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ABSTRACT

Diversity Management is not a one time implemeataprogram but a process of systemic organizaticimahge.
Like any other change initiative in the organizatimanaging diversity in the workplace requires dindy a strategy,
creating a tactical plan, being accountable andlempnting and tracking the process against the eteed plan.
Organisational diversity performance depends uporkferce members effectively using their talentsiurcha a cohesive
way as to meet business goals and objectives énwith 'PEOPLE ARE THE ORGANISATION'. This papeghiights
the various dimensions which affect critically inilding the diversity management capability andidtives in Indian
context. First we need to find out the various mdéand organizational dimensions which constithie diversity as
much as the assumptions and beliefs existing abeut. This will determine how well these divergiglicies and plans
work and collaborate with each other. This papés forth the key performance indicators (KPI) aadtérs affecting
diversity management, their comparison and whatis¢e be created to check it's progress. By workir@actively we
can address issues before they become problemssidvemanagement in comparison to its predecessors
(equal opportunity legislation and affirmative actiprograms), is totally proactive and aimed atting an organization
wherein all members contribute and achieve thdlipftential.

Introduction

There are three dimension of diversity at large elgnthe Internal, External and organizational disiens of

Diveristy. These dimensions help us define oursered perceive each others uniqueness far beyorzlture
Primary/ Internal Dimensions

There are 4 main primary or internal dimensionsligérsity which influence our early socializatioropess and
have a sustained influence throughout our life @y€hese are more explicitly visible to others elsefore we open our

mouth and hence when people are stereotyped oa direensions they are less sensitive about it. d hess;

* Gender
* Race

» Ethnicity
* Age
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Secondary/ External dimensions

There are 6 main external dimensions which playrgrortant role in shaping our expectations and ggpees.
They are less visible to others around us, mor@abker in nature and less powerful as we keep omwieng, discarding

and modifying these. But at the same time peopmeare sensitive when stereotyped on the bastestt These are ;
» Education
* Income
» work experiences
e communication style
* Religion
 Language
Organizational Dimensions

The environment within the organization includes thajor organizational dimensions which bringsHatie

benefits realized out of diversity. All employeémsld feel welcome and valued for what they brimghie organization.
* Department
e Geographical Location
e Tenure
* Grade level
KEYWORDS: Diversity, Dimensions, Performance, Tenure, Depanim
INTRODUCTION

Diversity management has three main characterisiticis voluntary; focuses on managing and handlihg
diverse workforce to give competitive advantagetlte company and promotes equal opportunities to Hédince
implementing diversity management can give comgamiecompetitive advantage in areas such as probtduing,

corporate image, and marketing

The Diversity management practices has significagéndian companies which are structured arouadotti
homogenous model diminish their potential and gbib grow and compete in a global marketplacesBhudy portrays
identifying the key factors in diversity managemasta systematic company wide effort based on temipe that for
organizations to survive and thrive there is areieht value in diversity. Diversity management cegate a competitive
advantage in areas such as marketing, problemngphand resource acquisition (Cox, 2001). Therefaligersity
management is not the sole domain of the humanurescdfunction in the organization (as has beencdhse with

affirmative or positive action initiatives) .

Even a marginal decline in the productivity can gatorganization in serious jeopardy of losing sqodion of

the competitive advantage (Loden, 1996).The statesh@ws support from a study (“Mercer's Asia Radifiversity and
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Inclusion Study”, 2012) which reports that 60% bé tparticipating companies in India reported hawingersity and
inclusion strategy at the global and regional lefelvhich around 14.5% had a diversity strateggaaintry level. Among
the 40% companies, who do not have diversity sifeseat their organization, are looking into edsildhg it soon
.Further, the reports states that the top threeedyibehind an Indian organization's diversity amdusion strategy found

were recruitment of talent (70%) employer brand 3éd) and access to untapped talent pool (60%) .

Diversity management in IndisA study of organizations in different ownership rfar and industrial sectors
through an in-depth case study of 24 firms revdadifferences between Western MNCs and Eastens fas well as the
varying views of Indian managers and employeesseneis related to diversity management. The CARSearch 2014
newsletter indicates questions about how companiesucceeding in meeting or surpassing their gpgiversity goals
and how they work with diverse suppliers to deveh@uv business opportunities. HP believes that ardgév workforce
encourages creativity and innovation and has ai@pBiversity and Inclusion leadership Committemhsisting of senior
leaders from all over the world. More so the Gendigersity drive has taken many organizations sasHBM, Kotak
Mahindra, SAP labs etc by storm. In fact Deutchakbaffers a 2% additional fee to a recruiter fomging women

candidates to the bank.

Many corporate giants like, Infosys was the finstlin IT company to establish an office for divigrsaind
inclusivity. Talent diversity is the key to propi#k business growth engines and sustain momen@ognizant, Dell,
Microsoft, Vodafone are working on” second careprd® grammes for women. Major companies like Nikerds MC
Donald and coca cola are going all out to win dvee spending ethnic consumers by recruiting migariarket experts

who speak each group’s language.

Hindustan lever Ltd. (HLL) Unilever is an extremeliwerse organization in terms of its ethnic antfucal make-
up. The Unilever Leadership Executive (ULE) comgsisnanagers from five countries and the top 10@uxes come
from over 20. The company has a diversity boardretiaby the CEO where there is a requirement thatshortlist for

each senior job should contain a woman.

Accenture has been named to the 2013 Diversityfopc50 Companies for Diversity list, rising to nuenl®, up
from number 12 last year. This marks Accentureigenth consecutive year on the Diversity Inc ToplisDand its fifth

consecutive year in the Top 25. Diversity aiso included Accenture in three “Top 10” lists for
* No. 7 for Global Diversity
* No. 7 for Supplier Diversity
* No. 10 for Persons with Disabilities

Wipro Limited received the ‘NASSCOM Corporate Awdod Excellence in Diversity and Inclusion, 201 ,the
category ‘Most Effective Implementation of Practic Technology for Persons with Disabilities’. kidalso been ranked
2nd in the list of Top 25 U.S. diversity councitg; The Association of Diversity Councils, a praetigroup of diversity

and inclusion consulting and training firm PRISMedmational, Inc.

Genpact Limited , a global leader in business p®eeanagement and technology services, has besgnieed
at the NASSCOM Corporate Awards for Excellence imelBsity and Inclusion, in the category of best B&inpany with

more than 5,000 employees. Diversity is part of@WA at Genpact and is integral to the company®st
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OBJECTIVES

e To study and analyze the various organizationakdsions influencing diversity management in bottah@l non
IT

» To study and estimate the effect of Departmentgewhraphical location on the diversity managemeattces

in both IT and non IT companies.

» To study and estimate the effect of company teantkemployee grade on the diversity managementiggadn

both IT and non IT companies.

RESEARCH METHODOLOGY

Population, Sample Unit, Sample Size

A total of 5 industries (Manufacturing, IT , Pharni@ES, R&D) were contacted with 20 senior levelnagers
from each to find out their opinion on Cross cudfunuman resources management practices in Indianga total

sample size of 100 .
Sampling Technique & Data Type

Non-probability convenient sampling method was usecbllect primary data from the respondents.
Data Collection Tools

Structured questionnaire was prepared on the lsisterature review for the collection of primagata
consisting of questions on a scale of 5. The redpats were the senior managers from these compahie$ad to choose
one value at the expense of other in a forced ehaiethod. The questionnaire analyzed the thinkihgessonnel
specialists based on the following aspects: Diwgrdialent, cultural intelligence and culture. Thempanies chosen

operated in four industries (Manufacturing, IT, Rha, ITES, R&D) in India with an employee base 80 2r more.

A five (5) point likert scale method which rangesrh Strongly Disagree (1) to Strongly Agree (5) foeparation

of questionnaire.
Data Analysis Tools
* The collected data is coded and tabulated
e SPSS software used for further analysis of data.
» Reliability of the data collected is assessed Iphapg the Cronbach Alpha method.
» Factor analysis, t test

STATISTICAL ANALY SIS AND EMPERICAL RESULTS
Reliability Analysis of Questionnaire
Table 1: Reliability Statistics

Cronbach's | Cronbach's Alpha
Alpha Based on N of Items
Standardized Items
.730 713 12
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Cronbach alpha for the questionnaire resulted walaie above 70 % per cent showing reliability ofilec

measurement indicating the consistency of the bbagain the questionairre.

Independent Sample T Test

The Independent sample t-test was conducted to @@rihe means between the various dimensions sganni

from the Department, Geographical location, Empéogeade and employee tenure in the company oratine sontinum

of variables (questions). Findings of the testdisplayed in the next section.

Table 2: Department(IT vs. Non IT)

Diversity training to
managers handling diverse
teams is essential noways iIT 18|4.6667 .48507 .11433
an organization
NON IT |65|4.0923 .78508 .09738
An individual’s talent is mor
important than his IT 18(4.5556 .78382 .18475
demographic group
NON IT |68|3.8676 1.04958 12728
In an overseas negotiation
pre research on the cultural
rules of that country and  |IT 18(3.5000 1.15045 27116
preparing to follow these,
ensure the chances of succ
NON IT |71|3.8873 .66653 .07910
Culture determines a perso
belief's, behaviors and valu«IT 18)3.7222 46089 10863
NON IT |68|4.0882 .82381 .09990

Table 3: Independent SamplesTest

Diversity training to
managers handling Equal
diverse teams is variances |.042|.839( 2.944( 81 .004 |.57436| .19506 |.18624|.96248
essential noways in arl assumed
organization
Equal 44.40
variances 3.824 2 .000 |.57436 .15018 |[.27177|.87695
not assume
An individual's talent | Equal 12158
is more important than| variances | .217(.643( 2.591 | 84 .011 |.68791| .26547 |.16000 '2
his demographic groug assumed
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Equal
variances 3.066 | 4| 004 | 68701 22435 |.2324f 110
not assume
Equal 23.74
variances 2.235 O .035 |[.43162| .19310 |.03285|.83040
not assume
In an overseas
negotiation a pre
research on the culturd Equal 17.4 ) )
rules of tha_t country |variances 98 .000( -1.870| 87 .065 38732 .20713 79902 .02437
and preparing to assumed
follow these ,ensure th
chances of success
Culture determines a
erson's qual 3.89 - -
Eelief‘s behaviors and variances 8 .052( -1.806| 84 .074 36601 .20262 76894 .03692
values ' assumed ' '
\If;rliJ:rl]ces 2.480| 40 017 | - 14759 | - y
' 8 ' .36601| .66259| .06943
not assume

Geographical Location (India vs. Abroad)

Table 4: Group Statistics

Geoglocation N | Mean | Std. Deviation | Std. Error Mean
Diversity training to
managers handling diverse) ., \ 78|4.1410  .78499 .08888
teams is essential noways i
an organization

ABROAD 11|4.4545 .52223 15746
An individual’s talent is mor
important than his INDIA 81(3.8642 1.08112 12012
demographic group

ABROAD 11|4.5455 .52223 15746
In an overseas negotiation
pre research on the cultural
rules of that country and  [INDIA 8413.8929 .83620 .09124
preparing to follow these
.ensure the chances of suc

ABROAD 11|3.2727 46710 .14084
Culture determines a persoj\ i, 81|4.1235 74804 08312
belief's,behaviors and value

ABROAD 11|3.1818 .40452 12197
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Diversity training to
managers handling
diverse teams is

Equal

\variances
essential noways in gassumed
organization

Table 5: Independent Samples Test

.035 | .852|-1.282

87 | .203

-.31352

.24459

-.79967

29

17263

Equal
\variances no
assumed

-1.734

17.164 .101

-.31352

.18081

-.69473

.06769

An individual’s talent

his demographic
group

is more important tha

Equal
variances
assumed

2.098| .151|-2.050

90 | .043

-.68126

.33227

-1.34138

-.02114

Equal
lvariances no
assumed

-3.440

24.011 .002

-.68126

.19805

-1.0900(0

-.27251

In an overseas
negotiation a pre
research on the
cultural rules of that

to follow these ,ensu

country and preparin

the chances of succe

Equal
\variances
assumed

1.939| .167| 2.403

93 | .018

.62013

.25802

10776

1.13250

Equal
\variances no
assumed

3.696

19.736 .001

.62013

16781

.26979

.97047

person's
belief's,behaviors an
values

Culture determines 4

Equal
variances
assumed

3.099| .082| 4.081

90 | .000

.94164

.23073

.48326

1.40002

Equal
variances no
assumed

6.380

20.881 .000

.94164

14759

.63459

1.24869

Employee Grade (Sr. Manager vs Manger)

Table 6: Group Statistics

Diversity training to
managers handling diverig | \NAGER | 50(4.1600 88893 12571
teams is essential noway|
in an organization

MIDDLE

MANAGER 2614.1154 .58835 .11538
/An individual’s talent is
more important than his SR MANAGER 50(3.6800 1.18563 .16767
demographic group
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MIDDLE

MANAGER 29|4.0345 .77840 .14455
Culture determines a
person's belief's,behaviolSR MANAGER 50(4.1600 .76559 .10827
and values

MIDDLE

MANAGER 29|4.1379 .69303 .12869
In an overseas negotiatig
a pre research on the
cultural rules of that
country and preparing to SR MANAGER 50|3.9000 .93131 13171
follow these ,ensure the
chances of success

MIDDLE

MANAGER 32|3.9375 .66901 .11827

Table 7: Independent Samples Test

Diver§ity tr.aining to man_ageEqu‘,jlI )

handiing diverse teams|is . nces  |1.975 164 231| 74 | 818 | .04462 | .19346 |.3408.43009

essential noways in an

o assumed 6

organization
Equal 69.56 -
\variances no .261 7 .795 .04462 .17064 |.2957.38498
assumed 5

An individual’s talent is mordequal -

important than his variances [4.204.044|-1.43§ 77 | .154 | -.35448 | .24646 |.8452.13628

demographic group assumed 4
Equal 75.71 :
variances no -1.601 4 113 | -.35448 | .22138 |.7954.08645
assumed 2

Culture determines a persorqu.Jal .

belief's, behaviors and valuelariances .105|.747| .128| 77 | .899 | .02207 17273 |.3218.36603
assumed 9
Equal 63.48 -
variances no 131 9 .896 | .02207 .16818 |.3139.35810
assumed 6

In an overseas negotiation ¢

pre research on the cultural Equal -

rules of that country and  variances |3.517/.064|-.197| 80 | .844 | -.03750 | .19004 |.4156.34069

preparing to follow these  [assumed 9

.ensure the chances of sucq
Equal 78.84 -
\variances no -.212 8 .833 | -.03750 | .17701 |.3898.31485
assumed 5
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Employee Tenure

Table 8: Group Statistics

[ [NoofYears N [Mean] Std. Deviation [Std. Error Mean|
Diversity training to
managers handling diverse
teams is essential noways i
an organization

0-5 63|4.1429 .75897 .09562

6-10 8 14.7500 46291 .16366

An individual’s talent is mor
important than his 0-5 66 (3.9848 1.14344 .14075
demographic group

6-10 8 [4.0000 .00000 .00000
Culture determines a perso
belief's,behaviors and valug 0-5 664.0303 67868 08354
6-10 8 [4.5000 .53452 .18898

In an overseas negotiation i
pre research on the cultural
rules of that country and 0-5 693.8406 .83355 .10035
preparing to follow these

.ensure the chances of sucq

6-10 8 [4.0000 .75593 .26726

Table 9: Independent Samples Test

Diversity training to
managers handling

Equal variances

diverse teams is .166| .685| -2.203| 69 .031 | -.60714 | .27564 =>nq--05725
essential noways in gAssumed 1.15703
organization

Equal variances -

not assumed -3.203(12.43] .007 | -.60714 | .18955 1.0185H -.19573

/An individual’s talent
is more important tha
his demographic grou

Equal variances

9.447 .003| -.037 | 72 970 | -.01515| .40673 |-.82595 .79564
assumed

Equal variances

-.108 |65.000 .915 | -.01515| .14075 |-.29624 .26594
not assumed

Culture determines a

Eg[ich’.giehaviors andggsuj‘r;‘é%”a”ce’ 030| .863|-1.884| 72 | 064 | -46970| .24934 |-.96675 .02736
values

Equal variances

not assumed -2.27319.962| .046 | -.46970| .20662 |-.93032-.00907

In an overseas
negotiation a pre
research on the cultu
rules of that country
and preparingo follow
these ,ensure the
chances of success

Equal variances

.875| .353| -516 | 75 .607 | -.15942 | .30873 |-.77444 .45560
assumed
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Equal variance

-.558 |9.094 .590 | -.15942 | .28548 |-.8042(Q .48536
not assumed

Interpretation for T-Test

An independent-sample t-test was conducted to aedllye impact of organizational dimensions on diigr
management of the employees in the IT and non hipamies. These results suggest that out of 4 dioehsinalyzed
there are 2 dimensions which have a consideralhanieable influence on the diversity managementaimies. These
dimensions are the Geographical location(India/adjoand Department (IT/non IT ). In these the pealindicated are
< .05 which shows that there it has significantedénce. The employee grade and tenure has hadifgsficant effect on

the Diversity initiatives as p values are <0.0%ie3e values are ;
e Geographical location -for India and abroad condii Average p=.03
e Department - for IT and non IT conditions; Average045
* Employee grade — Managers and non managers Aveomgitions; p=.67
* Company tenure — 0-5 yrs and 5-10 yrs conditionspfge p=.0.4
Factor Analysis

Next part of the research focused on finding thénrfectors among the observed dimensions. The aattined
4 variables; each variable representing a parhef"Organizational dimensions” The purpose then teaseduce the
number of variables. Principal Component Analys&swlone to group variables with similar charadiesgogether. The
first step was to check whether the sample is b@ugh to perform Principal Component Analysis. Kaisvieyer- Olkin
(Exhibit 3) measure of sampling adequacy (KMO-tegds thus performed. As the KMO was .485 whichoisnfl to be

adequate.
Table 10: KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 485
Bartlett's Test of Sphericity |Approx. Chi-Square 21.054
df 6
Sig. .002
Table 11: Total Variance Explained
T Extraction Sums of Squareq Rotation Sums of Squared
Component Initial Eigenvalues Loadings Loadinas
% of Sy % of |Cumulative % of |Cumulative
Total Variance Cumulative % | Total Variance % Total Variance %
1 1.494| 37.359 37.359 1494 37.359 | 37.359 |1.438 35.958 35.958
2 1.197| 29.921 67.281 1197 29.921 | 67.281 |1.253 31.323 67.281
3 .768 19.197 86.477
4 541 13.523 100.000
Extraction Method: Principal Component Analysis.
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Scree Plot

1.50-

1.254

1.00-

Eigenvalue

0.50

T T T
1 2 3 4

Component Number
Figure 1

Examining a scree plot (Figure 1) also, in whicl #igenvalues are plotted from largest to smadladtiooking
for a "bend" in the eigenvalues determines whergtdp the retention of factors we observe that fik® factors shall be

retained

Table 12: Component Matrix

Rotated Component "™

Component
1 2
DEPT .858 .098
GEOGLOCATION |-.784 .187
GRADE .254 -712
NOOFYEARS 151 .837

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.

a. Rotation converged in 3 iterations.

Finally, the Component Matrix shows the factor iogd for each variable. We scanned each row, agidighted
the factor that each variable loaded most stronglyBased on these factor loadings, we suggedtdtmav factors ; The
Dept and geographical location is loaded stronglyactor 1 which may be termed as the externabfaGrade and no. of

yrs are loaded strongly on Factor 2 which may bmée as Employee factor.
LIMITATIONS OF THE STUDY

e The area of study is an academic one and henagcredtby time, cost and geographical coverage sample

size.

e The suggestions may require policy decisions omp#ireof the top management while implementingséume.
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The findings and suggestions are applicable onbyrganizations of the same size and like.

CONCLUSIONS

While each diversity adds a layer of complexitysithe dynamic interaction among the various dinwerssthat

influences the values and opportunities. The dstgidiemnsions where there is a critical and ingodrheed to focus upon

by the companies has been highlighted in this samty survay. This will lead to relooking into sowfethe perceptions

about the various dimensions of diversity aspents their influence on the HR diversity initiativédsocus areas can be

dealt with in the light of this study and a detdif@an of action can be highlighted in these tasgets. The importance of

incorporating the above dimensions into organizaialiversity plans and policies is imperative dimel entire process of

direction will take place at senior managementleaecompanied by competence and willingness.

FUTURE SCOPE

There is a need to "SEARCH FOR LOW HANGING FRUITSr flooking things that are going well in the

organization wherein there is a little effort inwvetl for integrating diversity into day to day liv@sizing those

opportunities and recognizing those who are matimgrsity happen in the organization the reseaschan increase their

scope of work to comprehend the advantages in imgatéing diversity management in those areas .
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