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Diversity
Diversity is all about involving different elements, ideas or people in a team or in an organization with an aim to generate new and creative solutions to problems. Diversity is arguably one of the key elements of creative thinking which occurs in the workforce, one's personal life, managers and teams formed within a company. Ability of organizations to diverse both sociologically and psychologically of their workforces, it creates a better understanding of the importance of diversity and its impacts to both individual and to the organization as a whole. A diversified team generates more creative results than those teams involving people from the same cultural background. Diversity creates creativity within the workforce as the team members tend to perform their best work and provide their ideas in solving difficult problems.
 Diversification within a team occurs in various categories and environments where each of these categories comes with great creativity within a team. Therefore, the paper focuses on diversity within the workplace with the main idea to proof that every human resource should embrace diversity since diversity is what makes employees different thus having a diversified working environment gives an organization an opportunity to utilize broad ideas to attain a common goal. 
Personal Creativity Diversity
It is through personal creativity diversity that people generate creative personal ideas to solve their problems by expanding their thinking. There exist several methods that demonstrate how individual creativity can be achieved through diversity, these include;
i. Random word selection method
The method involves opening any book or dictionary and chooses one word randomly. The next step is to attempt to create ideas that use the selected word (Shin et al., 2012). It forces the brain to have a diversified thinking by looking for solutions in another distant mental nook and crannies.
ii. Application of a related model method
Use of a distantly related model in creative thinking is very effective. It is demonstrated by taking a concept like a complex object or a business model that refers to the present problem. One good example of a related model application is watching a drama trying to seek a solution to the problem at hand in a business (Drummond-Dunn, 2016). Another example is where a bank that desires to better its customer services uses a fast food restaurant model. The two businesses are service-oriented, but by learning how the restaurant manages food and serves its customers effectively provides the bank with a wealth of inspiration.
Diversity within a Team
Teams can generate more creative ideas by the use of personal creativity-diversity methods which include;
i. Personal creativity-diversity technique
The technique requires the team leader to strive for diversification within the team by involving everyone from all the departments so as to have diverse educational backgrounds and cultural backgrounds (Drummond-Dunn, 2016). People with such diversity offer a wider range of knowledge that can be used to build new creative ideas.
Company Diversity 
Diversified team in an organization is able to engage in business networks. This can be achieved through;
i. Engaging different teams in business
A company develops a diversified team by employing people who have different education, background, experience and knowledge (Denning, 2012). This can be achieved by hiring workers from various countries and cultures. Such people offer workforce diversity, and they also have connections with professional associates who can tap in solving the company problems. Diversity in a company should also feature an even mix of sexes both at the employee level and management level.
Diversity is Crucial for Innovation 
Diversity creates innovation within the organization. One of the key ingredients of diversity in generating innovation is the Cognitive diversity in a workplace.
i. Cognitive and identity diversity
Cognitive diversity is a crucial explanatory variable which once attained at workplace leads to great communication and strong leadership in a company. Cognitive diversity is more collaborative, inclusive and open space where workers are empowered to generate and implement ideas (Bassett‐Jones, 2005). The various advantages of diversity in developing innovation are;
· The "super-additivity" from diversity; when people work together collectively and one member improves the skills required, then, the others can as well improve leading to a better performance.
· Involving outsiders with diverse and applicable views: Outsiders normally think differently and their diverse thinking always results in innovation.
· Inspire inter-disciplinary determinations: A cognitively diversified people work on severe problems as they come up with creative ideas and innovation which operates on the problems efficiently.
· Diverse preferences are valuable; by agreeing on a particular goal and then disagree on the various ways of attaining the goal helps in increasing the array of solutions.
· Diversity requests to be a key in employing; Cognitive diversity is essential in hiring activities within a company where workers have to work as a group so as to solve difficult problems (Drummond-Dunn, 2016). The hiring process should consider applicants with diverse skills and interests by also making sure they have basics skills within the fields relevant.
Pros and Cons of Diversity
Pros of Diversity
There are many great reasons for organizations to try to achieve diversity both in the organization and in groups within the organization. The biggest and perhaps most obvious positive effect a group gains from diversity is the gain of new and different ideas (Bradford, 2014). With diversity, you have people from different areas and different backgrounds, which can lead to different ways of thinking, different ideas, and different solutions. The group then will become more productive and of better use to the organization (Bradford, 2014). Another positive effect gained through group diversity for an organization is relating with the customer (Hofhuis, van der Zee, & Otten, 2015). The world is a diverse place, so if organizations want to do business with more than just a few people in the world they need to be able to come up with diverse ideas. That is where the diverse groups help; they are diverse like the world and can come up with ideas and solutions that are appealing to more people around the world. The diversity of groups within an organization also helps the appearance of the organization to the rest of the world (Hofhuis, van der Zee, & Otten, 2015). Customers and potential customers around the world can see the diversity, and it is appealing to most. Most people like to do business with an organization that is diverse. It makes the organization appear to be more stable and relatable. With more diversity in groups, the group members also become better rounded. They lean things that the other members of the group know that they do not. This helps strengthen the organization because its employees are in a sense worth more to the organization. This then helps to attract better employees to the organization. When all of these positives of diverse groups within an organization are combined, it helps to increase the profitability of the organization as a whole. 
Cons of Diversity
	When describing diversity in groups, the pros are usually what is focused on. However, there are also cons to diversity within groups. One such con is the effects the group may have on the member’s job or status (Hofhuis, van der Zee, & Otten, 2015). Some people fear that if they are a majority member of a group and not a minority member their contributions can be overlooked. Some may even fear that credit for their contributions will be given to minority members. The thought that this could happen will make some group members have a negative attitude toward the group and they will not be willing to help. Another con that can arise is that some members may not want to try to work with different members (Hofhuis, van der Zee, & Otten, 2015). Some people only like to work with similar people. They are not willing to try to learn new things from different people. They do not want to deal with any cultural differences or beliefs. This makes any cooperation between members almost impossible. Then there is possibility that members may experience intergroup anxiety (Hofhuis, van der Zee, & Otten, 2015). This comes about when members do not want to interact with other members of the group. Such things usually cause this as a fear of making mistakes or embarrassing oneself in front of the other group members (Hofhuis, van der Zee, & Otten, 2015). It may be that they do not want disrespect the others member’s culture or they may not want to present information or ideas that are false. Then there is perhaps the most obvious con to diversity in groups, the inability to communicate effectively (Bradford, 2014). This is caused because of a language barrier or even a difference in customs. Either way if the group is unable to communicate it will not be successful in completing any task no matter what resources or funding is available to it. If one or any number of these cons occur in a group they will seriously affect the effectiveness of the group. For the organization if the group it has created to complete some task is ineffective for any reason it means wasted resources and lost revenue. Both are things that every organization tries to avoid.
Types of Diversity
	There are three types of diversity that will be discussed:  demographic, psychological, and organizational.  First, demographic diversity relates to the social categories people use to classify others; such as gender, race, ethnicity, nationality, age, religion, and sexual orientation. Next, psychological diversity relates to differences in people’s cognition and behavior, including their values, beliefs, and attitude. Furthermore, psychological diversity deals with a person’s personality, and their knowledge, skills, and abilities. Finally, organizational diversity is defined by differences in a person’s relationship to an organization. These differences include status, occupation, department division, and tenure. 
Demographic Diversity
Demographic diversity relates to the social categories people use to classify others:  gender, race and ethnicity, nationality, age/generation, religion, and sexual orientation. Pelled (1996) found that “diversity with respect to members' demographic backgrounds can have a powerful effect on both turnover from the group and on the group's performance on cognitive tasks” (p. 615-631). Demographic diversity will increase turnover while cognitive performance can be positive or negative. Once managers understand demographic diversity, their performance/effectiveness may increase. Depending on how visible or related to a job the demographic diversity is will indirectly or directly influence turnover and/or performance. 
Riordan and Shore (1997) results indicated: Similarity in race-ethnicity affected individuals' attitudes toward their work group, as well as perceptions of advancement opportunities. Nonsignificant results were found for both similarity in gender and tenure. These findings suggest that demographic variables may have differing complexities in their effects on employee attitudes within work units (p. 342).
Psychological Diversity
Psychological diversity relates to differences in people’s cognitions and behavior: values, beliefs, attitude, personality, cognitive and behavioral styles, and their knowledge, skills, and abilities. Van Der and Janssen (2001) hypothesized: Psychological diversity will have few implications for individual performance if there is little need to interact.  However, when task interdependence increases, the effect of psychological diversity becomes stronger, and the direction of this effect will depend on the degree of positive goal interdependence. Increased psychological diversity may lead to distrust, stereotyping, and decreased identification with the other task (p. J1-J5).
Organizational Diversity
Differences in a person’s relationship to an organization such as status, occupation, department/division, and tenure is the definition organizational diversity.  Like demographic diversity, organization diversity can “affect outcomes such as turnover and performance through its impact on affective, cognitive, communication, and symbolic processes” (Milliken and Martins, 1996, 402-433). There are many similarities between organizational and demographic trends, and, in fact, demographic diversity can influence organizational diversity. “Organizations should value diversity to enhance organizational effectiveness,” according to Cox and Blake (1991). Research shows that structurally diverse work groups engaging in external knowledge sharing will increase performance due to the exchange of knowledge through these unique external sources. “A structurally diverse work group is defined as one in which the members, by their different organizational affiliations, roles, or positions, can expose the group to unique sources of knowledge,” per Cummings (2004). Organizational diversity is essential because members of different divisions have the knowledge that other members/divisions may not have so they can share this knowledge with each other to help their performance increase.
Causes of Diversity
	Many organizations have adapted to the concept of diversity. One may ask, what caused this epidemic of increased diversity? There are several factors that can be contributed to the reasons that diversity has become quite popular. Some of the factors are very important, meaning legal issues. Some laws protect discrimination against employees, the laws protect certain classes such as age, race, gender, etc. This is one of the reasons that many companies are adopting a diverse workplace. Though legal requirements and laws protecting and preventing discrimination is a large factor in diversity, there are also more reasons that company looks into diversity. Another reason is that diversity has proved to increase productivity and innovation within an organization. This attracts almost any organization that wants to become one of the top competitors in their industry. They must use diversity to get all of the best ideas and skills as possible. 
	So what causes gender diversity within the workplace? According to Abdullah (2014), “The heterogeneity in directors’ backgrounds helps the board to have a greater understanding of the needs and wants of the general population” (p. 1138). This is the 21st century, if a company wants to become the best, they have to have a diverse board of directors in order to comprehend what the best options are for the company’s competitive advantage. When a company embraces women and their importance, they start moving forward and differentiating themselves from competitors that are still stuck in the sexist past. However, it is difficult to hire women onto a board because the process usually based off of networking. According to Abdullah (2014), “Since women are not in the directors’ or CEOs’ networks, their chances of being identified are very small if not remote” (p.1143-1144). This is unfair for women around the world, but most countries have shown an increase in women board members since the 90s and early 2000s. 
Effects of Diversity
	Diversity has many impacts on organizations and firms. Diversity really opens up new ideas and innovation for a company. There is a plethora of positive effects for diversity within an organization especially within a project team. Diversity equips a certain group or team with different members that hold different skills, beliefs, and different thought processes. This can generate new ideas and stimulate innovation, as was previously discussed in more detail. That being said, there are also negative effects that diversity can influence. Kaiser et al., (2013) mentions how diversity can cause an illusion of fairness amongst a group (p. 504). Kaiser et al., (2013) states, “An illusion of fairness occurs when high-status group members believe that the mere presence of diversity programs makes organizations fairer for underrepresented group members, even in the face of evidence that low-status groups are unfairly disadvantaged” (p. 505). This illusion of fairness is actually something that happens in many situations on a daily basis. The negative effect of this illusion of fairness is that people feel like sometimes it is fairer for other members and that they are actually working and putting more effort than the others. It is a good thing for the slackers, but for the members that pull their own weight tend to feel like it is not fair for them. This can sometimes cause the sucker effect. The sucker effect has been discussed in class and can basically be identified as when a member of a team feels that he or she always get stuck with the work, that this time they can just be a loafer and see if other people will step up and do what is needed to be done. This hurts a team’s performance because they are not using all of their skills and knowledge because they feel that they get used. 
Networking in a Diverse Environment
Networking in a diverse environment promotes key elements of business that help to facilitate a balanced workplace, social awareness and cohesion. By definition, a linchpin is anything that is vital to an enterprise or organization, and such a concept plausibly defines the necessity of networking in a diverse environment. When considering diversity, also consider the benefits associated with it. Explore the connection that it establishes for companies to overcome biases and create new opportunities that are mutually beneficial for all involved parties, technology’s role in that aspect of networking, and the channel it opens for the exchange of ideas and partnerships. This facilitates innovation, which is critical in an evolving market and a key element of business. Networking literature has long hypothesized that diversity within one’s network can ignite an expansion of one’s drive, innovation and overall success, thus making it an essential guideline in a company’s handbook.
Diversity, most importantly, puts one in an environment separate from their conventional interactions, which helps to usher in an array of alternative views based on individual, varying analysis of the subject at hand. Network diversity analysts have concluded that placing individuals with various backgrounds in a collaborative situation makes them push themselves to a greater outcome because they have nothing in common (Aldrich and Martinez, 2017). While this may seem counterintuitive, the different thought processes and analyses put the group in a situation where they have no choice but to find common ground within their broad conclusions. This initiates brainstorming, which then stimulates conversation, which concludes ultimately in the original goal: finding an innovative solution to the task presented to the group. From here, those involved can create strong ties with one another and enhance their cohesion. Among the previously stated benefits, this can also benefit each person individually by exposing them to a different outlook than the one they presented. Thus, not only is diversity an essential part of innovation, but also of personal growth as well, which can benefit employees and the company.
Cohesive diversity can be considered by some to be an oxymoron, because the commonly accepted thought is that the more alike individuals in the group are, the more cohesive they can be, which translates into more opportunities. Studies have shown that when an individual is exposed to a network beyond that of family or close family associates, the diversity generates a sense of optimism for one’s odds of success in a diverse environment (Aldrich and Martinez, 2017). This can also bring someone out of their “comfort zone” of networking, because when presented with a limitation to your progression in a network that one is accustomed to, the only choice is to create your own opportunities instead. This strategy creates diverse interaction and a broadened spectrum of contacts for an individual to work with.
Technology as of recent has become a cornerstone of networking and network diversity sub-sequentially. Not only in the sense of use, but in the industry. In terms of Social Media networking, diversity and engagement is becoming an ever-evolving part of digital culture, due in large to the facilitation of a wide range of interpersonal communications endeavors (Xu et al, 2013). Furthermore, large technology firms have long endorsed and engaged a larger spectrum of backgrounds, seeking networks based not on commonalities but rather or differentiating factors that allow for uninterrupted innovation. They have also been forerunners in the use and formation of “teams” as opposed to individual effort, because, as previously stated, collaborative minds drive innovation without the stagnation of the status-quo imposed by likeminded individuals within a team. Formations of teams in the broader sense, however, have proven to be more lucrative than individual ventures. Studies have shown that teams ranging from spouse based ventures to a network of individuals have proven dominance in large because of the diversity encompassed in the venture itself. While one would question the network diversity of spouses, keep in consideration that while they are connected personally, that does not incline them to think the same, have the same interests or view things from the same point of view. Essentially, incorporating a source of thought outside of your own can translate into innovative thought on all levels so long as it contributes to and/or challenges what you originally conceptualized.
Exchanging sources is another aspect and way to diversify networks because you are engaging with a supplier, customer, etc. that a contact referred you to, which means that you broaden your own network in the process (Aldrich and Martinez, 2011). This can almost surely lead to elements of innovation in a multitude of ways, primarily in the simple fact that you are engaging in a previously unknown contact. For example, receiving a new supplier may mean that the supplier uses a more efficient, flexible production system, which translates into faster turnaround times, which leads to customer/client satisfaction, which can translate into greater capital and success altogether. A business that does not diversify their network, however, can plateau and quickly experience the negative impacts of a small, undiversified network.
Conclusion
Diversity in a workplace is a crucial tool for managing a team of workers as it values everyone ideas in a company which results in creativity and innovation. Involving diversified members within a team in an organization is an important aspect of attaining the business goals and objectives as the diversified organizations provide different solutions to solve the structure challenging problems. An effective diversity strategy yields not only creativity but also innovation and networking which adds value to a company and contributes to the worker's engagement and wellbeing. Therefore, Organizations should be in a position to embrace and adjust to workplace diversity. This is because diversity within an organization comes along with specific assets and liabilities which results to the achievement of a common organizational goal. 
 			












References
Abdullah, S.N. (2014). The cause of gender diversity in Malaysian large firms. J Manag Gov, 18, 1137-1159. DOI 10.1007/s10997-013-9279-0
 Bassett‐Jones, N. (2005). The paradox of diversity management, creativity and innovation. Creativity and innovation management, 14(2), 169-175.
Bradford. (2014). Team tactics in shared leadership: Pros and cons of demographic diversity. Strategic Direction, 30, 32.
Cox, T. H., & Blake, S. (1991). Managing cultural diversity: Implications for organizational competitiveness. The Executive, 45-56.
Cummings, J. N. (2004). Work groups, structural diversity, and knowledge sharing in a global organization. Management science, 50(3), 352-364.
Denning, S. (2012). Why is diversity vital for innovation? Forebes, 
Drummond-Dunn, D. (2016). Innovation and Creating Shared Value: The Highly Effective Habits of Innovative Organizations. Journal of Creating Value, 2(1), 40-55.
Hofhuis, J. van der Zee K. I., & Otten, S. (2015). Measuring employee perception on the effects of cultural diversity at work: Development of the benefits and threats of diversity scale. Quality and Quantity, 49(1), 177-201.
Kaiser, C.R., Jurcevic, I., Brady, L.M., Major, B., Dover, T.L, & Shapiro, J.R. (2013). Presumed Fair: Ironic Effects of Organizational Diversity Structures. Journal of Personality and Social Psychology. 104 (3), 504 –519. DOI: 10.1037/a0030838
Martinez, M. A., & Aldrich, H. E. (2011). Networking strategies for entrepreneurs: balancing       cohesion and diversity. International Journal of Entrepreneurial Behavior & Research, 17(1), 7-38. Doi:10.1108/13552551111107499
Milliken, F. J., & Martins, L. L. (1996). Searching for common threads: Understanding the multiple effects of diversity in organizational groups. Academy of management review, 21(2), 402-433.
Pelled, L. H. (1996). Demographic diversity, conflict, and work group outcomes: An intervening process theory. Organization science, 7(6), 615-631.
Riordan, C. M., & Shore, L. M. (1997). Demographic diversity and employee attitudes: An empirical examination of relational demography within work units. Journal of applies psychology, 82(3), 342.
Shin, S. J., Kim, T. Y., Lee, J. Y., & Bian, L. (2012). Cognitive team diversity and individual team member creativity: A cross-level interaction. Academy of Management Journal, 55(1), 197-212.
Van Der, G., & Janssen, O. (2001). The joint effects of psychological diversity and interdependence on individual performance. In Academy of Management Proceedings (Vol. 2001, No. 1, pp. J1-J5). Academy of Management.
Xu, W. W., Stefanone, M. A., & Rui, J. R. (n.d.). The benefits and burdens of network diversity: Political engagement on social networking sites. Retrieved March 14, 2017, from http://firstmonday.org/ojs/index.php/fm/article/view/4822/3747



	












