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INTRODUCTION 
The core challenges in of managing diversity in the workplace today. 
In today’s business focused environments it has become increasingly significant for organisations to use workplace diversity to their strategic advantage and for competitive edge. Diversity in the workplace is a ‘people’ factor that accommodates the differences and similarities which people bring to an organisation. Diversity in the workplace focuses on observable attributes such as race/ethnicity, nationality, age, and gender, as well as underlying attributes such as values, skills, knowledge, and cohort membership (Milliken & Martins, 1996). Geographic location, profession, education, parental status are dimensions which can be explored and interpreted to suggests that they can be influential to the identities and perspectives that people bring in contribution to an organisation. Conceptually, diversity is considered to be inclusive of everyone. In many ways, diversity initiatives complement non-discrimination compliance programs by creating the workplace environment and organizational culture for making differences work. Diversity encompasses the sharing of ideas and differences mutual development from those who are not the same, and about creating workplace environments and cultures that encourage learning from others and capture the advantage of diverse perspectives. The objective of this article is to explore how and why ‘Workplace diversity’ has and is playing such an influential and significant role to our increasing global business markets, and the role managers adopt in order to accommodate the change this bring to their organisations. Finally the role that HR plays through diversity management and leadership, in the creation and empowerment of people through organizational aim and objectives. 

In the book, Beyond Race and Gender, R. Roosevelt Thomas defines managing diversity as "a comprehensive managerial process for developing an environment that works for all employees." 
According to Lee Gardenswartz and Anita Rowe, prinicipals of Gardenswartz & Rowe, a California-based diversity consulting and training team, "A broad definition of diversity ranges from personality and work style to all of the visible dimensions such as race, age, ethnicity or gender, to secondary influences such as religion, socioeconomics and education, to work diversities such as management and union, functional level and classification or proximity/distance to headquarters." 
Kandola and Fullerton (1994) define Diversity as “the basic concept of managing diversity accepts that the workforce consists of a diverse population of people. The diversity consists of visible and non visible differences which will include sex, age, background, race, disability, personality and work style. It is founded on the premise that harnessing these differences will create a productive environment in which everyone feels valued, where their talents are being fully utilised, and in which organisational goals are being met” 
CIPD Definition (1993) “the systematic and planned commitment to recruit employees from diverse backgrounds” 
Diversity refers to the characteristics of individuals that shape their identities and the experiences they have in society. Understanding diversity is essential for managers and organisations. The challenge is to achieve a diversity values in society, for reasons of fairness, valuing difference, legal compliance and to gain business advantage. 

The business case for encouraging a diverse workforce has been summarised by John et al (1999) as follows: 

* Greater access to a wider range of individual strengths, experiences and perspectives. 
* A greater understanding of the diverse groups of potential and existing customers represented within the workforce. 
* Better communication with these diverse groups of potential and existing customers (Anderson and Metcalf, 2003, p.1x) 
A reaction to the need to recognize, respect and capitalise on the different backgrounds in our society in terms of race, ethnicity, and gender and could be considered the management of cultural diversity in the workplace. Diverse cultural groups offer different values, styles, and personalities, each of which may help improve the company's competitive position in the marketplace which is heavily promoted by an active approach to managing equality and diversity in the workplace thus boosting business performance and contributing towards achieving business aims and objectives; Rosabeth Moss Kanter, in 'The Change Masters: Corporate Entrepreneurs at Work' (1994) noted that organisations that take diversity seriously produce better financial performance. 
Diversity promises to interject fundamental changes in the workplace. Communication will be at the bedrock of these changes (Barrett, Thomas, & Hocevar 1995). Our expertise in communication will allow us substantial opportunities for making contributions to issues related to diversity in the workplace. The linking of workplace diversity to strategic goals and objectives of an organisation has become more part of the everyday business culture thus managed and monitored and as a result holds management accountable for results. Therefore HR function in implementation of diversity management and leadership to create and empower business culture that fosters a mutual respect, inclusion, knowledge-based environment where each employee has the opportunity to personally develop and meaningfully contribute to the organisation's success through an inclusive corporate culture that encompasses HR's leadership in maximizing the benefits of a diverse workforce in a changing global marketplace. 
As predicted in the landmark study Workforce 2020, rapid technological change, globalization, the demand for skills and education, an aging workforce and greater ethnic diversification in the labour market have forever changed the employment landscape. The definition of diversity extends well beyond the traditional view that once focused primarily on gender and race and reflects the broader perspective of workplace diversity today. The introduction of equalities legislation has resulted in the removal of many inequalities within the workplace as it states Under the Equality Act 2006, the new Commission will be responsible for all UK laws prohibiting workplace discrimination, which in practice puts a duty on employers to ensure that employees and potential employees are not subject to discrimination on grounds of sex, marital status, civil partnership status, trans-gender status, pregnancy/maternity, sexual orientation, race, religion or belief, disability and age. Here are some of the policies and legislation put in place. 
Government Policy & Legislation 
* Sex Discrimination Act (1975) 
* Equal Pay Act (1970) 
* Race Relations Act (1976) 
* Disability Discrimination Act (1995) 
* Rehabilitation of Offenders Act (1974) 
* Human Rights Act (1998) 
* Age, Sexual Orientation, Workforce Diversity 
Advantages of Diversity in Workplace 
* When employees come from diverse backgrounds, they bring individual talents and experiences with them, contributing the businesses growth. 
* Diversities in a working environment add a unique niche to the workplace. There is a special kind of challenge - every individual within the organization feels like putting in extra effort to overcome these individual differences. Such united opinions, in fact, work for the betterment of the company or the institution. 
* Embracing employees with different skills and cultural viewpoints helps in understanding the needs and requirements of the customers, on a global scale. 
* Diversity in workplace leads to a wide variety of viewpoints and business ideas. This helps an organization formulate the best business strategy with its large pool of different ideas and solutions. 

The Manager Interview 
Managing the Challenges of Diversity in Organizations 
* An organisation should keep a check on the perceptual, cultural and language barriers related to diversity and see that they don’t give way to confusion and low team spirit. 
* While working towards managing diversities in organizations, attempts should be made to identify the similarities, instead of looking for the differences. This will help the organization set up the basis for a healthy working environment. 
* Proper steps should be taken to involve every employee while devising and executing diversity initiatives in the workplace. 
* Take polite and sincere interest about the well being and emotional health of the workers. For the smooth running of any institution, it is very essential to keep the ‘human aspect’ in mind. It should be kept in mind that every person has his or her personal life and it is important to value that and give the person some space. 
* Respect and value each person’s contribution, overlooking their differences in opinions and beliefs. 
* An organisation should provide an atmosphere of openness. Employees should never be dissuaded from voicing their opinions and ideas, regarding any matter. 
* Try to create an environment within the institution wherein every person will enjoy working. 
* An organisation should always see that it promotes diversity in managerial and leading positions. 
* Organizations can also arrange training, in order to improve policies and procedures related to diversity 

CONCLUSIONS 
Managing equality and diversity rather than adopting equal opportunity policies can help an organisation to acquire and sustain business competitive advantage in today's highly competitive and dynamic markets. It can open up new business opportunities and improve an organisation's market share. A diversified workforce is able to think things through from a broader range of perspectives and produce a wider range of ideas than a workforce that is not diversified. Hence, actively managing equality and diversity can contribute towards business competitiveness through innovation and creativity. Furthermore, it can contribute to building a larger, diversified customer base by reflecting customers' values, particularly in customer care. Indeed, some customers may be deterred if they perceive the business is failing to reflect their values or care for them satisfactorily. Active management of equality and diversity means that employees are recruited and promoted on merit thus positive discrimination, based on their skills and abilities. Employees in such working environments tend to be more motivated and committed to the business, thus benefiting productivity and achievement of business goals. The business will find it easier to attract and retain staff and decrease staff turnover. On the other hand, if the workplace is associated with inequality, or is perceived as being inequitable, then issues such as absenteeism, higher staff turnover, higher employment costs, and the inability to attract quality employees may become prominent and competitively disadvantage the business. 
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Evidence of directed learning appendix: 
* a completed MCI questionnaire 
* feedback from your ELLI on-line assessment 

* a completed Emotional Intelligence questionnaire 
* feedback from your Belbin on-line questionnaire 
* a SMART PDP 
Strengths: 
Belbin skill roles: 
* Team work - Co-operative, mild, perceptive and diplomatic. Listens, builds, averts friction. 
* Specialist - Single-minded, self-starting, dedicated. Provides knowledge and skills in rare supply. 
* Complete finisher - Painstaking, conscientious, anxious. Searches out errors and omissions. Delivers on time. 

Team work is a valuable skill that I find a great asset and that has been identified with the Belbin skill roles. With reference to (ELLI) changing and learning and critical curiosity, which I are skill I have I feel I agree with that as I enjoy working in diverse situation and different environments as this enables me to gain more transferable skills 

Weaknesses: 
I feel that as a strong character I tend to pay too much attention to detail which may result in me losing sight of the main objective at hand, this can also have an effect on the group dynamics as other team members may just want a continuous work flow which is not prolonged unnecessarily. 
Improvements 
Improvement methods I could use to develop myself include SMART objectives as well as a personal development plan that will both help me to assess myself and seek areas that need improving. 
* S - Specific 
* M – Measurable 
* A – Attainable 
* R – Realistic 
* T – Timed 
As a former college student I believe that experience enabled me to acquire skills that I have been able to use practically in the progress of this course. As a result of the skills I gained at college as it combined both the academic work with a vocational aspect, I have been better prepared to the approach I have taken towards my learning, as this has helped broaden the types of research resources that I can use this bringing broader knowledge range. 
The goals that I aim to set for the future progression on the course are: 
* To improve the structure of my report writing 
* Achieve 5% more in all my online blackboard tests 
* Complete a yearly PDP, to keep up to date with changes and monitor my progress 
* Aim to gain a better grades in my second year 
* Read at least on journal article a month related to the topics I’m learning 
To achieve these goals I can make sure that I attent all my seminars and lectures and play an active role in the class room, but most importantly attempting all the directed learning material issued. I will also organise a file which includes all the material from this year so I can have a source of reference when I need to refresh my mind and learning 
* a transcript of your Manager Interview 
Q:"What is diversity and why is it important?" 
A: diversity is a mixture of different people with different backgrounds, ethnicities and customs working together to achieve a common goal. In the work place it is especially important because diversity helps employees to relate to a wider customer base and helps to create completive working advantage 
Q: Describe a time when you have helped support diversity. 
A: As a manager the main objective of our company is to maintain an equality and diversity in the workplace, so by outsourcing some of our labour to different parts of the world this makes for a more diverse workforce. 
Q: What do you see as the most challenging aspect of a diverse working environment? What steps have you taken to meet this challenge? 
A: Managing different work ethics and business culture, the steps I have taken is introducing training programmes and maintain good work ethic with employees. 
Q: What kinds of experiences have you had working with others with different backgrounds than your own? 
A: 
* More diverse workforce 
* Change in perceptions 
* Added skills and ideas 
* Broadened global knowledge 
Q:What does it mean to have a commitment to diversity and how would you develop and apply your commitment at this company? 
A: 
* Accepting change 
* Continuous development 
* Training 
* Following government policies and legislation 

Q: What have you done to further your knowledge about diversity? Have you included diversity in your professional development? How have you demonstrated what you have learned? 
A: Formed an equality and diversity forum, where all diverse aspects are represented and respected. I have taken the knowledge that I have learned and expressed ideas in board meeting for an agenda for change ad development. 
Q: What kind of leadership efforts would you make to ensure a commitment to the diversity initiative? 
A: 
* Commitment 
* Motivation 
* Loyalty 
* Trustworthiness 
* Attentiveness

