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ABSTRACT

Among the opportunities arising from workforce dsity is the application of a pool of diverse ideasated by
the several backgrounds and viewpoints of employBgscombining the numerous approaches and poiftgiew,
the directors can tap this new source of innovatamd put it into execution. A diverse workplaceoafgovides
administrations with a broader range of keys fdrikahds of difficulties. The variety of specifitelats and experiences in a
varied workplace provides directors with more fléi thoughts, which can help the corporate adaptch@anging

marketplaces and customer demands.

The variability of viewpoints offered by differgr@rsonnel can prove to be a treasured source afghts for new
products and services. A broader range of prodacig services, in turn, will allow industries to rhélee wants of many
clients and do this more efficiently, while alsoetiveg their own tactic needs. A workplace that iegdks the diversity in
society will deliver the employer with a better argtanding of its customers and permit it to offerre adequate services.
Furthermore, a pool of abilities and skills createttianks to workplace multiplicity, will make itgirable to reach

customers in more marketplaces around the worldteid the corporate on its way to globalization.
KEYWORDS: Cultural Diversity, Workplace Culture, Cross CukiiSkill Creation

INTRODUCTION

The term "diversity" is used generally to refemtany demographic elements, including, but not &ahito color,
religion, race, gender, disability, national origéexual orientation, education, age, geographgimrand skill features.
‘Diversity’ refers to human attributes that arenfrgour own and from those of groups to which yolobg.Each person is

diverse from another in some way or the other Aatiforms a part of their cultural diversity.

The phrase ‘Cultural Diversity’ means a range dfedént societies and humanities or people witedint
heritages, beliefs and ethnicities all living anteirelating together. The clothes we wear, theienuse listen and the food
we eat have all been influenced by different celsurAs groups of people worked and lived togetttery developed
distinguishing cultures. Together the cultureshef world create a rich and varied tapestry. Theltiag cultural diversity
expands choices, nurtures a variety of skills, huralues, and worldviews and provides wisdom frbm past to inform

the future. Cultural diversity is a driving foroar fsustainable development for countries, commesyitand individuals.
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Why is Cultural Diversity Important?

Culture is the source with which we evaluate eveng around us; it is the eye through which we athers and
others see us; we evaluate what is normal or abalpproper or improper, through our culture. If a® engrossed in a
culture that is unlike our own we may experiencltuce shock and become confused when we come imitact with
anessentially different culture. People obviouste their own culture as the standard to judge ath#ures; however,
a passing decision could reach a level where pdmgien to distinguish against others whose “wayseifig” are different
than their own—basically, we tend to fear that vahiee do not understand. One individual has to wtded that if his or

her culture is unique, the other has the samenigelind we should respect that feeling and sentiwfegsich other.

Cultural diversity is important because our schpalsrkplaces, and a country increasingly consisvarious
racial, cultural and ethnic groups. We can leaomfrone another, but first, we must have a levelraferstanding about
each other in order to ease cooperation and colsiba. Learning about other cultures helps us tstded different
perspectives within the world in which we live, amelps disperse negative stereotypes and pers@asaishabout different

groups.
Workplace Diversity

Workplace diversity is a multi-faceted thought thantinues to change as more businesses move ®waajibbal
market.Most people hold the confidence that evamndin being is of equal value, entitled to the saights and
opportunities, without regard to gender, disahiliage or race.This essential faith has led to obmrig management
practices. A diverse workplace is winning increaapgreciation among companies as one vibrant eleafezompeting
positively in the present and the future. Managlivgrsity is vital to unlocking its benefits, buatiling to do so can be fatal
to the achievement of the business. In the mosteutile sense the organization of diversity is siress' response to
quick ethnic and sociological changes. Internatliyersity management implies providing an environtnehere all
personnel feels that the association is flexibld amicious about fluctuations happening in the ldianarketplaces.
The hard fact is, however, that dissimilaritiessexXor workers within administrations due to steyping and defined
thoughts about one based on gender, cultural srigiace, religious or cultural origins, and ageysital or mental
boundaries.

Elements of Diversity

Interactions of Elements of Diversity

Figure 1
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* Age
e Race
 Gender

»  Sexual Orientation
» Physical Abilities
* Parental Status
* Education
e Geographic Location
* Religious Beliefs
» Military Experience
* Class/Income
»  Ethnicity
Theories for Cross Cultural Communication

The main theories of cross-cultural communicato® based on the work is done looking at valuesdifices
between diverse cultures, especially the works dvidd T. Hall, Richard D. Lewis,Geert Hofstede,
and Fons Trompenaars. Clifford Geertz was alsordribaitor to this field. Also, Jussi V. Koivistosodel of a cultural

crossing in internationally operating organizatiexpands from this base of research.

These theories have been applied to a varietywafrsé communication theories and settings, inctudjeneral
business and administration and marketing. Theve laéso been several successful educational psoyelcich focus on

the practical applications of these theories irssfeultural circumstances.
Edward Hall Theory

Hall describes culture as a set of behavioral rgéésed during the socialization process which mieitee the way
in which individuals perceive their environment arsgg verbal and nonverbal communication. He divagtures into two

kinds, according to its framework and they areddisved:

» High-Context Culture: Here context rather than content is of importafkaaver legal papers are used in these

cultures.

* Low-Context Culture: With clear and explicit messages in which writterords transmit most of the

information. Legal papers are considered vital.operand the USA are examples of these cultures.
Hofstede Theory

Hofstede theory can be well-defined as the collectincoding of the mind, which differentiates thsaxiates of

one group or category of people from another. higoty is based on the assumption that countriebearompared with
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each other. Hofstede's work established a maj@arek tradition in cross-cultural psychology and h&so been drawn
upon by researchers and consultants in many freldting to international business and communicatioremains to be a
major source in cross-cultural fields. It has emaged a number of other major cross-cultural studié values,

as well as research on other aspects of valuels,asusocial opinions.
Fons Trompenaars Theory

Trompenaars is more concerned with the conceptitdrally relative meaning at the individual levef study,
later describing seven magnitudes of values, wreskmble well with national variances. He identifieven fundamental

magnitudes of culture, which are:
e Universalism v particularism
* Individualism v collectivism
* Neutral v affective
» Specific v diffuse
» Achievement v ascription
e Sequential v synchronous
* Internal v external control

RESEARCH: MANAGING DIVERSITY AT WORKPLACE

Problem Statement

What is cultural diversity in the workplace? Cuéiuefers to the customs, traditions, and valuetdfiact the

way anaffiliate of a group typically observes, médates, thinks, performs, and makes decisions.

What does Cultural capability or competence impiyiief, it is the skill to interact effectively ith people from
diverse cultures. This skill depends on aconsciessrof one's own cultural worldview, informationaboother social

practices and worldviews, tolerant attitudes towardltural variances, and multiethnic skills.

The more diverse cultures work together, the manbtu@al ability training is vital to avoid diffictiles.
This dissertation is to do a research on “How camkiin resource directors or managers efficientlyagardiversity in the

multinational firm?”

Aim/ Purpose of the Study
» To study how human resource managers effectivelyag@ a group of different culture people
e To analyze and understand the kind of effective mamication within the work
e To understand how the manager influences teamfenpesince and motivates them

e To study how the manager helps a group of diffecetfiured people to learn and develop themselves taam

and get good results from them
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Methodology

The research design used will be the descriptiseareh design because this study is concerneddestbribing
how the managers’ deal with the people of differmnitures and what according to them is the mdstc#ye strategy to

make them work as a team.

The data are collected through oral face to faterviews with various managers and service leddsgous

teams working in Deloitte Hyderabad.

LITERATURE REVIEW
Article 1
Diversity Management is the Key to Growth: Make itAuthentic

Diversity management is the key to growth in todafjercely competitive global marketplace.No longan
America’s corporations hide behind their lack oftaral intelligence.Organizations that seek glomalkket relevancy must
embrace diversity — in how they think, act and wate. Diversity can no longer just be about making numbers,
but rather how an organization treats its peoplihemtically down to the roots of its business mddefoday’'s new

workplace, diversity management is a time-senshivginess imperative.

To better understand this fast-changing terraireached out to three notable diversity executivepieneers
within their respective industries — to share tlmsights and perspectives regarding the futurdiwdrsity and some of the

new best practices that will allow diversity to ypk more strategic role in cultivating sustaindtlsiness growth:
» Dr. Rohini Anand, Chief Diversity Officer, Sodexo
* Ron Glover, Chief Diversity Officer, IBM
» Kathy Hannan, National Managing Partner, Diver&it€orporate Responsibility, KPMG LLP

Make it Real or Lose Your Authenticity

Corporate leaders pay lip service to diversity, they don't really live it.Diversity is more tharmgloyee
demographics and support for a few non-profits.¥an’t buy diversity, and organizations that congiria embrace this
approach will tarnish their brand.America is chaggiand the new population carefully evaluates boyanizations relate
to it. If you are not authentic, consumers and eygxs will begin to question the authenticity aeddership of your

organization.

As Rohini Anand says, “The traditional represeptatiperspective originated from the Civil Right era.
This will never go away entirely.However, diversityust go beyond this mentality.At Sodexo, diverstyembedded in
our brand.The Sodexo brand is synonymous with ditseThough the Sodexo brand is not a known constimnand,
diversity, leadership defines our brand — it'saddbut talent.Diversity is about responding to teeds of our clients in a

holistic way.

And Kathy Hannan adds, “Companies must take a letegm strategic approach to engage diverse
talent. Companies must define their role in the globarketplace.The train has left the station.Ya@aymot be where you

want to be with your diversity strategy, but yowdeo get started!”
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By Forbes, 2011

Web URL: http://www.forbes.com/sites/glennllopis/2011/06di8érsity-management-is-the-key-to-growth-

make-it-authentic/

Avrticle 2

For progressive organizations seeking financiahdoess and solid growth, workplace diversity idtal ypart of
their commercial decision-making and strategic plag. Today, it is widely recognized that diversisyon every CEQO's

priority list.

Diversity-inclusion in the workplace is a commitnhda recognizing, appreciating and retaining theietg of

characteristics that make individuals unique, irmmosphere that champions individual and collecéighievement.
Workplace Diversity is part of Business Exchangegigested by Tory Clarke.

Web URL: http://bx.businessweek.com/workplace-diversity/

Article 3
Diversity: No Longer Just Black and White

Diversity in the workplace used to hinge upon tineel of responsibility, pay, and respect that omeld receive
based upon the color of skin and ethnicity. Bug¢sthdays, diversity in the workplace has becomehmuare than that.

Most CEO's and executives alike have come to descthat diversity is what often makes for bettesibess.
The More the Merrier

Every one of us comes from a different backgrourith wlifferent experiences that led to differentules
Because of this, each one of us brings somethifigreint to the table. We each bring a different eétskills,

knowledge, and experience that makes up the diyarsus all. It's in this diversity that we candirish as a company.

Instead of everyone in an organization offering shene, general aspect, diversity gives us moreotd with.
People with different backgrounds have differents sef skills or knowledge that can be lent to therkplace.
This gives a company more variety to choose frommit comes to employee results. Understandablycampany can

flourish when it has more resources. The moresttha better.
What's Good for the Goose Is Good for the Marketplae

As it turns out, a diverse population in a compsmyorkforce is not only good for the company bt tharket in
which the company provides for. To be precise,rmpany that is capable of managing a diverse pdpulaf employees
most often attracts a diverse range of customérdoésn't take a strategic planner to know thatrtfoee diverse a

company's customer base is, the better it prospgmspularity and sales.
Diversity Happens in and Out of a Company

And, because diversity is always taking place detsif company walls, this fact addresses anothéabla that
cannot be overlooked. The general public, a compamarket, is forever changing and re-changingtsndiversity.

As an example, one such change grabbed the attawitimost customer service companies in 2000 wiegisies results
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showed that African Americans were no longer tligdat minority. Hispanics had officially moved intads position and
now companies had to plan how to appeal their sesvio and attract this new group that would doteimaa new way,

verse the previous minority majority that marketstgategies had been crafted around in the past.

Web URL: http://www.business-marketing.com/culturaldiveyartcile.php

Each of the articles above implies that businesseay are realizing the need and importance ofsting in
diversity and inclusion. Today, diversity has beeompart of their management practices and alsabiige reasons to
continually challenge the organization and to késgpn going in this highly competitive world. Divéyshas become very
crucial and vital in today’s world because emplsybave to interact with people and client globailying in various
geographic locations belonging to different culsure

Diversity and inclusion are not a negative aspécimmy company; rather they are an opportunityttiercompany.
Today a company cannot progress or succeed or tirérgselves up to the international standardself o not open up
and globalize themselves. And wherever the quesiforglobalization occurs, there comes interactiand networking

with people belonging to different cultures, traatis, mindsets, and generations.

The above articles clearly depict that diversityhia workplace is an opportunity for a company towgand not
just the company but also the individuals to growfg@ssionally and personally. It comes with mangddfiés and negative
aspects too, but if dealt in a proper way and é&ffely the negative effects of diversity are nidld. Some of the benefits
of diversity which the above executives talk about the increase in productivity, creativity ancbllem -solving.
Diversity brings in, different talents; differenki sets wherein people work towards a common gaadl increase
retention and productivity. According to the aboegecutives, diversity helps in attracting and rétej talent.
When a person feels included and appreciated ®omioirk, no matter where he is from the loyalty dhe feeling of
belongingness increases. It propels the organizdtovard to compete in either the internatioglibal world or to

increase its diverse customer base and in tureaserits market share.
Primary Research

Global Talent supports Deloitte and its member ‘Brefforts to be viewed as one of the top orgamnatin the
world for evolving leaders and for providing a wnigtalent experience. Global Leadership and Legraim to provide a
reliable learning experience. The team supportsdéeclopment of the current and next generatiorieatlers and
world-class professionals with deep technical, stdy and professional skills. By leveraging glopabgrams, and new
and existing technologies, build consistent slaitel knowledge across borders, functions, industinea cost-effective

way.

There are several subteams in the global learsiamt i.e. virtual team, reporting and analyticspatent team,
learning operations, etc. On a day to day basis,need to interact with the employees and membensfiacross
worldwide. To study the cultural diversity and tederstand how human resource managers effectivehage a group of

different culture people. This research focusetherfollowing issues that were discussed with marmgnd employees:
» How managers and employees deal with people dadreifft cultures

*  What is the communication within the work
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 How do managers manage diversity and equal opgbesiwithin the service
 How does a manager influence the team performance
* How does he help his team learn and develop
* How does he motivate his team
Views of Various Deloitte Managers and EmployeesoManaging Cultural Diversity at Workplace

“Diversity needs to be seen as an integral path@efusiness plan, essential to successful productsncreased
sales. This is especially true in today's globatketplace, as organizations interact with differenttures and people.
We work on a virtual tool which is used by the eaygles and member firms at Deloitte for learningppse.
| am the manager of the team who works on the lgsifront of the tool. On a daily basis,| and maneéehave to interact
with member firms across the world and they alsit vis twice in a year; so we need to deal witk thiltural diversity
every now and then. It is just not people comirgrfroutside India are culturally diverse, but my oteam is diverse.
| have 8 members of my team and all from differgarrts of India. They have different traditions, ndsets,
ideas, different ways of working, the different eétesponsibilities, some are experienced fewr@sher; so all these also
form diversity. Diversity in a team has its own sétadvantages such as it increases creativitypaoductivity to a very

large extent.

What ideas | or my experienced colleagues might get it, these fresher on my team have it all.
They are fresh out of college and have a very diffestyle off work and have many new ideas whiakenour day to day
activities very simple and accurately. And whentld people from different parts are working hardathieve one goal
not just in one way, but many different creativeysjaproductivity is bound to increase. Someonehanteam is a good

follower and someone has strong leadership slisthis is how the team works thought to be callydiverse.

To keep up the enthusiasm and motivate the teamawe quarterly team outings with our leadership ahthe
team members, we have very frequent team dinner$uaches and we also have a custom of rewardsesagjnition on
the spot for employees performing well as a teaonth& gives a lot of focus on teamwork. Apart frthis, our members
have to converse with people from different cowstriacross the globe, for that we have languagesedas
cross communication trainings, etc., which keepmthgodated and help them to manage with people fidferent

countries.”

“I work in the financial advisory service line aeDitte Services. | have been into the firm for yEars and have
worked with people from varied cultures and backgds. | believe that today, cultural diversity [day very important
role in the businesses and if an organization dasitceed it should clearly understand what tha terplies and how it
should be dealt with. It is just not the role ofrmagers or leads to understand the term but alsedoh employee and
member of the team should understand what it maadghere has to be a necessary contribution éeeny member of

the organization.

New attitudes - are brought to the business by lpelpm diverse cultures. In most other countriesuad the
world time is for building relationships and aneigtal part of getting to know that are considerming business with

before starting a transaction. We provide diversiyning and education to our employees that @aeded in today’s
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global market. Every company needs specific knogdedr language skills where the international jebkers have the
advantage.”

“When we have to address the diversity issues, awe o think what kind of policies, practices, amays of
thinking have differential impacts on different pémin the firm. What organizational changes shdaddnade to meet the
needs of a diverse workforce as well as to maxirtfieepotential of all workers, so that firm canvieell positioned for the
demands of the 21st century? We in Deloitte beli¢wetreat others the way we want to be treated Hemt
But when we consider the same rule from a diverpityspective, it makes us think whether what isdgfar me,
is | the same for everyone. Some gesture or expressay be fine for me, but might not be acceptgdHhe culture.
Hence we train our employees that treat othersviethey want to be treated. This one rule helpangsour firm builds
the relationship and grows as one big family. Hos,twe have multiple levels of cross -culturalirtiags that each
employee of Deloitte has to go through. Therelised stages i.e. foundation, advanced and ma§teeye are different

levels of training for employees at different lesvef positions.”

“I have 4 years of experience in IT industry. Irtgd my career with Deloitte 4 years back when $ wash out of
college. For me corporate life was completely newd a took me quite some time to understand thandition.
But what took me longer to adjust to is the deferpeople. | have been exposed to nearly 5 psojagtast 4 years and
each time | was assigned to | got to meet diffepdple. Each time | had my manager sitting with im¢he same
geographic location as mine,so anytime | had aswyeid would address to him and discuss things kiithfrom my career
prospective, but it so happened twice that my manags an American sitting in United States whohadl to report
directly. When | join a new team, it's a new atmuse and | have new responsibilities. Apart frordanstand my new
work; | need to understand who my manager is, viirad of a person he is and how he likes the worlbéodone.
It is easy to understand a person when we meet thegto face, but a person whom | have never met iave to report
to him, gets challenging sometimes. Every manageecs the work to be done in a different wayolhappened at times
| had made some mistakes unintentionally whicht my colleagues from another culture, but | dickriow about it.
Slowly and gradually | started growing in the fiemd started understanding and dealing with peapta fliverse cultures.
I am really thankful to this organization for prdirig me with the required trainings and coachingfarecross cultural
communication which had helped me deal with pedpten different cultures. And now | enjoy this digdy.
| know about so many places, their cultures, trawlét where | have never been to; but | know itlaleally enjoy working

with different people now since it helps me grow aoly personally but professionally.”
Responses of the Questionnaire

Following are the results of the oral survey conddacross one specific service line in Deloittd &ilowing
are the responses:
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Question 1: Is Working With Different Culture People Easy? How Comfortable are You Dealing With Diverisy?

Diversity Management

60% _~ o

50% |

H Diversity
Management

40%
0%
20%

10%

0%y
Yes No

Figure 2

Most of the managers agree that to work with peopldifferent cultures is easy. About 60% of thenamgers
agreed that it is not really difficult to work witeople of varied cultures. A person just needset@areful and attentive
and know a little bit about other’s culture so adividual does not hurt the other people. 40% efritanagers said they
always have a tough time dealing with people ofedént culture, either the senior leadership or ¢meployees.
The managers had a say that diversity and inclus@ps to build synergy in teams and enhances canation skills
that brings in new attitudes and processes whiakefiteand profit the whole team. They also say tiatelps the

companies build in a diverse customer base andaserthen market share on an international front.

The other 40% of the managers had to say that trerenany issues when working with a diverse waddo
They agree that diversity and inclusion helps td tpe most talented and qualified workforce for thempany,
but also brings many challenges such as commuaitatrrier, opposition to change, implementatiod tiren managing
the diversity. Communication barriers lead to bighpems in the work. The managers had to say samstit happens
that when in the U.S. office of Deloitte, an emm@eyis hired and his first language is not Englisé, might fail to
understand what the manager is trying to say andehthere will be a decrease in productivity. Intsgases, mediators
need to be hired who can translate the languagehendork can be carried out. Sometimes it so happieat people are

not ready to accept the changes surrounding them.
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Question 2: How Effectively a Company Should Followthe Diversity Policy to Stay Competitive with Othe

Organizations?

Effectiveness of Diversity

504 ENot Required

M Very Effectively

i Extremely
Effectively

Figure 3

All the managers believe that the company or thgamization should effectively follow the diversipplicy
because if the diversity management is appropoalg then the business can do wonders across tie gind give others
an edge in the market. In this era of globalizatimmfirm that wants to grow on an internationaielecan escape diversity.
They agree that today diversity and inclusion mworkplace is necessary to create a competitivaary in a globalized

world.

Question3: Have you ever been Offended or Felt Huy Any of Your Coworkers of Different Culture. If Yes, How

did you Deal with I1t?

Bad experiences while dealing with diversity

80%

60% Bad experiences
40% wll.ile l:_lea]ing with

diversity
20%
0% . ."'
Yes No
Figure 4

80% of the responses were no. That means peoplegrdappy and satisfied to work with their conenk who
belong to different cultures. Today ,people areemmuen minded and are ready to learn new cultatesjt new places,
new traditions which helps them get up with theoworkers really well. About 20% of them respondees,y
but all of them mentioned that had a discussiorh Mliteir coworkers on the same and sorted the maitee they
understood the fact that both the people in thiogise belonged to completely opposite sets of celtSo we understand

that people are taking this concept in a reallyuret manner and are dealing with it really well.
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Question 4: Any Comments and Suggestions to Make @irsity Management Much Better in Deloitte?

Diversity
Cross Training
Cuftural
Projects
Inclusion
Initiative

5

Effective Diversity
Management

Figure 5

People responded that they need more frequent azaligral training and also suggested that it widag nice if
they get to meet their coworkers working from diéiet geographic locations. Not always possible,dtillitsome had this
suggestion. Few of the managers also suggesteddabpte should be made to work more and more viftérdnt cultured

people, which will give the practical exposure &etp to manage the diversity in a better way.

Also, there were a few suggestions wherein the eyegls suggested that they would like to have sowelasion
initiatives taken in the company that would just nwtivate the employees, but also change thetudé& and feeling
toward the whole situation and in turn make thenrarloyal towards the company. Many women were @ févor of
having women'’s initiatives being taken up in thenpany for the betterment and ease and motivatioth@ffemale
employees. The initiatives will just make the compa better place to work with and make them femhfortable.

Diversity training was another widely suggestedapt
FINDINGS

Each employee in a diverse workplace possessesaisigengths and weaknesses derived from theinredilih
addition to their individuality. When managed prdpe diversity in the workplace can leverage theesgiths and

complement the weaknesses of each worker to makienghact of the workforce greater than the sunmsoparts.

Another advantage of workplace diversity is the afymity for employees' personal growth. Being esqubto
new ideas, cultures and perspectives can helpithgils to reach out intellectually and gain a adeariew of their
surroundings and their place in the world. Spendimg with culturally diverse co-workers can slovilyeak -down the
subconscious barriers of ethnocentrism and xendphemncouraging employees to be more well-roundethbers of

society.

Between co-workers, diversity can place impediménthe way of effective communication, which caredtly

dampen productivity and the cohesiveness of smallfgs.
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RECOMMENDATIONS

Diversity Training should be provided in every goahat will help succeed in an increasingly diverdebal and
competitive workplace through engaging stories, anllaborative exercises, learners can exploreitfgortance of
diversity and they will understand better how the&an support the organization’s efforts for diversit

Following fundamentals to be covered for all emplesy and managers during diversity training:
» The value and benefits of diversity inclusion
» Dimensions of diversity
» Respectful and inclusive language
* Impact of behavior on others
e Micro-inequities
« Being a diversity ally and owning the culture
» Using internal resources to improve the culture
» Appropriate conflict resolution
» Building productive and respectful working relatstips
» Personal behaviors that can foster inclusion
* Roles and responsibilities
* The business case for diversity
 How to support and advocate for diversity and isdno efforts
» Personal behaviors and biases
» Dealing with reluctant employees
» The importance of diversity training
» Managing conflict and improving team dynamics
e Engaging diverse employees
e Recruiting diverse employees
» Leveraging differences to achieve business objestiv

More crosscultural projects should be initiatedhi@ organizations which will generate opportunif@speople to
work on a global front with people across the wail help them understand the diversity. If a petsas never been
exposed to diversity and is suddenly expected toave in an expected manner, it is not easy foritidévidual.
Every employee in the company should be exposesuth diversity so that his mindset and attitude lbamaltered

accordingly.
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CONCLUSIONS

In conclusion, diversity should not be a program ar initiative within a corporate association.Rathe
diversity should be comprised as the way of doingifiess as an attitude of managing the workforak sarving
customers. When an employer runs a company or imdasson the grounds of inclusion, diversity iscanponent of
everything.It is a thread that is interlaced thioegeryday trade, and is integrated into short-tench long-term thinking.
Once a viewpoint of diversity and inclusion hasrbéié into the minds of the employees working in @mganization,
it must be communicated regularly to the workfoBmnstant strengthening is necessary for a soeibgre all of us are
attacked by so many thoughts, ideas and commengasages each competing for our attention and inatine struggle
with another. As our workforce becomes more vamed as our economy expands to allow the greatenoecic
opportunity for more individual, we must also upggithe volume of our mutual respect for each diesrporate today,
programs come and go, and management prioritih teerthange from one quarter to the next.Diveraitg inclusion
should be combined naturally into the total asd@mia constant and unfailing.This will facilitateuio success as we

encourage diversity to flourish in the workplace.

Once workplace diversity is very well establishbdsinesses must efficiently manage the changeslioigs.
This presents a challenge for many administrati@isllenges in managing workplace diversity camsbom several
reasons, such as taking the wrong approach tongptliversity issues. For example, a company maytgglositive action
policies in an attempt to crack diversity glitchés Positive act is about giving a chance to presigpudisadvantaged
personnel. Hiring based exclusively on race maysobte multiplicity issues. According to Lawrencerizog of Careers,
directors face challenges when new personnel framed backgrounds interact with long-standing erypés.

Many businesses offer training packages to diredtwhelp them efficiently accomplish their newbried sections.
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