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Executive Summary
The management of diversity among the employees working within an organization commences with the application of a systematic and deliberative approach that focuses on factors such as recruitment selection, issuance of rewards or promotions, and the retention of a specific blend of workers. Most fundamentally, the attainment of these objectives necessitates the combination and utilization of a mix of uniqueness in the skill set of the employees. Nonetheless, diversity management in today’s market is characterized by numerous challenges that hinder the achievement of desired goals or the acquisition of competitive advantage for most organization. More precisely, the broad adoption of technological advancements across all sectors has brought along the realization the effectiveness in diversity management starts with the incorporation of the opinions and ideologies of the workers from various backgrounds. Besides, stiff competition among companies has substantially threatened to squeeze the profits margins obtained and further compelled more expenditure on technology. 
Since a diverse workforce is associated with long-term positive effects on the operations carried out within an organization, it is thus imperative for companies to adopt measures such as engagement and inclusivity in their human resource management practices. However, the labour landscape and the human resources in today’s world in most nations are faced by various formidable challenges that include an ever-changing external environment. These are coupled with a significant decline in the quality of labor available in the market and hence a shortage of the working population. In Hong Kong, for instance, the banking sector is continuously required to alleviate the situation by using its clout on the global scene and leveraging its workforce. As a result, this consultancy report seeks to compare and contrast two organizations, the Hong Kong and Shanghai Banking Corporation Limited (HSBC) and China Construction Bank (Asia) Corporation  (CCBA), in the banking sectors with regards to the significant human resources management issues/challenges affecting their operations. These will be followed closely by the determination of the various measures employed by the two companies in dealing with the problems identified. Similarly, the challenges will be critically analyzed in terms of their impact on the companies and an evaluation of how to deal with them based on the application of a theoretical framework, Hofstede’s cross-cultural model analysis. 
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1. Background of HSBC & CCB(Asia)
Since its inception in 1865, HSBC is the largest bank in Hong Kong, has specialized in the facilitation of trade between Europe and Asia through the provision of banking and financing products. As such, its operations are carried out in multiple geographic regions across the world, thereby facilitating the connection of customers to a myriad of opportunities. Additionally, HSBC Hong Kong has, for the past 150 years, enabled the business to thrive and further boosted the prosperity of economies by helping its customers realize their ambitions (HSBC Group, 2019). As a multinational organization, HSBC employs people from different nationalities and further provides the necessary course and training resources suitable for their empowerment. For instance, the employees at HSBC are ranked among the leading workforce across seven global networks and an assortment of different communities (HSBC, 2019). As such, diversity and inclusivity within the organization are ensured through the provision of flexible working environment and schedule, mindfulness that leads to a sense of belonging, and the embracement of the Chinese culture. 
On the other hand, the CCB(Asia) entails an organization that specializes in banking products that range from the management of assets and cash, deposits, lending over credit cards and electronic platforms, as well as other funds advisory services (CCB Annual Financial Statement, 2017). As a licensed banking institution, CCB (Asia) started its operations in 1912, as the Bank of Canton, and now has 41 branches. Nevertheless, CCB (Asia) has, over the years, changed management through the acquisition by different entities and renamed to its current state. 



2. Challenge Related to Local or International Expansion and Business Challenges
The diversity of the employees within an organization occurs as a result of processes aimed at developing an environment that is inclusive for all individuals regardless of their cultural background, skills, or nationality. As stipulated by Harvey and Allard (2014), an individual’s perspective is shaped by characteristics such as his/her gender, religious beliefs, ethnicity, education, and sexual orientation. These are coupled with the individual’s language, age, and mental or physical incapacitation. As such, diversity management involves the adoption of a systematic and purposeful process that focuses on human resource objectives that include recruitment selection, rewarding, promotion, and the retention of a specific blend of employees. The attainment of this objective thus necessitates the combination and utilization of a mix of uniqueness in the workers’ skills. Consequently, in the recent past, diversity management has become a vital component for managers as they strive to achieve a competitive advantage. Although it may sound simple, its implementation is characterized by conundrums that inhibit the attainment of organizational goals.   
Similarly, alluding to Kundu &Mor (2016), diversity management entails a cumbersome activity that may lead to the disruption of substantial business process and the overall operations within an organization. Failure to adequately manage workforce diversity within an organization can result in adverse effects that include job dissatisfaction among the employees and ultimately reduced productivity. The occurrence of such outcomes emanates from the development of a feeling that they are valued or appreciated for their attributions to the organization (Reilly & Williams, 2012). Consequently, when an organization decides to expand its operations locally or venture into new markets across the world, it is bound to experience the challenges facing human resources. As companies compete to acquire a larger market share or dominance, they are faced with numerous factors that threaten to squeeze their profit margins and further compel the organization to spend more on technology. Moreover, operating in foreign markets leads to formidable challenges across the organization’s human resources departs that include an ever-changing external environment (Kirton & Greene, 2015). These are coupled with a significant decline in the quality of labor available and a shortage of a skillful working population. 
The expansion in foreign markets implies that the human resource department should acquire more employees from the surrounding communities and further incorporate previous workers from other branches into the new environment. As a result, eventualities such as discrimination are likely to occur due to factors such as ageism, prejudice, and victimization that emanates from the differences in the employees’ attributes, their cultural and traditional beliefs, ethnic or racial backgrounds, and points of view. Arguably, the segregation of employees based on their distinctiveness is considered unlawful and exploitative as it leads to the development of a toxic work environment that hinders the attainment of organizational goals. Besides, the existence of such a situation gives rise to the emergence of conflicts as each employee seeks to exercise his/her freedom of expression, while others prey on the weaknesses of those they consider as junior or inferior.
Nevertheless, diversity management in a work environment would lead to the promotion of shared collaborations as the employees would be required to work in groups or alongside people from different backgrounds, ethnicities, or those who possess unique sets of skills (Beer, 2017). As a result, through diversity management, the employees would develop an understanding of the strengths and weaknesses of their colleagues, thereby leading to respect accorded based on the professional relationships formulated. According to Sparrow, Brewster, and Chung (2016), respect among employees regardless of their differences plays an integral role in the reduction of the occurrence of skirmishes and the encouragement of a cohesive work environment. Moreover, people tend to feel comfortable at work or other social settings if they are surrounded by individuals with whom they share similar values, norms, beliefs, and points of view. Multiculturalism disrupts the attainment of this goal and status quo in the functionality of an organization through the creation of anxiety among the employees as they do not trust their colleagues or feel inferior to individuals from the dominant community represented in the workforce.



3. Scope – Description of the Context of the Challenges
The existence of the human resource challenges or issues highlighted herein occurs as a result of the enforcement of the beliefs, traditions, and practices of a specific culture on a group of people from distinct backgrounds. Although they will indicate compliance and complacency with the methods or activities carried out, deep down, they feel unappreciated and undervalued. More precisely, the employees will consider the work environment as well as their roles as a job as opposed to an opportunity to contribute to the growth of the organization. As a result, most of the employees, especially in a diverse work environment, tend to focus on different activities that will suit their needs in distinct ways. For instance, HSBC and CCB (Asia) share similar aspects in their operations across Hong Kong, they widely adopt Chinese culture and employ strategies aimed at meeting the needs of the people in the communities in which they are located (Venture Seed, 2018). Nonetheless, since Hong Kong’s populace is characterized by people from different parts of the world, the employees from diverse backgrounds may feel sidelined as their needs, opinions, and skills are not included in the decision-making processes.



4. Root Causes of the Issues That May Influence the Interest of the Different Stakeholders
Nevertheless, the significant challenges affecting HBSC and CCB (Asia) in their operations in both local and international markets entail the external environment, the declining quality of labor, and a shortage in the working population. In the age of a rapidly fluctuating global economy, Hong Kong is faced by tremendous battle as protectionism has led the diverse community to focus on activities that provide a sense of belonging. Similarly, the new wave of innovation and technology hubs have drastically distorted the current business model through the automation of products and services, thereby contriving a change in the nature of the job and structures applied within enterprises. These factors have further led to the need for up-skilling among the employees within local markets.
Additionally, a mismatch between the skills required and the current capabilities of the workforce have significantly contributed to the adoption of alternative strategies aimed at sourcing qualified personnel from different nations and communities. Consequently, the insufficiency of local talent and diversity in economic development has further led to the emergence of high value-added industries (Kirton & Greene, 2015). Besides, the rise in the ageing population has adversely impacted the economy, thereby leading the relevant stakeholders towards the liberation of the labour force through the attraction of global talent and the utilization of innovation and technology.   



5. The Roles of Human Resource Managers’ Experience in Dealing with the Challenge (s)
Despite the occurrence and persistence of these challenges, organizations have developed and identified different techniques aimed at solving them while maintaining profitable operations in the market. Some of these techniques include maximization on the experiences and skills of the human resources managers within the organizations in attracting, training, and retaining competent employees from different backgrounds. According to Carter (2019), experienced human resources have vast experience in making comprehensive approaches and practices that help policymakers and relevant stakeholders to incorporate different impact strategies brought about by a diverse workforce. Therefore, the management of diversity within the workforce for experience HR managers occurs through the encouragement of compelling correspondence, which involves the creation of platforms that boost interactions.



6. Analysis of the Challenges Based on a HR Theoretical Model, Their Plausible Impact, and Internal as well as External Influences 
According to Keith (2013), the cultural dimensions theory propagated by Geert Hofstede entails a framework that boosts communication between people from different cultures. It focuses on the effects of the culture on the society members’ values and their relationship to behavior. More specifically, Hofstede’s cross-cultural model facilitates the determination of the influence of organizational culture, the collective programming of the mind that differentiates an individual from other groups of people. The attainment of this goal occurs through an emphasis on the various dimension of national culture that includes power distance index (PDI). As such, the model determines the various ways through which the corporation handles inequalities among the people. In this case, the model would facilitate the determination of how the employees and the organization in general, accept or expect issues such as discrimination to occur. 
At HBSC and CCB (Asia), the structure of governance follows a significant degree of power distance, which further exemplifies a hierarchical order where all employees have different ranks, job titles or descriptions, and responsibilities. As a result, issues such as discrimination are considered a common occurrence as those in power or the dominant group may segregate the minorities or lower-ranked employees (HBSC Group, 2019). Similarly, based on the dimension of individualism versus collectivism, diversity among the employees may lead to preferences accorded to less-attached structures within society that individuals ought to address their needs. However, the dominant group may prefer collectivism as it represents a tightly bound framework within the workplace as the employees may expect to take care of them in exchange for unquestionable loyalty. The exemplification of these dimensions thus occurs through the individuals’ self-image. For instance, at HSBC, the employee framework formulated focuses on personal attributes such as age, ethnicity, gender, LGBT+, careers, and ability, amongst others.
Additionally, the HSBC informs an inclusive culture by providing employees with resources and courses that support diversity. HSBC hiring programs assist managers to counteract any bias in the recruiting exercise. The company also offers leadership development programs that train leaders on how to develop positive relationships with a broad range of people within the organization.
These are followed closely by the incorporation of sound practices that eliminate discrimination of the employees through the promotion of respect and dignity. Similarly, the categorical declaration of non-tolerant bullying, discrimination, harassment, or victimization behaviors based on age, race, color, sexual orientation, among others indicates the organization’s compliance with the regulatory labor organization provisions applied in Hong Kong. 
These are coupled with dimensions such as masculinity and femininity in which preferences are accorded to an individual’s assertiveness, his/her achievements, heroism, and material rewards for success. Moreover, the femininity dimension is associated with preferences such as cooperation, care, and modesty. On the other hand, the uncertainty avoidance index (UAI) dimension focuses on the expression of the extent to which the employees feel uncomfortable with ambiguous issues. The long pragmatic and short-term normative orientation dimension occur as a result of the maintenance of some connections with previous employees or employers while dealing with current or future challenges. As such, a low score in this dimension indicates a preference for the maintenance of traditions honored over time, while a high score highlights the tendency to adopt a pragmatic approach that encourages efforts and thrift in modern practices. 
Conversely, indulgence versus restraint (IVR) refers to the acceptance of free gratification obtained from an individual’s drive to enjoy life and have fun, while restriction indicates the suppression and regulation of the pleasure of needs due to strict social norms. For instance, the diverse workforce in HBSC and CCB are restrained by the stringent social standards applied in Hong Kong. Although HBSC has indicated the promotion of indulgence, it suppresses gratification of the needs of the diverse employees through the extensive adoption of the Chinese culture. Nevertheless, the organization partakes in career fairs and works collaboratively with non-governmental entities to provide work opportunities to marginalized groups and encourage individuals from diverse communities to apply for the jobs. 
On the other hand, CCB ensures and promote cohesiveness in its operations through the adoption of long-term pragmatic approaches during the resolution of conflicts among employees. It further organizes events such as dragon boat races, wine and dines festivals, and global New Year’s night paradise, all of which are aimed at ensuring inclusivity. However, despite the depiction of inclusivity in the operations, the decision-making and problem-solving processes highlight the absence of diversity as the board members are Chinese nationals.  



7. Recommendations
Although the two organizations are in the same industry, they exhibit distinct practices concerning the management of diversity among their employees or relevant stakeholders. As such, it is recommendable that the leaders and policymakers within the organizations set aside a specific budget aimed at boosting training the workforce to carry out their activities collaboratively. These should be accompanied by the assessment and restructuring of the current and existing practices to identify the gaps areas that need improvement. This way, the employees would get to see the weaknesses in their professional relationships, and this focus on activities that boost cohesiveness, inclusivity, and the appreciation of their distinctiveness. 
Additionally, the management of diversity, especially at CCB, would occur through the inclusion of employees and stakeholders from distinct backgrounds in the decision-making and problem-solving processes. For instance, the engagement of different representatives from the various departments in the decision-making process would ensure that the underlying issues are addressed accordingly. Moreover, starting from the recruitment phase, employees should be trained on how to work collaboratively regardless of the differences in their culture, beliefs, or skills, as well as sexual orientation. Specifically, the human resource department should develop a selection process that incorporates members from different units, thereby boosting diversity in the new hires selected. Subsequently, the constant evaluation of the new employees would involve the assessment of their progress at the organization and the generation of a report at least twice a year. Although it is a long-term process, it would incur costs of approximately $5000 to $10,000, and would eventually translate to diversity, inclusivity, and the development of a cohesive work environment.
However, the shortcomings associated with such an approach entail biased intentions among the panel members towards various aspects of the recruits. Biased agendas would lead to the disorientation of the desired goals as the new hires would comprise of individuals who met or fulfilled the desires of particular panel members. Retrospectively, objectives such as raising awareness of the challenges facing the organization would not be realized as the distortion of the recruitment process would translate to the continuation of the current biased, discriminative, and divisive practices.



8. Conclusion
An organization ability to manage diversity among its employees plays a fundamental role in ensuring professional collaboration and sharing responsibilities, thereby leading to the attainment of desired goals. Nevertheless, the achievement of these objectives should start with the leaders as they shape and influence the direction in which the organization takes based on the skills, practices, and governing strategies applied. When the leaders adopt a diverse approach in making decisions, their followers will emulate them in carrying out the activities or during the accomplishment of different tasks. Therefore, it is imperative for organizations to adopt practices and rules that embrace diversity as it would lead to an increase in productivity.
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10. Appendix
Appendix 1 – Informed Consent Form of HSBC HR
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Appendix 2 – Informed Consent Form of CCB(Asia) HR
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Appendix 3 – Interview Questions of Diversity Management

Diversity management is a critical issue across multinational organizations as it enhances their capacity to gain competitive advantage through inclusion of varied employee talents.

1. What do you consider to be a diverse team within an organizational context?
2. How can you implement diversity across the organization?
3. How does diversity impact on the congruency and team development within an organization?
4. How would an organization foster a culture of interdependence among employees despite the growing need for multiculturalism across the global marketplace?
5. Why do most leaders fail despite taking a proactive approach in promoting diversity across their teams in organizations?
6. How can organizational leaders integrate the dynamic organizational culture with the employee cultural diversity given their diverse backgrounds?
7. In what ways would you handle a conflict with an employee from a different background given the distinct values despite the need for uniformity in the standards of operation and processes within the organization?
8. Given the difficulty in advancing employee training across the organization (Sheehan & Anderson, 2015), how would it be possible for the management to incorporate best practices for making the training sessions productive without impacting on the cultural differences?
9. How does the management outline a talent attraction and compensation strategy in spite of the educational differences and nature of responsibilities undertaken by different employees in similar departments?
10. What cultural aspects are critical in promoting the diversity of workers within an organization as a proactive approach in achieving the organizational goals while sustaining creativity and innovation?
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Informed Consent Form

PURPOSE OF THE STUDY
Investigate into the manufacturing sector. Evaluate the staff performance and what
criteriaare important to the company and the challenges of the performance review.

PROCEDURES
In-Person interview which does not require video and audio recording.

COMPENSATION FOR PARTICIPATION
There will be no compensation for the participants.

CONFIDENTIALITY
All the information obtained will strict confidential and will be used forresearch
purposes only.

DATA RETENTION
All the notes will be destroyed within 12 months after the interview.

PARTICIPATION AND WITHDRAWAL

Your participation is voluntary. The interviewee has the right not answering any
question and this also means that you can choose to stop at any time

without negative consequences.

SIGNATURE

1, Ricky Chan,understand the proceduresdescribed above, and agree to participate in
this study.

Date: 12"December, 2019
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Investigate into the manufacturing sector. Evaluate the staff performance and what
criteriaare important to the company and the challenges of the performance review.
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In-Person interview which does not require video and audio recording.
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There will be no compensation for the participants.

CONFIDENTIALITY
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1, Taylor Cheung,understand the proceduresdescribed above, and agree to participate
in this study.
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