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1- EXECUTIVE SUMMARY
The current report has addressed the topic of diversity at the workplace in terms of its impacts on the business and the way to utilise such a feature in boosting the company’s profile. In this regard, it has been found that diversity is the main reason of success of large business such as IBM company alongside many others. It has been revealed that diversity can bring along various advantages and utilise the differences in capabilities to enhance the business. A company such as IBM has utilised diversity and aligned its policies such that they accommodate individuals regardless of their race, gender or colour. This topic is very important and can be harmful to the reputation of the business if not appropriately treated and analysed.  
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2. Introduction to Diversity
Emerging from North America, the issue of diversity has become predominant in the recent years, and its management has become one of the important challenges encountered by organisations worldwide. The concept of the ‘workforce diversity’ appeared with the rise of globalisation, the growth in international business, the mobility of global and national workforces, the development of demographics and the increased strategic competitiveness (Johnston & Packer, 1987); (Konrad, 2003); (Kirton & Greene, 2005). The legislative, economic and ethical indicators have been used by businesses to give strategic solutions to the diversity management. Organisations, while striving hard for maintaining their strategic goals of competitiveness have to give special attention towards the changing trends in the workforce on the basis of language, age, race, religion or ethnic & cultural background. This is quite challenging for any organisation to utilise the workforce multiplicity in terms of knowledge capability and skills of their human resources to cope with the future changes (Thomas & Ely, 1996); ( Gilbert & Ivancevich, 2000); (Kirton & Greene, 2005). If organisations do not deal with such issues, this might impact negatively on the teamwork, group performance, communication amongst employees conflicts and cohesion in the working environment. The need to find solutions to such issues has led to extensive research regarding diversity. There exists a number of studies, theories and frameworks with regards to diversity from various perspectives and disciplines such as the industrial/organisational psychology and behaviour, sociology, ethnology, migration and post colonialism. This has found studies on all levels (global, social, organisational, groups and individuals), (Sippola, 2007). This report will provide a clear understanding through the critical evaluation of literature on the diversity issue which is evident nowadays in work environments and their impact on the marketing industry.
3. Background on Diversity
Economic and business trends are always changing with globalisation and the increase in the workforce differences. These changing trends attracted researchers whereby extensive research has emerged on the issue. Diversity is one of the important challenges encountered by organisations in the globalised world.  Such diversities exist in organisations on the basis of demographics, cultural and personal differences amongst the workforce members. Diversity is a context-reliant, selective, comparative, multifaceted and plural term with multiple insights in different organisational cultures without any one specific meaning (Moore, 1999), (Cassell & Johnson, 2006), (Omanović, 2009). Literature studies suggest that by including the internal and external factors, diversity can be managed, employees can be trained and organisational development can occur in multiple ways. The diversity was defined as defined it “as a social construction: it is dynamic and plural in nature and its definition is influenced by the context” (Ewijk, 2011). Diversity management is about conceptualising the level of differences (individual) and similarities that exist among people (Wallner, 2011). The idea is based on many different human characteristics such as race, faith, origin, religion, ethnicity and/or sexual orientation (Gardenswartz & Rowe, 1994). The four layers of diversity studied by Gardenswartz (Gardenswartz L. , 2010) are, namely: the organisational dimensions, external dimensions, internal dimensions and the personality. Starting from the organisational dimension (the outer layer); this talks about the organisational management status, union relationship, ranking/seniority, divisional department, work content and the functional level classification. All of these factors are controlled by the organisation itself. In this regard, people who work in such organisations can create a limited impact within this layer due to the of organisational control. The second layer is referred to as the external dimensions layer which represents the characteristics dealing with life choices of an individual, e.g. personal and recreational habits, religious belief, education, work knowledge, marital status, geographic location and income. The individual control is predominant in this layer. The third layer represents the internal dimension that has the least individual’s control, and these are characteristics assigned at birth, e.g. age, race, ethnicity, gender and physical ability. These characteristics often become a main source for discrimination. The fourth layer represents the personality. In this regard, the personality is described as traits and features of an individual that determine the specific way through which individuals behave in any specific situation overtime. Personality is influenced by the other three layers to eventually create the individual’s opinion and activities while they interact with others   Later, (Litvin, 1997) categorised diversity into six primary dimensions and eight fluid dimensions. The six primary dimensions are: age, ethnicity, gender, physical attributes, race and sexual orientation. On the other hand, the eight fluid dimensions are education, geographic location, income, marital status, military experience, parental status, religious beliefs and work experience. The primary dimensions are more visible whereas the fluid dimensions are less visible or sometimes invisible. Although one can find extensive literature studies on diversity, however, there is still the need to define diversity in a universal context to avoid misunderstanding as the way it is defined now affects all aspects of the study (Roosevelt, 1990). 
4. Diversity Issues in Marketing Management
Marketing companies are seen as a core player in the development of businesses worldwide. There are issues encountered by such companies including diversity which became increasingly important due to its importance with changing the workforce demographics. The war of talents is the first issue encountered by companies trying to adopt the diversity management practices. In this regard. Rosenzweig et al. (Rosenzweig, 1998) stated that such companies hunt for the best talent from around the globe and this impacts on their ways of promoting the human resource policies to potential employees. In addition, world-leading companies such as HP, Johnson and Johnson, General Electric and Shell place a special emphasis on the development of the diverse talent pool, and on the use of diversity in their leadership and their succession planning processes (Singh & Point, 2003). On the other hand, the corporate social responsibility now includes diversity aspects such as the race, gender, sexual orientation and disability. Hence, companies need to adopt proper policies to fulfill today’s requirements of being socially responsible in terms of attracting shareholders, employees, customers and suppliers as well as for sustaining the competitive position in the market. In addition to the above, companies have to give importance to the diversity management in order to enhance the financial performance. This includes having a diverse workforce which helps in addressing the diversity amongst customers since they can better understand and communicate while maintaining a better relationship with customers and suppliers. According to one study regarding the diversity management, managers believe that there exists a direct link between diversity and the increased performance (Singh & Point, 2003). Another viewpoint of the organisational management is the ‘diversity as a resource’ since it assists companies in achieving a competitive advantage by addressing the opinion from the wider range of customers and by experiencing more creative and innovative ideas due to the multiple cultural backgrounds that is found in the workforce. 
5. The Impact of Such Issues on the Marketing Industry
Diversity management has become a vital need for enhancing the performance and creating a competitive advantage over other competitors. Conflicts can arise if the diversity issues are not addressed through proper policies within a defined period. In literature studies (Kochan et al, 2003), it has been reported that diversity needs to be well managed or otherwise, conflicts will not be resolved and the voices to correct the situation will not be heard. Diversity, if well managed, can enhance the organisational ability to succeed in today’s complex business environments. However, if companies compromise on managing their diversity, conflicts due to the cultural distances can appear effecting employees on the group and individual levels. Diversity management can enhance the interpersonal and the cross-cultural understanding to enhance the group communications amongst organisations. This communication barrier need to be dealt with by marketing companies to fully utilise the available talents from all over the globe in order to gain benefits on the individual as well as the organisational levels (Singh & Point, 2003).
Evidence from demographic surveys carried out elsewhere (Statistics, 2018) shows a lack of diversity management in the marketing industries. In the public relations and fundraising management jobs, women held 72.8% of the management jobs with only 10.7% of the jobs held by black, 3.1% by Asians and 3.1 % by Hispanic and Latinos. In the marketing and sales management jobs, only 6.7% were held by black, 5.4% by Asians and 9.7% by Hispanic and Latinos, with women making up 47.6% of this industry. These demographics explain why opinions of the various groups are sometimes ignored. The lack of diversity management practices creates a huge impact on the company’s reputation, the overall organisational policies and the employees performance. In the same context, ‘Dolce and Gabbana’ once broadcasted a video which shows a Chinese model trying to eat pizza and Italian meals using their traditional chopsticks. Many consumers were offended by this display of a ‘Chinese being inexperienced with western culture and food’. This has led  to the removal of the product from their websites as well as the cancellation of the ‘Shanghai Fashion Show’ since several models have withdrawn from the commercial relations with the brand (King, 2019).
6. Industry Case Study – IBM Company
Due to the changed workforce demographics and globalisation, the 21st century workforce is forcefully characterised by an increased ratio of women, minorities, ethnic backgrounds, inter-generational workers and diverse lifestyles (Langdon, McMenamin, & Krolik, 2002). The idea of diversity management and its importance is well perceived by companies. According to statistics (Daniels, 2001), it has been reported that around 75 % of the Fortune 1000 companies introduced diversity initiatives. In this regard, IBM is one of the best success stories of effectively managing the diversity. This company has its presence in more than 170 countries with around 366,000 employees and yet incorporate diversity management practices as a key business priority (IBM, 2019). In this regard, IBM corporation has been a pioneer in valuing and appreciating its diverse workforce. In 1935, IBM president has informed the female employees that they will be given an equivalent pay for their work when compared to their male colleagues. This initiative has been taken by IBM around 30 years earlier before the ‘Equal Pay Act’ was introduced in United States. For the first time in 1943, the first female vice president has been chosen to chair IBM corporation. Another initiative adopted by IBM was its paid maternity leave to female employees. This was again adopted around 30 years earlier before introducing the ‘Family and Medical Leave Act’ for female employees (OER, 2019), (Thomas, Diversity as Strategy, 2004). Still, IBM holds its position in the top ‘100 best Companies’ in according to the ‘Working Mother Magazine’ and is considered ‘Number 1’ in terms of having multicultural working women (Working_Mother, 2019), (Delmore, 2019).  things have become further impressive when Louis Gerstner became the CEO of IBM in 1933. He observed a low level of diversity and also the ‘masculine’ culture despite all the efforts to effectively manage the diversity. He took the following measures to develop a strategic response to the diversity issue prevailing in IBM (Diversity, 2019):
· Eight diversity task forces were introduced around the demographic groups of Women & Men, Asian, African, American, LGBT, Hispanics Native Americans and disabled employees. The task forces consisted of senior level executives and high level managers. The task forces conducted meetings and surveys to figure out the key issues such as the male-dominant culture, stereotyping, lack of networking opportunities and work-life management challenges.
· A number of key programs were introduced to address the issue, e.g. mentorship accessibility to employees on the IBM website. 
· Efforts to increase the representation of the minority groups in the field of computer science and engineering during the recruiting process, e.g. by collaborations with colleges to increase the recruitment of the Hispanic groups, etc.
· The EXITE (Exploring Interests in Technology and Engineering) program which has been founded to educate and train female students by IBM’s female engineers.
Based on the above, IBM has achieved outstanding results and also declared that the implemented diversity programmes were successful. These efforts have significantly increased the number of female executives worldwide and also doubled the presence of the minority groups in executive positions. Moreover, the representation by the LBGT and disabled engineers in executive positions has significantly increased Which shows the tendency of the company to adopt and implement such successful diversity actions.
7. Conclusions/ Recommendations
The diverse workforce is a concept of changing the world and the various industries by introducing talents from all over the globe. This phenomenon enables organisations to create an environment in which females, minorities and customers from different backgrounds to be involved in decision making. The concept is more than just accepting the differences in people, but also involves practices of valuing such differences, preventing discrimination and promoting inclusiveness. If properly managed, it will help such organisations to compete in the international market by generating creative ideas leading to significant organisational successes, an enhanced reputation and the inclusion of valuable human resources. Organisations must enhance their recruitment practices by appropriately interviewing, hiring and training the diverse workforces. The management should fully and efficiently utilise the talents of the diverse workforces. Moreover, organisations must adopt the ‘Capabilities Approach’ instead of the ‘Liberal Approach’ when choosing individuals for management and leadership positions.  The marketing organisations must adopt policies to address the diversity issues in order to avoid the harmful consequences of discrimination. This can be enhanced be encouraging open communications and networking environments to create a culture that is not only accommodating the diversity of the workforce but also enhancing the company’s strategic and financial position in the market.
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