
ISSN (Print): 2328-3734, ISSN (Online): 2328-3696, ISSN (CD-ROM): 2328-3688 

 

              

American International Journal of 
Research in Humanities, Arts  
and Social Sciences 
               

 

         
 

AIJRHASS 17-318; © 2017, AIJRHASS All Rights Reserved                                                                                                               Page 41 

AIJRHASS is a refereed, indexed, peer-reviewed, multidisciplinary and open access journal published by 
International Association of Scientific Innovation and Research (IASIR), USA 

(An Association Unifying the Sciences, Engineering, and Applied Research) 

 
 

Available online at http://www.iasir.net 

 

 

UNVEILING THE DYNAMICS OF WORKPLACE DIVERSITY 
  

Avnish Sharma1, Aneesya Sharma2  

1,2Assistant Professor, Institute of Business Management,  

GLA University, Mathura, Uttar Pradesh, INDIA. 

 

 
 

I. INTRODUCTION 

In this era of progressive but competitive economy to improve the bottom line of economy fostering diverse 

pool of talent is quit essential to succeed in the market. A diverse workplace incorporates employees from 

diversified backgrounds and experiences that together foster a culture of more resourceful, innovative, and 

productive workforce. Thus, diversity is one of the key ingredients in developing the industries and strong & 

inclusive economy. Organizations have realized the importance of our nation’s diversity so as to strengthen their 

bottom line.  

India's workforce is predominantly quite young. Our rapid economic expansion is providing eminent 

opportunities to the well qualified and well connected people in the professional workforce. Still there exist 

discrepancies in equal access to education and career opportunities among socially backward sections of the 

society. It’s quite astonishing that our education system fails to provide sufficient trained talent pool in the job 

market. This ultimately puts special pressures on Indian employers to find, compete for, retain and cultivate the 

competent and skilled employees needed by them. 

In India the concept of workplace diversity has typically started with gender diversity because of the inequality 

factor that considers that top-notch posts are meant for males. As such,   addressing robust gender inclusivity 

programme, organizations shifted their attention to age diversity and cultural diversity and also inclusion of the 

differently-abled personnel. Thus, it is imperative to comprehend how composition of workforce impact team 

performance. It is still divisive to determine whether inclusiveness at workplace will lead to negative or positive 

effect on organizational outcome. 

It becomes imperative to understand the significance of differences and similarity in workforce demographics, 

issues of diversity and legal frameworks and legislation prevailing in the host country related with diversity, its 

management, equal employment opportunity and anti-discrimination policies. Thus, firstly the paper will discuss 

a brief overview of the concept of diversity at workplace and its management and then examining the legal 

frameworks available in India to encounter the challenges of incorporating diversified workforce.  

 

II. UDERSTANDING THE CONCEPT OF WORKFORCE DIVERSITY 
Workforce diversity includes variety of differences among people in any organization. It sounds quite simple, 

but diversity actually incorporates gender, race, age, ethnic group, cultural background, personality, cognitive 

style, tenure with the organization, educational, family background, etc. Diversity is about how people perceive 
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themselves as well as how they perceive others. These perceptions in-fact affect their interactions with peoples. 

One has to accept it that diversity is going to increase significantly in the coming periods. Now, successful 

organizations will be those who recognize the worth of diversified workforce and immediately act upon 

fostering an inclusive environment in their respective workplace. 

The word diversity embraces various dimensions. It can be defined as the “presence of a wide variety of 

cultures, ethnic groups, languages, races, socio-economic backgrounds, opinions, religious beliefs, gender, 

particularly in a social context in population.” With respect to India, the concept of diversity embrace 

differences among people on the basis of their sex, origin, religious orientation and caste category including 

"Forward Castes," "Scheduled Castes" or "Scheduled Tribes," or "Other Backward Castes". Many studies have 

given evidence that if diversity is managed effectively it will bring many fold benefits to the company [R3; 

R17]. Refer to Table. 1. 

 

Table.1. Definitions of workplace diversity 
 

 
Based on broad-category 

Diversity is majorly considered as dissimilarity among people on the basis of their 

sex, race, ethnic origin and sexual orientation. 

Diversity at individual level is characterized on multiple dimensions, ranging 

from age, educational background and status, experience they carry with them in 
the organization and religious orientation. 

Diversity at organizational level is characterized as practices and polices 

prevailing in the organization.  

 
Based on conceptual understanding 

All characteristics and experiences that define each of use as individuals 

A mixture of people with different group identities within the same social system. 

Varied perspectives and approaches members of different identify groups bring to 

the workplace. 

 

The Society for Human Resource Management (2010) has defined workplace diversity as any united blend of 

differences and similarities among individuals in terms of personal and organizational traits, values, beliefs, 

backgrounds, preferences, experiences and behaviors. Diversity falls into two categories namely visible 

diversity traits and invisible diversity traits. Visible traits encompass age, gender, physical abilities and race. On 

the other hand, invisible diversity traits include traits like- sexual orientation, religion, socio-economic status, 

education, and marital status.  

 

III. REVIEW OF LITERATURE 

Since last few decades researches in the area of workplace diversity has gain momentum. A lot of literature and 

case studies are available that discusses about diversity in the workplace [R3; R4; R12; R17; R21; R28]. 

Therefore, the literature reviewed here is a summary of the concept of diversity, issues and legislations, policies 

related with workforce diversity. 

Every company has their own way of dealing with the issues of workforce diversity [R23]. But still, many 

organizations do not show much concern about managing diversity issues in their respective organizations. [R4; 

R7; R8; R23; R27]. In-fact there is some managers who lack awareness about the concept of diversity and they 

also think that it is difficult to implement diversity theories in reality [R23]. If organizations want to generate the 

maximum benefits from diversity, they have to integrate their diversity strategies with the organization’s 

culture, policies, procedures, and systems [R28], that will lead to profitable and competitive business [R3; R5; 

R17]. 

Various research studies focused on identifying the best method or strategy for dealing with diversity in the 

workplace. A study on models of diversity management was conducted to elucidate the ways by which an 

organization can better manage and optimize the competencies of diversified workforce by fostering an 

inclusive culture through diversity oriented recruitment, selection and training programs, accepting the 

differences, developing a vision for equality (in terms of pay, reward and respect for minority groups) and open 

communication [R12]. 

 Issues of Workforce Diversity 
Awareness and understanding level of people towards workplace diversity is becoming high and people have 

realized that success of their work organization is influenced and controlled by their capability to deal with 

diversified people [R3; R17; R23]. Workplace diversity encapsulates issues like age, sex, race, culture, sexual 

and religious orientation, and physical disabilities [R21]. A study conducted on 74 hotel managers in USA 

through a semi-structured interview has identified various issues of workforce diversity in an organization. The 

study examined the perception of mangers towards their organization’s diversity policies and practices and 

found that a strong relationship can be established through open communication, mutual trust and respect for 

each other’s differences [R12]. 

A longitudinal study conducted on manager’s perception towards the concept of diversity and explored some 

significant characteristics including age, sex, regional and religious orientation, ethnicity, culture, race, 
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nationality, language, physical ability and sexual orientation. The findings of survey pointed out that among all 

these characteristics race is major factor in the organization that needs to tackled aptly by the human resource 

managers and other officials followed by age and sex, while on the other hand, the least concern to managers are 

regional and religious orientation [R4].  

 

 

Legislations and Policies Related To Workforce Diversity in India 
The concept of diversity is discussed many times but research related with workforce diversity legislation is 

quite limited because of lack of awareness towards diversity legislation. India’s legal frameworks on redressal 

policies and machineries for administering the process need to be modified.  An unbiased human resource 

practices should be adopted by the organizations in every HR functional areas ranging from- recruitment, 

selection, performance evaluation, career progression, etc. In India the approach towards proper caste-based 

employment discrimination is made through quantitative fixed reservations in government colleges, public 

sector jobs and legislatures. This approach was assertively questioned and debated during early phase of civil 

rights and affirmative action legislation in the United States. Despite of the fact the Indian government is 

making attempts to expand this reservations system in the private sector but is now put on hold as a result of 

tough confrontation from Indian industries.  

The Sachar Committee, in their 2006 report on the Social, Economic and Educational Status of the Muslim 

Community of India, proposed and recommended the establishment of an Equal Opportunity Commission. This 

report, along with a related report on diversity, paved the way for establishing anti-discrimination framework, 

which affected the private as well as the public sector. The recommendations emphasized on the key issue of 

deprivation which is to be addressed. Deprivation is to be examined and calculated with the help of an objective 

deprivation index which spreads beyond caste and include gender, language, religion, disability, language, place 

of birth, residence, race, ethnicity or any other background. 

Legislation protects the rights and ensures fair treatment of the employees regardless of their background [R38; 

R39; R40; R41; 42].  Article 15 of our constitution provides that the State shall not discriminate against any 

citizen and that no citizen on the specified grounds should ‘be subject to any disability, liability, restriction or 

condition with regard to— (a) access to shops, public restaurants, hotels and places of public entertainment; or 

(b) the use of wells, tanks, bathing ghats, roads and places of public resort maintained wholly or partly out of 

State funds or dedicated to the use of the general public.’ It also allows special provision to be made for women, 

children, socially and educationally backward classes of citizens as well as the Scheduled Castes and Tribes. 

Article 16 provides for equal employment opportunities for all citizens for appointment to an office under the 

State and prohibits discrimination on the specified grounds in relation to state employment or office. Although 

the Constitution did not specifically mention reservation for women. However, the Constitutional (74 th 

Amendment) Act, 1992, brought provisions for mandatory one-third reservations for women in local governance 

bodies. Society undervalues the immense contributions made by women. And, to some extent, official statistics 

reproduces the prejudices in the society. According to Gender Diversity Benchmark, 2011, India has the lowest 

national female labor force and the worst leaking pipeline for junior to middle level position women. There are 

only 28.71% at the junior level, 14.9% at the middle level and 9.32% at the senior level of the workplace. In 

India, social factors play a significant role in reducing women’s labor participation.  

R. McInnes has explicitly pointed out that legislation is one of the predominant factors that encourage company 

to utilize and manage diversified workforce.  Many companies are under legislative mandates to be non-

discriminatory in their employment practices. Non-compliance with Equal Employment Opportunity or 

Affirmative Action legislation can result in fines and/or loss of contracts with government agencies”. 

Every nation has their own set of legislations that focuses towards protecting the people from discrimination and 

harassment in the workplace, but whether these legislations really compelling the companies to manage 

diversity in real sense, is the pressing question that need to be examined. The above discussion reflects that 

diversity management at workplace is at the stage of infancy in India and there is the need for more stringent 

policies and procedures in this regard. 

 

IV. DISCUSSION AND CONCLUDING REMARKS 

It has been proven many times that managing diversity properly is vital to manage an organization effectively. 

Diversity management practices and programs in India are in its infancy because of lack of adequate legislatures 

and policies as well as lack of proper awareness about the concept of diversity among employees including 

managers. Therefore, this paper suggests certain key issues to manage diversity by shouldering the 

responsibility on organizations and HR practioners to effectively implement the diversity policies at workplace. 

Firstly, it has been observed that human resource managers are more concerned with the cultural diversity of 

their people and ignoring the other dimensions of workforce diversity, the present paper recommends the 

industry to change their approach towards developing awareness among people about diversity from reactive to 

proactive, i.e, by means of organizing diversity training programs. Managers should foster a climate of open 
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communication and receptivity for diversified group of peoples- specifically, females, differently-abled, 

minorities and older workers and encourage their employees to actively participate in diversity awareness 

program and inspire them to respect each other. This shift from reactive to proactive approach of managers will 

ensure the company to have competitive advantage over their competitors, because numbers doesn’t matter until 

and unless the approach towards diversity is clearly articulated which determines the actual outcomes to the 

organization [1]. 

Secondly, research studies in the area of managing diversity revealed that the main reason for the gap in 

effective implementation of diversity policies at workplace is the lack of preciseness in its definition. Thus, the 

term workforce diversity should be defined precisely. Precise definition and proper legal framework will reduce 

the biasness in perception regarding workforce diversity among employees. This can be done if the Society for 

Human Resources Management (SHRM) work jointly and construct some consensus related to workforce 

diversity definition. The society can generate rules and code of conduct related with workforce diversity that can 

be adopted by every organization. As issues of workforce diversity varies from organization to organization and 

from country to country, thus at-least same guidelines can be followed by them in formulating diversity policies 

and programs. 

Finally, the extent to which managers recognize diversity, its potential benefits and challenges, will define the 

organization’s approach towards managing diversity [1]. One has to accept that now diversity is inevitable, thus, 

management should work upon developing a climate that enhances the involvement of diversified workforce 

through proper strategy formulation. Hence, with the diversity of the workforce, the organization would be 

internally and externally competitive. In this fast-paced work environment an organization will be successful 

only when it takes diversity as a standard and not an exception [15]. 
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