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1. Introduction
The world in the 21st Century is well-knitted
together that now we consider it global village. Due
to vast technological advancements, increases in
out-sourcing and how different countries are
gaining the status of emerging markets; all these
factors makes it possible for people to look out for
job opportunities in different areas all around the
world. This increase in migration has resulted in an
increase in diversity. Currently, we see many
Middle Eastern folks shifting their living
circumstances in Europe and we see people of the
Indian subcontinent earning income in America. In
major metropolitan cities of the world we see that
different communities have developed their own
living circle such as when we see a very substantial
Chinese community living in China Town, San
Francisco. This example indicates that people are
moving, people are stepping out of their comfort
zone, and people are grabbing the best opportunity
they get in terms of financial assistance. People
now have a changed mindset, generation Y has
moved out and are more technological oriented and
making the best out of their capabilities. These
aspects contribute to the increase in diversity.
When people move they search for new work, and
they need a medium from which to to earn so this
makes the workplace more diverse. Be it a first
world country or a third world country major
companies are facing workplace diversity
challenges. The 21st century promises a more
diverse public workplace in terms of race,
ethnicity, culture, gender age and disabilities
(Selden & Selden, 2001). Multi-nationals are now
moving towards the emerging economies, which
increase the chances of diversity in the workplace
even more. And now companies are moving from
traditional HR practices to more custom made
practices to cater every individual in the work
place.
1.1 Objectives
The major objectives of this study are
• Defining European and Middle
Eastern Workplace diversity
• Comparing different cultures and
understanding what policies are being
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used there and how well managers are
managing workplace diversity.
• Analyzing whether these policies and
practices bring something good to the
company or not.
Materials and Methods

The topic under research is about the importance of
diversity in European and Middle Eastern
companies. As the data we collected was secondary
data not a primary one and the basic technique of
this data collection is qualitative. Qualitative
analysis has been done in this report with the help
of scholarly articles, journals, books and blogs
written on the perspective topic and the references
are given at the end of the report. Moreover the
secondary data was easily available over the
Internet and books could be easily accessible so
this was the reason that primary data collection
wasn’t engrossed in the study. Literature on
European context was more widely written and
available but on the other hand the Middle Eastern
view on diversity is new and not many articles have
been written. The data to Middle East is
comparatively new because in this decade there has
been acknowledgement of the importance of
diversity in workplace.
3.

Theory

The core objective of the research is to study about
diversity experiences in two culturally different
areas. We have the secondary data to back up our
research and give a more holistic view of the study.
The basic comparison will help to see on what
areas a diversity manager should focus on but most
importantly this research will lay the foundation
about how the companies take diversity; whether
diversity is an important factor or not. The research
paper will further dig in the objectives discussed in
the introduction section and results will be
published on the basis of the secondary data
available. Diversity has many forms in a work
place and especially after the extent globalization
has all around the world almost every sector faces
diversity related issues. Some companies take this
problem as a competitive edge whereas the other
companies do not take this problem as a serious
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issue. This thinking differs from region to region
and most importantly depends upon the companies’
HR policies that how issues like these are being
dealt with. Diversity today is such an important
factor and part of the company’s environment.
Companies are outsourcing now, bringing in new
talent and it is equally important for HR managers
to take care of those people and not discriminate
against them because those people are a valuable
asset to the company.

4. Explaining Workplace Diversity
Diversity can be defined as acknowledging,
understanding, accepting, and valuing differences
among people with respect to age, class, race,
ethnicity, gender, disabilities, etc. (Green, López,
Wysocki, & Kepner, 2002). It is more
commonplace in MNCs and companies should be
able to use this as their unique selling point and use
it as a competitive edge when recruiting.
Companies need to embrace diversity and look for
ways to become inclusive because diversity has the
potential to yield greater work productivity and
competitive advantages (Kary-Siobhan, 2014).
Many executives consider staff diversity
management as an important aspect to give their
company an edge over others. As believed by
Stephen Butler, diversity is something which can’t
be valued in terms of monetary assets (Robinson,
2002). HR is all about managing the workforce and
due to globalization, more women are present in
the workplace. Equal opportunity directives and the
change in the organizational structure has led to a
change in the demographics of a country and due to
these differences the large and small scale
businesses are now bound to change their practices
and adapt to the new postmodern practices. If these
changes are penetrated positively this will result in
better performance of the employees which will
help to increase their customer service. Post WWII
there had been changes regarding the role of
women in the economy, now women are
contributing as much as the male counter parts. The
number of dual-income families and single
working mothers has changed the dynamics of the
workplace. Changes in the family structure means
that there are fewer traditional family roles
(Zweigenhaft & Domhoff, 1998). The outsourcing
and the downsizing done by the companies have
critically affected human resource management
these days. These two factors have had an impact
in the workplace. Globalization and new
technologies have changed workplace practices,
and there has been a trend toward longer working
hours (Losyk, 1996). When an organization
restructures itself, in most cases fewer people end
up doing most of the work. Now the state has
regulations that everyone will get an equal
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opportunity in workplaces and those who don’t
abide by the rule are fined heavily. So this legal
regulation has made the discrimination of any sort
illegal under the eyes of the law. These laws
comfort not only the employees but the employers
as well. Both parties benefit from it and if there is
some violation both the parties are then questioned.

4.

Results

When comparing both areas. It is clear that there is
a huge difference in how diversity functions in
Europe and the Middle East. Not just diversity but
also the way executives take up the notion of
diversity is also important. Europe has invested
more effort in this, and companies are taking this
thing genuinely. They are developing diversity
breadth and selling diversity. This strategy makes
them more open to ideas and innovation. Contrary
to European culture, Workplace diversity is also
seen as important in the Middle East, executives do
acknowledge that diversity numbers have risen
over the past decade but the difference is that the
Middle Eastern executive doesn’t view diversity as
a major concern. They see it happening but they
haven’t prioritized it as much. They are reluctant to
accept that diversity is an important factor to be
taken care of. Diversity is so important and the
European culture is faster in realizing that if this
factor is dealt with properly it can bring in revenues
to the company. In other words diversity is doing
more good than bad. The managers are keenly
observing the trends and with observation they are
making policies, which benefit everyone working
in the company. HR practices are so very well
designed that people feel at home; whereas in the
Middle East there is hardly a local company
following the same set of rules and practicing the
policy.

5.

Positive Effects

Increase in diversity is very important. When the
company focuses on this aspect there are so many
positive and affirmative sides attached to it. The
most favorable thing diversity brings is the increase
in innovation. People come together and they have
different mindsets and thinking capabilities. When
all of them join hands together they are able to
produce something new and something distinctive.
New ideas are generated and new products are then
launched in the market. This helps the company to
gain market share and to earn revenues increasing
the productivity of the company. Moreover when
so many brains work towards the same goal it helps
to increase the production and most importantly it
is financially viable. When employees of different
races, religion or gender join the company the
policies that are practiced there determine the
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employees’ comfort levels. When the environment
is friendly this is conducive to making the
employee work efficiently. When an employee is
provided with facilities and is not discriminated
against by the other workers it helps them to adjust
well and increases employee retention. When
employees become more attached and loyal to the
company they don’t tend to leave the company so
soon and in such circumstances the training cost
which has been invested in the employee is
recovered. When the rule of equal opportunity is
implemented this gives all the applicants a sense of
fairness. They know that on which criteria the
selection is being made and if they don’t get
selected they will have a good idea as to the reason
instead of no replies elsewhere. This makes it easy
for the company to select from the pool of
applicants and it circulates a positive image about
the company in the market. Gender diversity is
very important nowadays. Equal populations of
women are trying to contribute towards the
economy of their country. If women are given
benefits and are encouraged more women will
apply for work and contribute along with their male
counterparts. If work leaves, maternity leaves and
flex time are provided as well as day-care facilities
women will work without any pressure from the
family and will be able to balance their work life
and family life.
When these policies are
implemented it will help the company to augment
revenues, increase productivity and most
importantly it will breed loyalty among the workers
for the company. When loyalty increases it means
that the workers are satisfied with the job they are
doing and leads to reduced training costs. A
satisfied worker is a very valuable asset to the
company because a happy worker is more efficient
than unhappy one. It is understood how important it
is to balance diversity in a working environment. In
the end such good implementation of policies will
benefit not only the company but the employees
and the economy of a country. Everyone is better
off if these policies are regularly monitored and if
not the company and the practitioners should be
held accountable.

6.

Problems Implementing Policies

Implementing all these policies is not stress-free. A
difficult task is gaining acceptance. People won’t
accept the change in the working environment
without leadership. Some people are redundant to
change and fear change. When something new is
introduced it makes it difficult for them to adjust to
that change. Top executives, policy makers and
board of directors at times do not approve the
policies and if they are not in the favor of such
policies it would be really difficult to implement.
Another test is to quantify whether the changes are
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working for the benefit of the company or not.
Restructuring and developing new core values is
also a difficult job for the manager to do. Its
important to see that everyone is on the same page
and every worker is well familiar with the new
policies.

7.

Government Regulations

The Equal Opportunity legislation that was passed
in the EU in the year 2000 was a good step. The
reason being that no one would be left out of
benefitting from additional diversity legislation.
The quota system will help people get a job in a
specific domain and the numbers for gender
diversity will help to maintain the specific level,
which will increase production and output. This
selection system will be fair and so will be the
criteria. The ones who apply will know on what
basis the selection happened. This will bring more
good than bad and other countries should follow
the same hiring system. It will not only make the
whole HR system more transparent but also
increase the diversity. According to the research
diversity is very important in this particular decade.

8.

Discussion

The comparison is clear as to how two culturally
different regions take a stance of diversity in the
workplace. The two regions interpret diversity
differently and by the help of the above study it is
easy for the managers to conclude that European
Markets are progressing well around the world by
undertaking diversity as a unique selling. The
executives of Middle Eastern companies can now
invest their time and effort on particular aspects
they think is missing in their work place and by the
help of comparison of internal historical staff data,
they can later compare their results once the
policies are being practiced in their respective
companies.
8.1 Workplace Diversity in the Middle East
The professionals of HR in the Middle East have a
different view on strategy and especially the Gulf
(GCC) region. The professionals residing in the
Middle East consider diversity as an outcome of
globalization and they don’t need to put an effort
toward realizing greater diversity, considering it as
a side product and not from policies set by HR
executives. The regional HR members follow the
motto that they don’t need to run after diversity or
do something to increase it; rather it is already
present in Middle Eastern Companies. From their
point of view it is clear that they know diversity
becoming broader every year, people are moving in
and they are acknowledging this cultural shift but
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the area of concern is that out of so many
companies only a few are trying to accommodate
the diversity and trying to make sure that the pool
of diverse people are working well and are
comfortable with each other though they belong
from different groups, religion, culture, nationality
and background (Hewitt, 2012). The EU and US
are aggressively promoting the concepts of
diversity where such trends are not very popular in
Middle Eastern Companies. In the recent decade
HR executives have highlighted the importance of
diversity and they did their best to promote it
through think tanks and consultancies because this
is considered a major driver for success. According
to Hewitt’s study, it is seen that in the West about
84% companies are considered to be the ones
promoting and accepting diversity in their
workplace (Merry, 2013). Large multi nationals
and even smaller companies are moving towards
increasing diversity, they are actively participating
in promoting cultures and changing the traditional
mindsets of the people, in contrary to Middle
Eastern countries who still haven’t adopted this
approach. The HR policies are not advocating on
the rights of the minorities. This could be due to
higher nationalism levels of its citizens. Diversity
practices are not very common in the GCC and it’s
a region where cultural mixing is widely observed.
Though now there are policies, which encourage
higher engagement by women in the workplace.
Gender stereotypes are minimized but on the
matrix for tolerance and diversity the Middle
Eastern countries are ranked the lowest. According
to SHRM’s survey it was seen that out of 47 nonGCC countries the last position was taken by a
GCC country on the index of global diversity
(Chien, 2004). This study implies that GCC
countries are at lower end of the scale and are
having hard time to promote diversity in the work
place.
8.2 Current HR Practices in Middle East
HR practices are different from the Western world.
The most practiced HR policy is the gender
discrimination seen in the workplace. According to
the survey in Bahrain (Metcalfe, 2007) it was seen
that diversity is increasing but in that context
women are being discriminated the most on the
basis of their gender which is leading to less
diversity in the workplace. It has been argued that
religion is one of the many factors that can
contribute to the formation of national culture, and
which, through national culture, may influence
HRM processes (Tayeb, 1997). In a Middle Eastern
context the concept of equal opportunity and
affirmative action is not viable. Managers do not
practice these policies at their work place.
According to the survey by Metcalfe the survey

Imperial Journal of Interdisciplinary Research (IJIR)

conducted showed that there are distinctive HR
practiced in Arab countries like women are
separated from men in the work place and it is
considered as a proper working environment.
Different cubicles are assigned so that women can
work within their comfort zone and avoid many
restrictions regarding the working environment.
Other than that other major HR practices are any
workshops or training for certain employees of the
company. This distinction creates a glass ceiling in
the working environment, which is difficult to
climb for women. The limited opportunities for
women compared to men have been highlighted as
a global trend (O'Higgins, 2001). Another HR
practice seen is that the jobs are mostly offered to
those who have connections and family interests.
The jobs are not given on the basis of competencies
and learned skill sets but rather they are given on
the basis of personal connections. Moreover if any
training or career development activity or
conference comes those individuals are given.
Another observed practice is that the women who
wear Hijab are considered more respectful than
those who follow the Western clothing. Hijab was
associated with the image of a devout professional
Muslim woman (Metcalfe, 2007).
8.3 Potential New HR Practices in Middle East
8.3.1
Equal opportunity commission
As now there is an increase in the
diversity and most importantly Middle
Eastern companies should realize this fact
and should understand the implications of
this being a competitive edge for the
company over others. The act of equal
opportunity should be applied. Everyone
should be given an equal chance and fair
assessment. This will increase the
company’s
diversity
outlook
and
employee loyalty.
8.3.2
Women’s Management Training
Training programs should be introduced
so that every individual gets a chance to
participate especially the women so that
they can further polish their skills. The
multi-skill leadership demands in IHRM
require that the talents of all employees
are nurtured and developed(Edwards &
Kuruvilla, 2005). Several Arab states have
initiated Women Empowerment Programs
which highlight the importance of women
entrepreneurs in the society.
8.4 Mentoring
Mentoring is something needed by female
employees and if the companies provide these
programs to women it will increase their
productivity and increase their confidence. This
boost will help companies to realize more gains. So
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mentoring is required now by the women of Arab
states and this initiative can be one way to promote
diversity.
8.4.1

Maternity and Family Policies
The women interviewed by Metcalfe
clearly stated that if there are some
policies envisaged which will help them to
balance out their work-home life it will
help them to further promote and boost the
economy. This will increase the gender
diversity in the workplace too. Maternity
pay, leave and allowances and especially
the flex hours will help female employees
stabilize themselves in the working
environment.
8.5 Work Place Diversity in Europe
The increase in diversity is more widespread in
European countries than the rest of the world and
most importantly gender diversity is on the rise.
Organizations’ diversity goals and priorities won’t
change significantly over the next three years—but
the impact of diversity on innovation may be
coming into sharper focus as executives
increasingly try to harness the power of this issue
for driving business goals (Rosenzweig, 1998) As
diversity and inclusion are trending it is getting
difficult to manage it and with that there are certain
new challenges being added to that. The encounters
now faced are different and more challenging but
they can be tackled and a solution can be made. It
is important for the managers to look deep into
their workplace and see how diversity is being
controlled and what areas should be covered
regarding multiplicity. According to the research
the time and investment plan for implementation
should be completed. The major difference,
however, is the very limited common European
identity — as opposed to the 'American identity.'
Identification in Europe mainly occurs at the
national level and is fostered by national cultures
and languages (Stuber, 2007)
8.6 Current HR Practices
8.6.1 Women’s Career Advancement
For example in Belgium, the Belgian Institute for
Equality of Women and men has been able to
collect data on the best HR practices. Out of total
of 61 documents collected 25 documents state that
how important is for women to practice in decision
making responsibilities and career advancements.
Moreover it is important for a company to
acknowledge the workers by introducing an award
giving system like ‘employee of the month’. One of
the most important policies is the talent
management policy, which is there to help women
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at every step of the ladder in their career
development. This leads to a more confident
women and the company is able to retain the best
employees. The major issue is that whenever a
women tries to break in the glass ceiling there are
numerous delays on her way which makes it
difficult for her to climb up the corporate ladder.
8.6.1

Pay Equality

Equal pay practices are being monitored in most of
Europe especially in Northern and Western Europe
but these practices are barely seen in Southern and
Eastern Europe. Companies using an equal pay
system whereby companies have their own unique
tools to calculate the pay is mostly used by
Germany, Switzerland and Sweden whereas in
Bulgaria, Croatia, Romania is far behind this
system. By installing gender neutral compensation
system the issue of unequal pay can be resolved.
By carefully checking the salary outcome and in
case of crisis regarding unequal pay the
management can be questioned and will be
answerable; these techniques will also help the
policy of equal pay distribution.
8.6.2

Enhanced Measurement; More
Follow-Up

It is said: ‘When you start measuring, that thing
gets done’. So European companies have targets
and employee objectives that they have to achieve,
especially in diversity. Key performance indicators
are built which makes it possible for the company
to display their efforts regarding institutionalizing
diversity. These things make the effort for
engaging diversity quantitative and easily
measurable. In Europe, Belgian companies are
leading in this area. The successful implementation
of gender diversity practices depends on the use of
ambitious but feasible targets, which have to be
differentiated
for
various
functions
and
departments.
Furthermore there is an employment discrimination
law passed by the EU in which dictates that every
European Union country will follow this rule.
There will be no discrimination on the basis of age,
gender, religion, background, ethnicity, disability,
color, caste and race when being chosen for a job.
Each state has to incorporate this law in their
national legislation making it absolutely mandatory
to follow.
When a country and company follow such
legislation there is no doubt that the workplace will
promote diversity. With the help of these rules
companies are able to maintain their diverse
workplace.
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8.7 Difference in both work places
All these factors combine to make a workplace and
practices are deriving from them. HR practices
basically constitute all these elements when
designing the policies. The difference in the work
place are mainly due to culture differences, religion
influences, pay structure, personal connections,
equal employment opportunity legislation, training
and career development, stereotyping and other
related factors. Starting off from the culture, both
areas have very huge culture differences. Both
areas have very different backgrounds and people
which make the policies different. So the culture
barrier is a major factor differentiating both work
places. Another important factor is religion;
religion impacts most of the workplace culture. For
example the Middle East compromises of Islamic
states, Islam being the fundamental religion
influences the workplace most and the basic
difference between the two areas is the policies
derived and influenced by religion. In Europe we
didn’t perceive the policies being influenced by
religion as much as it influences Middle Eastern
companies. Especially in the case of women in
Bahrain there were special cubicles designed for
women to use for work. Women have a separate
working compartment and it makes it a proper
working environment. The clothing is also different
in both cultures, women with Hijab are considered
to be more respectful and dutiful towards the job
than the one who wears the Western clothing and in
contrast there is no such discrimination seen in the
European environment. Women face more
hindrance in Middle East than they face in
European countries. Though both countries have a
glass ceiling and it is difficult for women to climb
up a corporate ladder but the European countries
are doing its best to envisage such policies and
acknowledge the gender diversity in one’s own
company. Whereas in the Middle East women
hardly climb the corporate level and the HR
executive don’t acknowledge the gender diversity
in workplace. Another very major difference is that
in European countries the element of diversity is to
be considered as a competitive edge and the unique
selling point. They think diversity brings
innovation to their work and they try their best to
make the factor of diversity a cash cow and make
huge sums on it. Contrary to European thinking the
Middle Eastern HR executives certainly know that
there has been a rise in diversity in the workplace
over the past decade but their thinking is that they
can’t do anything but to leave this factor alone.
Another important attribute differentiating both the
economies are the pay factor. The concept of equal
pay to all the people working for the same position
is getting common in Europe especially in
Germany. Companies and the government are
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doing best to make sure that everyone gets the
same level of benefits. Government is promoting
this new policy. Whereas in the Middle East no
equal pay policy is implemented. This policy is not
believed on. Nor did they formularize any such
policy in the company. Equal Employment
Opportunity Legislation is something on which
countries in the European Union strongly rely.
They have passed this legislation in 2000 and every
member of EU is supposed to include this in their
national legislation and follow it. This act helped
everyone to get the same employment chances by
making the system fair and unique. When every
person gets the same percentage chances of
employment this makes the people trust the
government policies.

9.

Conclusion

In this research we have learned about workplace
diversity. Moreover the comparison has been done
between two geographically different areas and
highlighting the points where Middle East can
work and increase diversity. It is clear that diversity
should be encouraged and policies should be
designed which encourages diversity in a company.
Policies like Equal employment opportunity should
be made necessary in every company and the
company, who are not following this act, should be
fined in order to encourage businesses to improve
their structure. Moreover the cultural barriers make
it hard to adapt to new policies and favor diversity.
Globally now companies are finding the
implementation of diversity as a competitive edge
but there are still some areas of improvement that
could be worked on.
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