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“Diversity has fast become the master key for unchaining the growth lock, for any truly global enterprise to reach stupefying capacities” 
Globalization powered by the information technology revolution throws a hue of possibilities and challenges that did not exist before. This phenomenon has not only made borders porous, but also shrunk the world into what is called a global village. Any nation big or small is increasingly getting affected by the happenings in any other part of the world. 

The tremendous growth in international business in the last two decades propelled by globalization has encouraged an enormous mobility of workforce or rather work around the world than ever before thereby, bridging the distances of geographies. In the process tastes, food habits, cultural productions, consumer goods and consuming habits and political ideas float and wander the almost contour less world without any hindrance. Although globalization has closed down on the physical distance between the people of the world, there is still a wide chasm of cultural differences that is there in the workforce of every global organization. Every organization functions within the cultural system of the society in which it is located and when organizational operations transcend geographical borders the cross cultural environment affects and shapes its organizational culture. 

DIVERSITY DEFINED 

Diversity is “the ways in which we differ as individuals or organizations and the commonalities and similarities that justify and motivate diverse people and entities to work collaboratively together, in order to achieve mutually beneficial outcomes.” Diversity is the variation of social and cultural identities among people existing together in a defined system. 

WORKFORCE DIVERSITY 

An aspect of cultural diversity which refers to looking at differences between people inside the work organization is called workforce diversity. With the advent of globalization in India, having a workforce that closely mirrors the marketplace enables organizations to better understand and serve the needs of an increasingly diverse customer base. A diverse workforce also allows a broader view of the world and to identify issues that truly matter. And the unique perspectives that diverse employees bring to the organization enable creative approaches and innovative solutions for its customers and communities besides helping themselves. 

DIVERSIFIED MARKETS 

Customer is supreme in total business strategy and with business shifting its focus from domestic to global arena the challenges to succeed in business have multiplied. Not that these challenges did not exist for businesses of yester-years, these have become very intense due to diverse markets and global competition. Either we perform (serve diverse market better than competitors) or we perish. The business therefore has to be done differently today keeping eyes and ears open to the diverse markets and global competitors. 

The customer today is better exposed, better informed and hence more demanding. Due to the very exposure, he takes no time to shift his loyalty. This exposure can be half-baked truth. Most of the time, customer really does not understand what he wants. Maybe, he is clear (to a large extent) as to what performance to be expected from the product or service that he is looking for. How, when and at what quantity and cost, are not easily answered questions. Business leaders have to obtain it from the customers with due deliberation. For this purpose, a very detailed and elaborate market research, analysis study, innovations and pro-active actions will be required. 

MANAGING DIVERSITY 

Managing Diversity is the ability to effectively “inspire” people to appropriately do what’s needed, where needed, when needed, and make the most of the resources available. It is an initiative which recognizes the links between effective people management and increased organizational efficiency and productivity. It is about increasing diversity at all levels of the department as well as making the most of the talent inside our organization. 

Managing Diversity – An area of concern or challenge for organizations 

Managing diversity is a pillar for a company that keeps it ahead of its competitors, but just having diversity does not by itself guarantee greater business success nor does it guarantee qualitative social and creativity improvements. Managing diversity is complex because diversity can also act as a potential performance barrier. It is difficult to merge different cognitive styles, attitudes and values, such as those found in teams with diverse members. If not managed effectively, this diversity can create internal processes that slow decision making and keep members from concentrating on the task. 

Theory and research indicate that the presence of diversity in an organization or work group can create obstacles to high performance for several reasons. 

▪ Diversity can reduce the effectiveness of communication 
▪ It may increase conflict among workers 
▪ Compared to more homogeneous work groups, workers in diverse work groups may also experience lower levels of social attraction 
▪ Employees display lower levels of commitment to the group 
▪ In addition, diversity-related effects such as identity harassment and discrimination behaviors can increase organizations’ costs. 
It is also important to keep in mind that diversity goes beyond the concept of people who just look different; it is equally important to think about it in terms of experience bases and backgrounds, and diversity of thought and idea of bringing people into business that will question and challenge what the organization is doing. 
Increasing diversity presents a double-edged sword; hence the challenge of managing diversity is to create conditions that minimize its potential to be a performance barrier while maximizing its potential to enhance organizational performance. 

HOW TO MANAGE DIVERSITY? 

Organizations today are changing their way of doing business to stay ahead in competition and foster growth. Companies undergo a radical process of incorporating various strategies which act as strong pillars in their functioning. 

In order to manage diversity, companies must adopt strong company policies and common vision advocating the benefits of diversity. In order to bring into action the company policy that accompanies the common vision, grass root strategies to manage diversity should be implemented – as follows: 

▪ Provide strong leadership: Companies with exemplary reputations in managing diversity typically have CEOs who champion the cause of diversity. Leadership mean, for instance, taking a strong stand on the need for change and becoming a role model for the behaviors required for the change. 

▪ Assess the situation: The Company must assess the current state of affairs with respect to diversity management. One study found that the most common tools for measuring diversity include equal employment hiring and retention metrics, employee attitude surveys, management and employee evaluation, and focus groups. 

▪ Provide diversity training and education: The most commonly utilized starting point for managing diversity is some type of employee education program. Some may argue that generalized diversity training (in terms, for instance, of getting along with others) is actually backfiring for instance by diminishing participants specific attention to racial relations but not experienced at all organizations. 

▪ Change culture and management systems: Ideally, education programs should be combined with other concrete steps aimed at changing the organizations culture and management systems, for example, change the performance appraisal procedure to emphasize that supervisors will henceforth be appraised based partly on their success in reducing inter-group conflicts. 

▪ Evaluate the diversity management program: Employee attitude surveys must indicate at least some improvement in employees’ attitudes toward diversity. 

MAKING IT HAPPEN (MANAGING DIVERSITY) IN REAL WORLD 

Managing diversity is a journey, not simply a task and therefore there are some key areas that need to be considered: 
▪ Identify and acknowledge the kinds of diversity that are important. 
▪ Work with different stakeholders to understand your own “business case”. 
▪ Communicate what you are doing to employees, customers, clients, investors, funders etc. 
▪ Make sure that people know what diversity means to them and their work. 
▪ Review the impact of your diversity management strategy. 
▪ Develop policies and practices that reflect and implement your commitment to managing diversity. 
▪ Build the support and trust from people inside and outside the organization. 
▪ Learn from others and benchmark what you are doing. 
Above all, make diversity management a living part of an organization. 

LEVERAGING THE BENEFITS OF DIVERSITY: 

Diversity in organizations is a potential value-added resource. In addition to fulfilling organizational values, well-managed diversity can add value to an organization by: 

▪ Improving problem solving and decision making - Diverse groups have a broader and richer base of experience from which it approaches a problem. In addition, diversity enhances critical analysis in decision-making groups and thereby helps in quick and effective decision-making. 

▪ Increasing creativity and innovation - Creativity and innovation can enhance virtually all organizational activities. Process improvement, advertising, product design, and quality improvement are examples of organizational activities for which creativity and innovation are especially vital. Diversity in work teams promotes creativity and innovation, by which diversity is a potential resource to improve these important organizational activities. 

▪ Increasing organizational flexibility - The existence of diversity and the adaptations organizations make to accommodate it should lead to greater flexibility. One way that diversity can make organizations more flexible is through changes in the patterns of employees’ cognitive structures, that is, their typical ways of organizing and responding to information. For example, there is some evidence that women tend to have more tolerance for ambiguity than men—a quality that has been linked to both higher levels of cognitive complexity and the ability to perform ambiguous tasks. Because diversifying the workforce increases the presence of people who speak two or more languages, it indirectly increases flexibility of thought. 

▪ Improving the quality of personnel through better recruitment and retention Given today’s increasingly diverse labour market, organizations that are best at attracting, retaining, and using the skills of diverse workers will enjoy a competitive advantage. 

▪ Improving marketing strategies, especially for organizations that sell products or services to end users - A well-used, diverse workforce can facilitate selling goods and services in the increasingly diverse marketplace in several ways. First, there is a public relations value in being identified as an organization that manages diversity well. Second, marketing efforts may gain from the insights of employees from various cultural backgrounds who can assist organizations in understanding cultural effects on buying decisions and in mapping strategies to respond to them. Third, broadly representative employees can help create strategies to enhance customer relations when working with people from a diversity of cultural backgrounds. 

DIVERSITY – INDIAN CONTEXT 

It is imperative to comprehend the Indian perspective of diversity and its contribution to deciphering the cross – cultural complexity. Managerial functions differ in organizations of various cultures. Culture is seen as a basic variable that would explain these perceived differences in workplace behavior. 

The Indian perspective on life tends to differ most sharply from that of Europe and the US in the value that it accords to the discipline of philosophy. The hierarchical principle of social organization has been central to the conservatism of Indian tradition. India tends to cluster with countries having a high degree of uncertainty avoidance. Indians tend to work with lifelong friends and work performance is more relationship oriented than contractual in nature and would like to minimize risk. Work in the Indian system was not a tool to realize one’s self but a means to fulfill family and caste responsibility. The basic difference in the approach to work creates a situation of cultural conflict that is unique to the Indian business in the global context. 

Indian corporations--which are rapidly attracting worldwide attention in critical areas of business--need to continue breaking free from the nation's "feudal mindset" to become major players in the global economy. Although an explosion in foreign direct investment by Indian firms have thrust Indian business practices into the global spotlight. 

The Indian workplace is no different from global MNCs. Diversity is a major focus for well-known Indian companies like Tata, Infosys, Dr. Reddy’s Laboratory, Wipro etc. On the challenges posed by global uncertainties, including rising fuel and food prices, economic slowdown worldwide and inflationary pressures on the home front, in such a scenario, it is imperative for the management to identify changes correctly in the marketplace and respond rapidly and hence the need of diverse workforce. 

Opportunities and Challenges: 

Indian companies have a need to build a globally diverse work force. As companies expand abroad, they will need people with diverse skill sets and with deep knowledge of doing business in those countries. Employees from home country - say India for example will never be able to match the deep knowledge on Brazilian business by a Brazilian. This makes it essential for companies to hire talent from other countries. Another reason why companies opted to work out of multiple locations and therefore have a diverse workforce was the 9/11 disaster. There would be risk to all assets of the company at one place. There was a need to de-risk from such disasters. The importance of diversity was much felt by Indian Inc. 

The challenge for the companies is to manage this diversity. The company will now have to create an environment that is based on appreciation and respect to different ideas, different points of view, and different organizations. Once a reputation of being "diversity friendly" organization is created, it becomes easier to attract talent from other nations and thus create a perpetually diverse organization. Thus a well managed diverse work force can create new growth opportunities and innovation that the organization had never imagined before. 

“For Indian companies, managing a diverse workforce is no longer a choice but an imperative” 
The importance of introducing measures to show the added value of managing diversity is very clear. But it’s also important to consider the positive and negative impacts that can arise. It’s the ability to manage diversity that makes the difference – not just diversity itself. 
In a nutshell, to derive value from diversity, an organization must do three things: 

▪ Communicate diversity 

▪ Cultivate diversity 

▪ Capitalize on diversity 
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