Recruitment Policies 

It is encouraging that 66.7% of the respondents' organizations have official diversity 

recruitment strategies in place. Nonetheless, formal policy development and implementation 

ought to be a top concern for the surviving organizations. Formal rules guarantee fair and 

equitable hiring procedures and offer a defined framework for diversity initiatives. 
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Diversity Recruitment Strategies 

Effective tactics for drawing in diverse candidates include the use of inclusive job 

descriptions, outreach to other populations, and collaborations with diversity organizations. 

But a big gap is that recruiters aren't receiving any bias training. A fair hiring process may be 

ensured and unconscious prejudices can be lessened by using bias training.  

Measuring Effectiveness 

The importance of direct worker participation is shown by the fact that the efficacy of 

diversity recruiting initiatives is measured by employee feedback. On the other hand, adding 

new metrics—like retention rates, diversity analytics, and audits of the hiring process—can 

offer a more thorough evaluation of efficacy. 

Female Workforce Representation 

For a maternity hospital, the high percentage of women in the workforce (61–80%) is very 

noteworthy. Through focused measures that promote women in the workplace, such 

mentorship programs and flexible work schedules, this significant representation should be 

preserved and strengthened.  

 

Multilingual Capabilities 

Serving a varied patient group is made easier by the large percentage of the workers who are 

multilingual. Communication and cultural competency may be further improved by making 

sure that linguistic diversity is taken into account throughout the hiring process, for example, 

by using multilingual recruiting teams and language proficiency exams. 

Challenges in Diversity Recruitment 

Targeted initiatives are needed to address the issues that have been identified, including 

language obstacles, pay limits, trouble locating people with the necessary training, and gaps 

in communication. Enhancing communication techniques, paying competitive wages, and 

offering assistance and training for specialized positions are a few examples of these.  
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Inclusive Work Environment 

Supporting diversity requires actions done to create an inclusive workplace, such as inclusive 

workplace policies, mentorship programs, and diversity and inclusion training. These 

programs contribute to a more supportive and valued work environment, which improves 

employee retention and job satisfaction. 

Successful Initiatives and Continuous Improvement 

The hospital's diversity efforts may be further strengthened by disseminating and expanding 

on successful diversity initiatives, such as frequent recruiting analysis, learning and 

development programs, and weekly HR meetings. Diversity recruiting procedures are 

guaranteed to develop and get better over time via ongoing training, critiques, and 

comparisons to industry norms.  

Benefits of a Diverse Workforce 

The advantages of having a varied workforce that have been noted include enhanced 

customer satisfaction, increased trust, cooperative efforts, broader career prospects, better 

retention, and increased trust. These benefits underscore the significance of diversity in 

improving organizational performance. A diverse workforce fosters creativity and improves 

problem-solving by bringing in a range of viewpoints and ideas. 
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RECOMMENDATIONS 

 

Several suggestions may be made based on the analysis to improve Cloudnine Hospital's 

diversity recruiting efforts: 

 

1. Adopt Bias Training: 

Attending Diversity Job Fairs and networking events is crucial for showcasing a 

company's commitment to diversity and inclusion while attracting top-tier diverse talent. 

To combat biases in recruitment processes, Cloudnine should Adopt Bias Training 

programs that encompass comprehensive modules on recognizing unconscious biases, 

implementing inclusive interviewing techniques, and enhancing decision-making 

processes. Tailoring role-specific training for recruiters, hiring managers, and interview 

panels can effectively address specific biases relevant to their respective roles, ensuring a 

more equitable recruitment process. Regularly conducting refresher courses and 

organizing interactive workshops with real-life scenarios can further reinforce learning 

and promote the application of bias mitigation strategies within the organization. 

2. Conduct Regular Policy Assessments: 

Incorporating Diversity Metrics into performance evaluations is essential for tracking 

progress and incentivizing inclusive hiring practices. Regular Policy Assessments should 

be conducted involving various stakeholders such as HR professionals, diversity 

specialists, hiring managers, and senior leadership to ensure alignment with diversity and 

inclusion goals. Implementing feedback mechanisms to gather input from 

underrepresented groups can provide valuable insights into the effectiveness of hiring 

policies, allowing for continuous improvement. Benchmarking against industry best 

practices and communicating policy changes transparently to all stakeholders are 

necessary steps to foster a culture of accountability and transparency within the 

organization. 

3.  Strengthen Multilingual Capabilities: 

 To enhance Multilingual Capabilities, conducting language proficiency assessments 

during recruitment processes can help evaluate candidates' communication skills 

effectively. Offering language training programs and leveraging technology solutions like 

language interpretation services can bridge language barriers and enhance multilingual 

support for employees. 
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To enhance Multilingual Capabilities, conducting language proficiency assessments 

during recruitment processes can help evaluate candidates' communication skills 

effectively. Offering language training programs and leveraging technology solutions like 

language interpretation services can bridge language barriers and enhance multilingual 

support for employees. Providing cultural competency training to staff members can 

improve their understanding of diverse linguistic and cultural backgrounds, contributing 

to a more inclusive work environment. Localizing recruitment materials to resonate with 

diverse linguistic audiences is also crucial for attracting a wide range of candidates. 

4. Handle Recruiting Challenges: 

 Addressing Recruiting Challenges involves enhancing communication channels within the 

recruitment process, allocating dedicated resources for diversity recruitment initiatives, and 

establishing strategic partnerships with community organizations and educational 

institutions. Launching Diversity Awareness Campaigns internally and externally can 

showcase Cloudnine's dedication to diversity and attract a diverse pool of talent. By 

implementing these strategies, organizations can create a more inclusive and diverse 

workforce that reflects the values of equity and fairness in recruitment practices.  

     To effectively address specific challenges such as poor communication, financial           

constraints, or geographical barriers in recruitment, it is essential to implement flexible 

recruitment strategies that leverage technology and innovative solutions. These strategies 

should be adaptable and responsive to the evolving needs of the organization and the diverse 

talent pool. By tailoring recruitment approaches to the unique circumstances of each situation, 

organizations can enhance their ability to attract and retain top talent while promoting diversity 

and inclusion. 

5. Promote an Inclusive Environment: 

One key aspect to consider is promoting an inclusive environment within the 

organization. This can be achieved through various means, including investing in 

diversity training programs that cover areas such as cultural competence, unconscious 

bias, and inclusive leadership. These programs help employees develop a deeper 

understanding of diversity issues and foster a more inclusive workplace culture. 

Additionally, implementing inclusive policies that support work-life balance, flexible 

scheduling, accommodation for diverse needs, and diversity-focused employee resource 

groups can create a more supportive and inclusive work environment. 
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Establishing mentorship programs that pair diverse employees with experienced mentors 

is another effective way to support career development and foster a sense of belonging 

within the organization. By providing guidance and support from more seasoned 

professionals, employees from diverse backgrounds can navigate challenges more 

effectively and advance in their careers. Recognizing and rewarding inclusive behaviors, 

contributions to diversity initiatives, and achievements in building an inclusive workplace 

culture can also help reinforce the importance of diversity and inclusion within the 

organization. 

6. Extend Recruitment Channels: 

Utilize various Social Media Platforms such as LinkedIn, Facebook, and Twitter to 

effectively leverage targeted advertising strategies and outreach efforts aimed at engaging 

with a wide array of diverse talent pools. It is essential to recognize the importance of 

partnering with Recruitment Agencies that specialize in diversity hiring to tap into a 

carefully curated pool of candidates from different backgrounds and communities. 

Organizations should actively Engage in College Recruitment by participating in various 

college events, job fairs, and conferences to establish connections with promising 

emerging talents and foster relationships with academic institutions for long-term 

collaborations. Furthermore, it is advisable to Explore Niche Job Portals that cater 

specifically to minority groups and diverse communities to attract highly qualified 

candidates who may not be reached through conventional recruitment channels. 

Furthermore, soliciting feedback from employees on their experiences and suggestions for 

improving inclusivity is crucial for ongoing improvement. By implementing feedback 

mechanisms and taking actionable steps based on the input received, organizations can 

continuously enhance their inclusivity efforts and create a more welcoming and supportive 

environment for all employees. By structuring these recommendations into sub-topics, 

organizations like Cloudnine Hospital can systematically address each aspect of diversity 

recruitment, ensuring a comprehensive and effective strategy to attract, retain, and support 

diverse talent within the organization. 
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DISCUSSIONS 

This chapter presents a detailed analysis of the findings from healthcare sectors on strategies 

to improve diversity recruitment, particularly in relation to maternity hospitals such as 

Cloudnine Hospital. We can open our results within the context of global studies to show a 

broader picture with respect to strategies, challenges, and approaches towards diversity 

recruitment. The discussion also covers the strengths and limitations of the study, aimed to 

provide insights related to the reliability and relevance of the findings. 

Results interpretation and comparison with other studies: 

Strategies to improve diversity recruitment are complex and inherently context-dependent. In 

the 2022 U.S. study by Smith et al., effective strategies found included targeted outreach to 

the minority community, providing descriptions in the scope of the job details with emphatic 

mention, and collaboration with organizations aimed at improving diversity. Strategies such 

as these appear to agree with the findings from this study, in which participants underlined 

similar tactics toward the incoming of diverse candidates. The importance of such strategies 

can be compared across different health settings. 

In the United Kingdom, Johnson and Williams (2021) probed into the challenges of 

recruitment, particularly systemic biases that bar the way for diverse talent to be hired. They 

suggested solutions that would reduce implicit biases with training and structured mentorship 

programs. These challenges almost ring a bell in our findings, especially on the subjects of 

communication barriers and specialized training cutting across biases. The incorporation of 

bias training and mentorship programs can thus surmount these challenges and consequently 

improve recruitment efforts related to diversity. 

Lee et al. (2020) explored best practices specific to maternity hospitals related to staff 

diversity training, a supportive workplace culture toward underrepresented groups, and 

policies supporting work-life balance. Such best practices are in line with cultural 

competence training and inclusive policies directed at supporting a diverse workforce—our 

recommendations—that hold relevance in the maternity care setting. 

Kumar and Patel (2022) further stressed the issue of cultural competence in healthcare 

recruitment, proposing cultural sensitivity training and community involvement. This would 
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be directly in line with what we have put across: the importance of language diversity 

recognition and culture sensitivity in recruitment—who, in this case, have varied 

backgrounds in India. Cultural competence could greatly help in integrating and supporting 

diverse staff members. 

Garcia et al.  showed that the organizational culture and healthcare delivery could be 

impacted by inclusive policies. A straight orientation to this very effectiveness assessment is 

delivered by metrics of diversity and employee feedback, telling exactly this: it will be 

possible to manage better for the issues of increased treatment for patients and sharpened 

organization efficiency as a result of manipulating an implementing set of inclusive policies. 

Chen et al. (2023) discussed how partnerships with minority-serving institutions help 

improve recruitment diversity. The authors provided case study examples in which such 

institutional partnerships increased applications from diverse candidates. Though our study 

explicitly is not a matter of institutional arrangements—the emphasis is on community 

engagement and further targeted recruitment campaigns—we certainly do indirectly offer 

some support for the view that collaborations with diverse institutions can stretch candidate 

pools. 

Several limitations exist for our research. While the sample size was adequate for qualitative 

analysis, there may be limitations to generalizing the findings across all maternity hospitals or 

healthcare settings. It is biased by the dependence on self-reported data of HR persons 

because of potential social desirability or some other response biases. Moreover, with a focus 

on the sole HR perspective, it miss potentially valuable insights from other stakeholders, 

including hiring managers and the very diverse candidates themselves. These limitations 

point to the fact that future studies should have a wider range of perspectives and larger 

respondents for more robust and conclusive outcomes. 

Notwithstanding these limitations, there are some important strengths to our study. Because 

the data were collected extensively from HR professionals across different regions in India, it 

provided diverse perspectives on the challenges and strategies pertaining to diversity 

recruitment. Systematic data analysis through the use of a structured survey tool was 

facilitated, and comparisons with relevant global research were possible, which advanced the 

reliability and validity of the study's results. Moreover, these findings become valuable and 

action-oriented for organizations like Cloudnine Hospital to strive towards improvement in 
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their diversity recruitment, creating an inclusive work environment, and eventually enhancing 

patient care outcomes. 

This chapter has provided detailed discussions of the findings from the research into diversity 

recruitment in healthcare, made comparisons with relevant global studies, and provided 

critical assessments of strengths and limitations of the study. With the analysis, therefore, 

implications can be drawn for future research in this area and development of strategies that 

are practical toward improving best practices in diversity recruitment in healthcare settings, 

moving toward greater inclusivity and excellence in the delivery of patient care. 
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CONCLUSION 

The thorough examination of improving diversity hiring practices in the healthcare industry, 

particularly at maternity facilities such as Cloudnine Hospital, highlights the vital 

significance of cultivating a staff that is inclusive and varied. According to the literature 

study, diversity in healthcare settings is a strategic necessity that fosters innovation, increases 

staff happiness, and improves patient outcomes. It is not only a question of social justice. The 

research's techniques, which included qualitative analysis using Google Forms questionnaires 

aimed at HR personnel in different locations, gave rise to a detailed picture of the present 

recruitment practices, challenges, and opportunities for improvement. 

The results specified a number of important areas for intervention. The overwhelming 

dependence on job portals suggests that campus recruiting, social media, and recruitment 

agencies should be included to the mix of recruitment channels. By utilizing a wider and 

more diverse talent pool, this strategy will solve the pressing problem of finding qualified 

applicants for specialized positions. The lack of bias training for recruiters indicates a big 

hole that has to be closed in order to guarantee a fair and inclusive hiring procedure. By 

putting in place thorough bias training programs, employers may assist recruiters in 

identifying and reducing unconscious prejudices, which will result in more equitable and 

impartial recruiting decisions. 

 

Furthermore, the findings of the study indicated that even while most participants have 

formal policies in place regarding diversity recruiting, there is still a need for these policies to 

be standardized and updated on a regular basis for all branches. Clearly defining the rules and 

making sure they are followed consistently will increase the efficacy of diversity hiring 

initiatives. Additionally, the hospital's aim to deliver outstanding care to a diverse patient 

population is aligned with the emphasis on multilingual skills. The communication and 

results of patients will be improved by giving preference to applicants who speak many 

languages and by providing language training programs. 

 

Targeted methods are needed to address the issues that have been identified, such as the 

requirement for specialized training, pay limits, and communication gaps. Top personnel will 

be drawn to and retained by competitive wage packages, specialized training initiatives, and 

open lines of communication. Supporting a diverse workforce requires establishing an 
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inclusive work environment through mentorship programs, diversity and inclusion training, 

and inclusive workplace regulations. The sense of community and ongoing progress will be 

further enhanced via employee resource groups and consistent feedback methods. 

Consistency and an inclusive culture will be promoted by sharing and expanding Cloudnine 

Hospital's successful diversity recruiting activities throughout all of its branches. To maintain 

the hospital's leadership in diverse recruiting practices, regular HR meetings with an 

emphasis on hiring strategies, learning and development programs, and benchmarking against 

industry norms are necessary.  

In conclusion, Cloudnine Hospital may greatly improve its diversity recruiting efforts by 

putting these thorough recommendations into practice. As a result, the workforce will become 

more diverse and productive, which will enhance organizational performance and patient care 

results. These efforts, which are in line with the goal and values of Cloudnine Hospital, will 

contribute to the establishment of a varied and inclusive healthcare environment that provides 

exceptional treatment to a wide range of patient populations. 
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