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~ The Power of Narrative:
~ An Analysis of Stories and
~ Re-positioning Identity

Snober Satarawala

Abstract

The paper begins by briefly elaborating on what constitutes culture
by understanding the signs that construct the narrative sequence Or the
syntagmatic chain. This is done by means of a brief explar.latlon of
Saussure’s concept of the sign and the direction in which De_rr'1da takes
it. The attempt is understand how a signified linked to a signifier can be
altered. One way this can be achieved is by modifying the narra}we as
will be illustrated by various examples. The aim is to establish the
potentiality to change the perception of the paradigm.

The argument is illustrated by referring to the street art of ‘?hﬂoci?;:/
Sulgman’ Hollywood movie Grease, Sharmila Rege’s book V}letizgk [ am
valrltmg Gender: Narrating Dalit Women's Testimontos, and the

alala by Malala Yousafzai.

' igm 15
The thesis statement is that a change 't the pgrac::agin ol e
en%ugh the change in the narrative Of synt.ag.matlc 3
ed through stories of heroism and not victimhood-

i women.
Keywords: Saussure, Derrida, subaltern, heroi

Whoo _ , ?
hat's the use of stories that aren’t €Ver true ushdie, 1990: 20)

aw Aspects Of'f”"
NOUZthat is a story? E.M. Forster (1879'1970) o hl:olz;(;’herz story 15 @
Sequ (1927) makes a distinction between plot and 8 Y s’ whilst plot
is Soentlal linear narrative punctuated by a ¢ i of

mEthing constructed, linking events usin as



3 Aterature: The
Interpretations of Liter: 1€0ry ang Pl'ﬂCl’icg
s haes ' 1S o -~
ling of plot hearkens back to Aristotle (384 3228, ) Whq
This umicrbf“”:}q’l’;c ) establishes causation ag one of the key o
in The ,,m-ur.s}(n)»r; tiiis‘ paper tentatively initiateg a rather ,
short, N . H o 1 2
in plot. ln that through causation in narratiyes the ver
hypothesis 'tii a sign has the potential to be €rased and yo
. N J s H
assocmtt% wi thr ough a determined and conscious effort,
another. Thus, .0, . : o tion from
be used to re-position identity and its perception m m

Signjfied
Placeq b
AlTatiye

arginal t, h
Aristotle also asserts in response to Plato that there g

leasure that comes from drama and this Paper wi]] modify
Dleas d S : pe : |
}ipplied more inclusively to al] stories, as storjes are present, ““h()ligh in
an invisible form, everywhere; even in drama, Also the term story wij be
« <

used in a more or Jegg loose manner considering plot to be a subslructure
or parole of the langue of 4 story. The Special pleasyre obt

stories according to Aristotle ig Catharsis. Different Critics h
over the translation of this term, h()wever, in this pape
understood as the w

ashing out of unwanted €motions, g
as Aristotle states ‘'pity and feay’,

Centuries Iater Sigmund Freud (]856-1939) will recognize the
importance of stories. He wij) question why People tel] the Stories they
Ves in thejr stories? In the essay, “Why
5 Publisheq ijp History and the Psyche, Michael Roth
ance of Freyq. Roth focuseg on psychoanalysis as the art
questions, One central question posed
, telling thig Story?” or he asks “What
25-‘151T:e]1§§)x.pressed by your injury, or i telling the story of injury?” (Roth,

S can
€roje,
a Specig)
hat tq be

ave argueq
ritis going to pe
ome of which are

i feort eud, Love 4 Hate o what he refers to ag Eros and Tllﬂiiﬂfos
Otrl:lja to mogt humap eXperiences. According to him, as explathed
iy in aboye €ssay, one of the reasons why people find it difficult
llthereq) o ory is TePressiopn «
tis 4 Sychica]

Psychic Sion, ewilfu]refusalatselfunderstandmgf
desireg (1 Mechapjg

Ir PreVenting us from claiming our "W)r;
Notkng onicall atis the Source of Pleasure for it is, * ~-~(’l't)f,,
(119 and « erz _“ always be in ibition against knowing oursel\{e?n
PSychoan lysig” ( - favages of 8uilt are central themes
So '
085 thig g : ] m?
ccordmg to By S guilt and the Consequent suffering come fro
n €ud the,, q
ature, the fe ] e thre
“’hic adi bo

& . rof
€ness © Main soyrees: “The superior POW?()HS

th St the 1y OUT bodies. the nadequacy of the regul"“il
€ State anqd . . Jtual g ti h beings in the family,
this Uman eings iow 0
~ fom the point of v st
d be fanslated as cyulture is the

u ationgh;
: eslomety ( Teyd, 1961}')S 5
relevant. ast Whic, coy]

of Narrative: An Analysis of Stories .,
wer
The PO

interpretation is that Freud Jater thinks Jess that people ;

Roth’s inte r}) of childhood memorijeg gone awry byt feels that they are

qufferingbecatl:h(‘ring stories. Thus hysterical Patients syffar from

actually rCrTIThcir symptoms are the feémnants, ang the memory

reminisce?(c)‘f‘;’crmm (traumatic) experiences, Thus in a senge
symptom:

[ l IS the PdS‘t
or ni 1 > I) C t t

tories are more than a fictional narrative sequence, The
fn shor S~(t xl]’ are linked to their Pasts or historijes. However, they
A persmlls t (to c;raw upon from that past as they have human agency
can choo:s'c w';‘? us stories are defined and given shape by their purpose
o inte.ntl()n.- -] t‘ioin or theme. In short, what they choose to te]] and how
orthe lct?ﬂ, mti r’]ll it does have a conscious intention, [t is artificia] writing
ey fi»eati]fi)ti)ri(tvl constructed and in turn constructs reality as man
E}r]iaticl: liL it LVictoi/ Shkl()vsky' or Jonathan Cyller? assert. ]l;i]iusf 1: :}t::
ose behi 1 telling a story is changed then it js possible fo
5:?:22‘:1 l(3);hc](r)]r:ccpt ir:age embedded in that story to be changed.

Stories are as old as time and are not just wa)’s3 we ngrpritletbg
world (Mj”“)[ic)l they are creative-they Create a world?>. IAt aAeerieat .
they are ways we interpret ourselves and the roles we play.A g nant]
of that ig bound to the emotions of love and hate rooted Predﬁmmaae}r/
in our Perceptions of oy self. Thus stories have power and t :}iep(;)uter
has a holq Notjust on the way we see ourselves ert also the way 1 o

ives ys. They are what make us availat)le to the wor P
Will reaq us into existence through them via the tinted glassesf ot -
OWn storjeg. We are discovered and exist through the culture of stories.
ays of understan
Paper is going t
n the Narratijve
ange,

In a Nutshe]), the
COnstitutes cul
*®quence .,
eXPlanation of
Derricta take

ding culture are available. quevce.rilin
0 look at it in terms of semiotics with a
s that make up culture, particularly as

, thig

discussion wil] begin by briefly ehborat;ngn?;r;}i]\z
ture by, understanding the signs that constitute t eof e
he Syntagmatic chain. This is done by I'neatr‘]sn in which

aussure’g Concept of the sign and the dnire.Cf.lOd efeedl
Sit. The attempt is to understand hqw a Slgmcliieved ighy
Modjf, - ' May pe Modified. Ope way perhaps this can beeiamples. This
Tnay hymg the Narratjye as will be illustrated by various adigm,

Ve the Potentia] change the perception of the pa

i : thes, food,
mannerat 'S Cultyrer In layman’s terms it could srmp;}{}’ \E)veexci(; b BT
S()phist~s' “Stivals, rituals, Movies, video games, etc. Ho aties which
May , ateq level one form of culture is the stories or narrz

¥l as Obvi0u

. rertisements,
St e . istories, myths, adver
Sas fiction ordiscreet as histories, y
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news telecasts Or personal narratives. It must be stressed that t};
completely different understanding of the term culture as com this s
by critics like Matthew Arnold who S"‘wp?tred tothe
< as high

traditional usage
n Culture and Anarchy where he describes it
o S l as l/a

culture as he discusses i
ursuit of our total perfection by means of getting to know, on all
4 matters

which most concern us, the best which has been thought and said i
1d in the

world”.
Culture is not innocent but is a translation of power. The dominant
: an

cultgre is the one that has control. So if the culture is masculi
stories that are hidden behind each of its elements are marked 1;1 o ctihe
as can be seen in the often mentioned advertisements where wo%griii;é
E&tfgﬁg&; hlistbrpen wear darks glasses, leather jackets and race
0 a«emo; - 0 or' ikes. Howeyer despite the various forms of control
and assert bookF[);"-x gr[yvhlch Mlchel Foucault (1926-1984) discusses in
fis seminal baok 1~1.~c1p ine and Punish: The Birth of the Prison (1975) be it
S ines we stand in or the prison house to incarcerate our
! Is but perhaps one of the greatest prison houses is language-

hard i:’::aj(e)martlﬁ l:is signs are steadily programmed into our cerebral
is through 1Ats di:te ay we are born and the only way one canl bpeg f'rie
Thue for Foueaul: O(r)h(r)ns. often seen in figurative language ani St(;r(;ié
person or entity rzt}‘:eir-ls hotp ermqnently loca}ised int he hare®

) it is something dynamic, flowing throt®

system n1 -y
b \ pe and available for anyone to seize.
An inte : : .
resting discussion with an eminent translation SCh(:k;r i
a
the underst .
led to anIudmg

Niergaard® f gy
hat i he Ir :)in the Unlyersity of Florence, Italy,
u-.v\in:kc.l,? ost-translation era anything could be granslated © Joq of
“cture. However, Niergaard could only view the destruc 1(1515)
f Iraq an Wegte{ﬂ

Cultural heritage .

as the n@:u“ffzfiteb ‘_n Ifaq by the Islamic State O 5
democracy that ¢ ranslation. It is her culture or the structure it is thelf
translation of ! causes her to hear that voice or parole. For 1507 yich
ronically the (}’!Zﬂ)le that invokes them to set up @ new Of .e o pst be
allowed tg r()’,‘““f)rder and hence another equally valid VOI(C)e . [the
¢’. The absence of the building spe? ;rativef

trans 5
diblation \J p
I resenc .
translated, ice and the dismantling allows oth€
.
fil)a 3 L)lll.
wever, be -he 5%
able 1o sep g oo -2U%€ Of her culture of Christian democray Hon o
New order “tis a culture of radical destruction an ta crece 7 e as
1€ S1p c = .. negs 18
”x-u e B0 ”»r;:)l;m(}‘d she associates with that narre ive lb(Zt as 1;7;
\at eit} £h the eve e e is N 10
eyes of her culture. This pape’ or 5107 i€
S : they .,
riv

THET IS rp|

pnt, 1t i

Thus stories y 15 Just allowing different narrative way '

] NV" Y - ]

lined b Ite characters into existence but “?t ,xh'l"
¥ the culture of the reader. T0 @ certal

heard

reac
id 15 d"""fn

of Narrative: An Analysis of Stories 1
) 17

The Power
can be read as a translation of the way the self wishes to be perceived
however, Ll“lmately‘part of the interpretation lies with the reader What,
cannot be neglected is that there is the intentional part that is embédded
in the text which guides the reader in the direction of a certain desired

signification™.
A solution A
a cosmopolitan means to

there is a power grid on which cult

want to be your ‘brother” or sister’ it is inevitably on their o
they end up b ling brother. For Appiah, in

eing the big control
“Cosmopolitanism: Ethics in a World of Strangers”, ‘Cosmopolitans
think human variety matters le are entitled to the options

because peop
they need to shape their lives in partnership with others’. He stresses that
they do not pull down people of cultures to find the pure; rather what is
liberating and freeing is to expand multiplicity and diversity. To him,
what is the need of the hour is to manufacture new traditions or cultures
by reaching out to others without abandoning their owTy, as that would
lead to a tragic erasure. One way this paper is suggesting is listening to
and telling different stories.

Appiah promotes heterogeneity which is the condition of the
contemporary language game that allows people to pursue new endless
possibilities of inquiry, hybridity and expansions of horizons. However,
although this may seem a very utopian vision, it can be aspired tounnfl.»
not just by expanding the mind of the reader but by embedding these
codes’ within the stories we tell

An interesting translation of this hybridity is in t'hz
Shiv Suleman who describes herself as a visual .1r1tr~;d!!l“
al change-

She uses magical realism and technology for social €
cribes as ‘collaborative ’
claim therr right

ntony Appiah stresses is ‘hybridity’. For Appiah, to be
be collectively responsible. He recognizes that

ure rests so when people claim they
wn terms and

, work of Shilo
] story l’t‘“c‘r,
Her p[‘\!(‘\'t,
p.nnrmg

The Fearless Collective, is what she des
which is a feminist movement where people together T  of collective
: . y11€ yrm OF ¢ S
to public space’ by creating ‘public art as dialogue hm .l”ft 101 20 itten
writi T, ‘e es that the€y ™= -
; ting, for their paintings tell pmurrul stor L: \ation she paints alls
ogether using signs. Together with the local pOPY Jte and
-anasl to r‘l’l\» €«
From reclaiming feminine mY thology in Var®! ;-r goddesses I
. ) ) ~ . r‘”‘\‘_:c:h € -
public space in Dharavi- Gtories of t ' oarding painters in
/ . »ma oarc ),
Ahmedabad, to collaborations with cinem
Chennai. (Suleman) ! Linquistics states SigNS
~ . ~ nerdl IngUisEeE -
Saussure, in his seminal text¢ ourse in G jonified 15 pound 0
2 5 yo OI Sl
=x1st in “‘“‘Pdml‘lc dlldllt\ lht‘ L‘OINUPI Imag* (n{ U\[H‘h\“l'\l by the
Is so . is arbitrary R ) ~ture a
und or signifier e ning within @ }“uu;ul.n struc
as mec s

con
imunity, The sign only h
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o y and i‘m([]\
@
\ structure 18 changed, the meaning of the sign can pot
: i —_—
The structure can be part of a vertical or paradi Ntially
: . adie
a horizontal, sequential axis. All sj SMatic
+ ALLSIgns gy
Ot are

1gible or concrete in a sig :
S1gn and it i

priort it the
change as W ell.
ch.mi or it can be along
negative terms as there 18 nothing tar
pui‘cl\ relational.
structure that gives the sign meaning. This paper
rned with the paradigms but the horizontal sequence or S\‘ntagii: i]t\i)t
yn atic

sted in how the link between the signified® and the

>1:;nmerd can be altered in the process of signitication. As an extensio
of Saussure: words which are part of a cultural structure have pu\\w‘ ”
the power to create reality. Thus the corollary is if the signified is altered
¢ the word wields also alters. '
2 modified the idea of the sig
t elemental form which is
s violently, there is potential for the
d consequently even a new
er be entirely realized as
ough this

Culture isone

conce
chain. 1t1s also intere

nifier so that it is not what is

the powe
a black mark

Derrid
heard but what 1s seen in its mos
age. By bending the rule
a truly new invention an
his will nev
f rules and norms. Alth

on a white p
wholly other or
world order to come, however, t
humans are all bound by the illusion o
is abstract, what is important is the awareness that rules are an illusion.
Thus one way of bending the rules is through narratives for they are non-
transcendental” and hence generate infinite narratives. It is through
narratives that it is possible to change the signified associated with a
illustration is the paradigm of the term ‘grease’ which
bstance. Merriam-Webster dictionary
r or a thick lubricant. This gave r's¢ {2
someone up’ meaning
person; to be 8f
yuld have D¢

signifier.

An interesting
brings to mind a dirty sticky su
defines it as animal fat, oily matte

atic chain which was ‘to grease
alms’ is to bribe a

To have a greasy face or hair W¢
blockbuster Hollyw
erally means
ase lightning
i
song

the syntagm
flatter him; ‘to grease someone’s p
implies being ‘creepy’.
considered positively repulsive yet in the
released in 1978 titled Grease the signifier lit
young studs put in their hair who were like ‘gre
cars. The lyrics to the chorus of the chartbuster title

Grease is the word, is the word that you heard

the £¢

It’s got groove, it's got meaning
Grease is the time, is the place, is the motion
Grease is the way we are feeling s and the

e sign ‘-“,‘17(n.':ii:s,'i‘i:k'ii

"]5;[ cars gt

Th . : .

is is far removed from the paradigm of th
is because of the 1
el

d (,]()\r\'ni‘,r

possibility in the shift or rupture

sign >d whic

y:[ is located which is—the cool guys with th
s eve , ' '

zirls even though they go through some ups af

The Power of Narrative: An Analysis of Stories .., 20
2

e i‘]il{\/l; as,wcll ﬂlﬁ s¥fi:chr()11i‘ca11):'.] signs have experienced
ruptures e Orfxamp g 1 erd gay’ in the poem “Daffodils” is
an emotion of happiness thF poet experiences, where a poet could not help
put be gay In SLiCil jocund company. Now the term ‘gay” has a completely
different meaning, however, 1n different parts of the world this nuance of
homosexuality may not be understood. Similarly, the sign ‘special’ rather
than mean prccious now means challenged in some way or the other.

A more pr()blematic manifestation of this is how America under the
legitimizing terms of ‘democracy’ and ‘liberation’ has written itself into
existence as the great benefactor of the world erasing the reality that they
have caused more deaths that even the horrific beheadings by ISIS or 26/
11/2008 tragedy in Mumbai. Thus by declaring ‘a war against terror’
they have successfully disguised their acts of terror and through this
narrative changed the signified associated with the term ‘war’ making it
desirable and necessary as opposed to ‘terror’ which is cowardly. Thus
they have written themselves into existence as the hero of the narrative.

What is the re rgument up to this point? A sign
creates reality rather t 15 However, the paper argues that
this is possible through narratives. If the sign 1> COl"IStJl’_\ii_\' Sl(lldit‘d In a
structure of suffering it will construct that reality. Thus if the desire is t0
change the signified linked to a sign and. consequently the power it
wields, it is necessary to change the narrative.

Thus if one wants to change ‘woman’ as

which the sign is situated has to be changed ton o e
5 . ows Te
narratives can be anything that makes culture, be 1t 1€ P

i e . face ook posts,
advertisements, clothes, offices for womern, Jadies rooms, il](r:.:’ o fm N
. -y y and S .

twitter, instagram and of course collaborative P‘"n-l“n}‘ » of her book

simple example is: Sharmila Rege who in the E}"V“;‘_l,l:m“,,,,u\ states

Writing Caste/ Writing Gender: Narrating Dalit Women >{ [Ljr o bedkar’s
that she is interested in the women's rendering % =

message ‘Educate, Orgaﬂilt‘, Agitnte W Jinary women.

. . . N . f Jess than 0r¢ né
These stories or testimonies are those of k T 4 women W ho
They are of women who stoppt‘d being suba hr .ttiness and
N -
conquered fear to become s/heroes. They conqu®® women

C
k . »m to stop
selfishness and seized power thus enabling “l“ ughm ,L‘uh
) - through m¢
and become leaders. They did not achieve this “‘“ ; ood.
rather through great courage, love and a sens¢ }
- . . i atives with |
The testimonies are cOMpe lling narr Dalit life narrs

. 14 Re yues thal, y e
memorable characters. Gharmila Rege arg .k for and peyond the
forge a Il tting’ Of

o p : sht to Spe e
are in fact testimonies, which gh f -jal forge” \
tly or imp 14

PR T .3 [h‘ﬁi\ the e, 2000
individual and contest t‘\}‘ll(l \sistance egpt &5
ags10n, S

T ,s and Té
histories of caste oppre )

Diachroni

levance of this a
han is Mimetic

the narratives in
These

orts,

a sign,
arratives of power.

s an
{ fear, P€
being
nev jolence
of sisterh

HOW erful plots and

atives

truggle
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Some may claim they are truths, however, all writing is artificig]
the sign 18 jmprinted on paper; the awareness that it is indelip}e
unalterable, available for anyone to read, results in the sentenceg |, and
crafted into fiction with a specific end, purpose or telos. The end tq ﬂe in
writings cannot be to awaken the subaltern for they probably cannot r1ese
English translations. These are powerful narratives that SUCceedea-d
changing the signified associated with the signifier ‘Dalit woman’ Whicl?l
is made available for English speaking and there for upper class educateq
readers, be it Indian or Western.

These are not stories of suffering. In fact, often stories of victimhood
may at times cause the reader to avert their gaze rather than engage it
as is the case in reality when people avoid looking at a corpse or a
bleeding wound.

Another powerful narrative is [ am Malala: The Girl Who Stood up for
Education and Was Shot by the Taliban. As the title suggests, it is a story of
the miraculous survival of a young girl, who despite the awareness that
§he is a target and can lose her life, continues to pursue what she believes
in. It is the story that we are concerned with for that is what has the
po‘tential to create the reality that everyone believes. It is constructed
using the laws of causation with a transcendehtal theme or purpose
w}.uclj\ in this case is a story of survival and consequently triumph.
Within the_ narrative, this triumph should not be handed out by someon¢
gom outside. Thus Malala’s story is not depicted as the triumph of the

r1t1§h doctors who saved her life, that story would not make Malala
heroic rather she would be a victim and there for silenced: What the

Talib ; . ”
Mala?; could not succeed in do1r.1g, the story wo}ﬂd have done—silence

()nCe

A : ;
Iso, that discourse would not be different from the colonial narraltl"e:
ed a larg

of the Briti
art ot t;ltISh whg came on a civilizing mission!® that render 3
that Ameii\évorld invisible or the more disturbing contemporary rheto™
a uses today characterizing them as the saviour. f
ates herse!

What

hot the (?)lu rr}llak§s Malala memorable is—in her story, she liber te

hations O;ginV}i(e)lence but by being heard. Whether it be at the'un\:\/h"
novel, she tells delightful stories of a younsd & extr?

fights with
ordinary by};ierhb-mthel,ﬂs’ as most sisters do, and then becomes " will
render them imgptl?g wflth the Taliban using words and storic® t]lane"er

. tent; o : i
be able tg destroy her s(t)(:rt}}: ey may attempt to kill her but they W!

Thus wh . ’
’ at is of . . v

are the storjes prime importance is the introspectlon as ,rm-wf”

at We o ¢
tell of ourselves? How do we feature ch

The Power of Narrative: An Analysis of Stories ... 121

in those texts? What are the stories we want to tell our children of

ourselves?

If we change the narrative, we change the way we create ourselves
we seize powel and this must be our agenda. We must bring about
the catharsis of pity and fear to establish a new order. It must arise out
of the actions of women following the laws of cause and effect—this
must be our poetics. We must change the news reported, the myths
manufactured, the advertisements made, the songs sung, the paintings

ainted, the dances choreographed, the posts on social media. In a sense
we must change our culture and one way could be through the stories we

tell.
Notes

In the essay “Art as Technique”.
_ Culler talks of naturalizing a text.
3. Heidegger in Being in Time refers this to as worlding of the world.
Creating a world on uninscribed earth.
4. Colloquiuim held at Savitribai Phule Pune University on Monday 9"
March 2015.

5. For Derrida meaning is not made but allowed to co
quite by accident as a gesture of hospitality.

6. This has been discussed elaborately by Wolfgang Iser in “Interaction
between Text and Reader”.

7. Roland Barthes defines five codes which according to him
of a narrative.

me, welcomed,

are elements

8. Concept image.
Sound image.
10. Dependent on words.
11. The song was sung by the Bee Gees.
12. historically.

13. simultaneously‘
nventional history.

14. A term Foucault uses to counteract the control of co

It is a term linked to the “history of ideas’.
15. Aristotle used the term at its most basic Jevel to mea
16. John Stuart Mill (1806-73) in the last chapter of Considerations o1
Representative Government (1861)-
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A STUDY OF WORKFORCE DIVERSITY AND IT°S
IMPACT ON EMPLOYEES

Prof. Abhradita Chatterjee Nahvi,
St Mira's College for Girls, Pune

A — ——— ————————————————————

ABSTRACT

Globalization necessitates a business to spread from its original base to operate business
in other countries. After 1991, India also got the heat of globalization, due to cheap labour and
abundant resources and it consequently became a primary destination for other countries to do
business. With an easy access to technology and an easier availability-of most of the resources,
the only thing that can distinguish one organisation from another is its manpower. Organizations
with Human capital advantage can always succeed in achieving their objectives as they consider
employees as their ultimate strength and believe that investment on employees is definitely going
to give high returns and help them achieve their objective. Organizations constantly strive to find
out various ways and means of increasing employee productivity and performance and one such
technique which is being practiced now a days is recruiting and managing a diverse workforce.
Workforce diversity refers to employees with different Age, Gender, Education, Work
Experience, Organizational Tenure, Region, Ethnicity, Caste, Colour, Race, Religion, Culture,
disability, personality traits, Work Experience, and similar related things. Acknowledging,
understanding, accepting, valuing, and celebrating these differences refer to managing workforce
diversity. After investing on and managing workforce diversity there has always been a debate
whether there has been a significant impact of workforce diversity on employee performance.
When employees with diverse background work together does it really impact their performance
or that there is no significant impact of the same.
Key words: Human Resource Management, Diversity, Workforce Diversity, Employee
Performance )

INTRODUCTION . ) »

Today's manager increasingly has to work in international and diverse environments.
With companies becoming more employee centric, Human-Resource Management has become
one of the most important functions in an organization. Employees are considered to be the
ultimate asset in any organization and there are proven facts that companies practicing efficient
human resourcé‘managemenl have produced positive results both in the form of emplovee
productivity as well as organijzational profits. Organizations are now investing more a}nd more on
Its human resources and their development as Human capital advantage is the only thing that can
distinguish one organization from another.
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OBJECTIVE Banisaty,
. ~To have a clear understanding of what is WORKFORCE DIVERISTY in0o
. To understand major dimensions of cultural diversity. l'ga“iSatiqm
. To identify the impact of cultural diversity on employee effectivenesg th

cultural study. TOUgh gryg
. To open up new outlook and set up a base for further implications of this study

RESEARCH METHODOLOGY
This research paper is completely conceptual and the base comes from varioys s,

sources like résearch articles in Journals, magazines, speeches, newspapers and websites ]‘:n%
an insight to the importance of Workforce diversity and its effectiveness from Emplo);!eesglm
Organisation’s perception in today’s corporate world and Secondary data helped in S“Pponj:d
these facts. It also discusses about inclusion that is the state of being included in a communjy i
a group even if employees are from different backgrounds, orientation, religion, éthnicity
economic status.

HUMAN RESOURCE MANAGEMENT

Human resource management (HRM) is the method of recruiting, hiring, staffing and
managing an organization's employees. HRM is often referred to as human resources (HR). A
company or organization's HR department is usually responsible for creating, putting into effe
policies governing workers and maintaining the relationship of the organization with 1
employees.

Human resource is the term first used in the early 1900s and then more widely in t¢
1960s for the people who work for the organization, in aggregate. HRM is employee manageme!
with an emphasis on those employees as assets of the business. In this context, employess af:,
sometimes referred to as assets. As with other business assets, the goal is to make effective use®
employees, reducing risk and maximizing return on investment. & o il

The modern HR technology term, human capital management (HCM), has Comidiilf
more frequent use than the term, HRM, with the widespread adoption by large and ™
companies and other organizations of software to manage many HR functions.

DIVERSITY _ ‘ opounded ™
Diversity initiatives are now common place in corporate. It is very rightly P isiﬂn In ¥
Sachs (2000), which is hard to define what diversity is because everyone has an ogumph]\_ an
year 1987, William Bock, Secretary of labour commissioned a study of dem\{-orkcr n h‘
economic study. His study became a landmark book Workforce 2000 — Work zmh { inco “,“‘“T.
Twenty First Century. After some years of his book, most companies pelieved t raulés n'c“""'“;(':
new talent into the organization is an easy task as they are required 10 obey Ih[e bz\lizin‘.—"” ““kmc
culture. But for the variety of reasons like rapidly changing political contexts: g ?e lliﬂhllgh[édd.lpl
and shift in social, economic, and cultural pattern within and across nations t,l?\ itscl’f must*
need for a fresh analysis of corporate culture. Over last 40-50 years Companlci,rkforcc‘-
that kind of corporate culture where they can retain or attract the competitive ¥

T\ r".
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WORK FORCE DIVERSITY

According to Hofstede “symbols are words, gestures, pictures, objects that carry complex
meaning. This is called as diversity which can be depicted in a language, attire, and body
language (Hofstede, 2000). According to International journal of Psychological Studies (2001)
Cross-cultural research is a scientific method of comparative research which focuses on
systematic comparisons that compares culture. .

Workforce diversity is the buzzword today and organizations nowadays are keen to
recruit and have a diverse workforce on board. Dora and Kieth (1998) mentions that
Organizations have discovered that Diversity is not an absolute phenomenon but it is a continuous
process. Saxena. A. (2014) discusses that Workforce diversity is considered as one of the basic
necessities in today’s changing environment but managing the same is a challenge. Having
invested on workforce diversity, organizations often try and find out the impact of workforce
diversity on employee performance. But having a diverse workforce has its benefits as well as
challenges and thus Researchers says that if a diverse workforce is being recruited and managed
in a very effective and efficient manner and issues arising out of the same are handled smoothly.
then the same is definitely going to give a positive impact on employee performance.

THE INDIAN WORK FORCE DIVERSITY

Diversity in the Indian workforce has a spectrum wider than just age or gender; a country
where Seventy-two percent of the population is 72% Indo-Aryan (Northern), 25 percent
Dravidian (Southern). and 3 percent Mongoloid (others). India’s workforce is predominantly
young. A Manager needs to consider the diversity in his team on a case to case basis. The pace of
globalization is increasing continuously therefore the composition of workforce is changing day
by day in India. The companies from different counties are now understanding and respecting the
Indian culture. Large nurhber of professional workforce is entering at this time of rapid economic
expansion of India and this provides increased opportunity for the well qualified and well
connected people. The MNCs are recruiting well qualified employees for IT industry as Indian
are considered as best talents amongst the world. India with its diverse culture and considerable
huge population reports economic disparity in different geographical locations. As a strength
India is the having the largest English-speaking population and the world largest base of middle-
‘class group. India’s growth is expected to recover from 4.4 per cent i 2013 to 5.4 per cent in
2014, supported by slightly stronger global growth, improving export competitiveness and
implementation of recently approved investment projects,” said the latest edition of the World
Economic Outlook released by the IMF. But on the other hand, it is a country having the most
diverse culture in the world. It has having different regions with their own religion more than two
thousand ethnic groups, four major language containing a total of 1,652 sub languages and a
strong social hierarchical structure.

Notwithstanding enough positive evaluation of diversity implementation, there are also
problems that can be created by diversity for organization. As heterogeneous personnel show a
different range of backgrounds and experiences, use of different languages, have a different
priority, etc., all this .interfere collaboration. Moreover, there is a high risk of tensions,
disagreements and conflicts, due to different ideologies. Sometimes it is just simple
miscommunication and misunderstanding. That is why company cannot ignore such actions
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within working groups. because it will result in turnover and more interpersonal conflicg
(Robbins, 2001).

EMPLOYEE PERFORMANCE

Human Resource is the most important resource of any organization and its performance
is the key area that is always at the centre stage in any organization. Organizations always try and
create an environment that supports the employees to perform at their best and add to the
productivity and profitability of the organization.

The ultimate goal of recruiting any employee in the organization is extracting the best
performance out of him there by leading to organizational development along with his persona|
and professional development. Employee performance is based on a number of factors like
intrinsic and extrinsic motivation, organization’s culture, financial and non-financial incentives,
role clarity, personal development, continuous learning, competitive compensation practices and
the employee’s efficiency and effectiveness. HR departments always try and study the factors that

are hindering employee performance and work on eliminating the same to promote smooth,
positive and effective employee performance

IMPACT OF WORKFORCE DIVERSITY ON EMPLOYEE PERFORMANCE

Industries now a days are looking for unique ways to increase organizational performance
and finding out best solutions to the business problems. Inclusion of a diverse work force is one
of the mechanisms practiced by industries to enhance employee as well as organizational
performance. (Joseph & Selvaraj, 2015) -

Over last 40-50 years companies itself must adapt that kind of corporate culture where
they can retain or attract the competitive workforce. For instance, South Korea has the largest
number of international headquartered companies, although the global wealth is still centralized
with United States, Europe, and Japan. The mixture of the religious traditions of South Korea—
Christianity, Buddhism, Shamanism, Confucianism, and Chondogyo influence the structure and
strategies of these companies when they undergo their globalization process.

An increasingly global business environment inevitably leads to an exchange of traditions
that are religion based and hence became the problem of South Korea. Thus, to attain
organizational effectiveness cultural diversity at workplace plays a key role and therefore it is
sometimes called as ‘Workplace Diversity’. Workplace diversity is not only about learning from
others who are not same, but also about the dignity and respect for all so that the organizational
environment can encourage learning. Workplace diversity is people issue; it is focused on both
the differences and the similarities that people bring with them in the organization. A know-how
company will achieve success if it can lead up the diverse workforce in a systematic manner. It is
well established by study of Wheeler (1997) that over a period of time, heterogeneous groups
outperformed homogeneous groups. They have a better approach towards problem solving.
decision making and generating new ideas.

According to an article published in Economic Times (2010) the scope of diversity in the
company not only focus on just gender and age but also extends to persons who are disable and
people from underprivileged grounds. Ms. Sunita Cherian is a member of Wipro's corporate
diversity council opined that the companies have to go beyond the routine. People from diverse
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nationalities, from underprivileged backgrounds, different cultures, and diffcreflt generations
should also be considered. The report' from Oxford economics (2013) on “Diversity across
Industries” disclosed that there are five major industries which have progress farthest at
encouraging diversity: retail, insurance, professional, business and services. It has been reported
that Women will make up a larger component of most of the industries and workers at the age

extremes are reported are from 25 to 65. ) _
The researchers from the Oxford Economics concluded in their research that for

achieving the level of cognitive diversity the company. must have to go through a multistage
process, called as 3Cs of diversity. :

. The first one is Compliance, in which the company’s aim is to comply with the law of
diversity, no formal set of rules and strategy for diversity:
. The second one is “Commitment”, which lead top management to set various diversity

goals, and the company commitment to develop diversity strategy like; mentoring
programs, diversity councils, and employee groups.

. The last level integrated into the company’s product development, innovation and
marketing, which is named as “Core”. In this last level company has to often go through
employees teams that draw cultural and cognitive differences and generate new ideas by
listening into their innovate views..

CULTURAL DIVERSITY : DIMENSIONS

The success of effective diversity lies in defining it in a broad and inclusive way.
Organizations that define it broadly, involving all dimensions of similarly and difference around
which there are ificlusions and exclusions that affect the business. The Diversity, arises from the
interaction of ‘diverse people’s thought comes out of their demiographic characteristics,
experiences, conceptions and ideas of working. The global economy takes the diversity criteria to
the top of the agenda. Today the organizations are dramatically changing their workforce
according to the required composition of the organization. As propounded by Thomas (1990),
diversity breaks the action framework and goes beyond race and gender. The new diversity
dimensions are not only focuses on age, race or gender but also go beyond the demographical
criteria. Today a more relational approach is followed to highlight the dimensions of diversity, it
now talks about the personal, interpersonal and inter group dynamics that influence how people
Interpret and act on their differences.

. The famous model (Figure 1) proposed by Gardenswartz & Rowe (2003) used by many
Organl‘za:ions across the world. The model gives multiple dimensions of diversity around which
there is inclusion and exclusion. The famous model (Figure 1) proposed by Gardenswartz &
RO“{C'(ZOOB) used by many organizations across the world. The model gives multiple dimensions
f’f diversity around which there is inclusion and exclusion is depicted in four concentric circlesn
1s depicted in four concentric circles,
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Figure I : Internal Dimension and External Dimension of Cultural Diversity
Source: Gardenswartz & Rowe (2003); Internal Dimensions and External Dimensions, adapted
from Loden & Rosener (1991).

The core of the model is personality, relating to individual style and characteristics. The
personality traits like introvert or extrovert, reflective or expressive, quick paced and o
mcthqdical, a thinker or a doer it all influence how the individual will' be treated in &
organization. The second layer, the internal dimensions, comprises of six aspects of &
individual’s life. Age, sexual orientation, race, ethnicity; and physical ability determine the
treatment of an individual in an organization. These all determines the performance ¢
:’:5‘:?::::1; folf'?mh own and others. The third layer, External Dimensions, comprises thos¢ that
e s et T 1 i i,
disconnect, be valued or disr 'S are areas, around which employees can —

espected, it all depends upon how these dimensions are s¢¢7 ¥
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used. The last layer, organizational dimensions, contain those aspects tells about the aspect of
similarity and differences that are part work in the organization.

The aforesaid dimensions give impact on both the aspect: treatment of employee and
productivity of the organization. They represent areas in which there may be similarity as well as
differences. If the all aspects are well managed these differences have the potential to bring new
perspective, ideas and viewpoints needed by the organization. But, if mismanaged, they can
create and conflict and misunderstanding amongst teams and hinder productivity. To maximize
the complex set of differences in among teams, organization requires suitable framework and
strategy. .

WORKPLACE DIVERSITY AND EFFECTIVENESS

Many existing literatures explains the impact of diversity in workplace, as well as the
need and importance for managing diversity issues. An adoption of Hopkins Process Model of
Ethics Diversity Relationship'(Hopkins, 1997) is taken in the beginning. This model explains the
way in which diversity impacts on the functioning of the organization (Figure 2).

Increasing diversity in an organisation’s
workforce
Creates
Increasing diversity in an organisation’s
y workforce
Effects
. Increasing diversity in an organisation’s
: workforce )
Stabilize
Increasing diversity in an organisation’s
workforce
Influences
-
| Increasing diversity in an organisation’s
workforce /)
Regulates
Increasing diversity in an organisation’s —
workforce

The corporate culture is established by the values, attitudes, behaviour z}nd belief; lh;sc
all are responsible for social information processing. In today’s diverse workforce like India,
English is not a first language for all employees. This affects the verbal und»nunuﬁrbal
Communication in between the cultural networks and hence affects the ethics paradigm of the
Workplace. The organization's ethics paradigm defines formal and informal moral standards that
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16 . .o towards organizational goals that g -
- striving . € in

in 1997). Hopkins Process Model of Ethicg DiVErlsl'r:E
i “higher” mental '

io i d on cognitive theory g rocusels '1(1m skillgs language dn:pcr‘o‘cesSes like
Relationship is based formation processing, problem solving gk 'S1on ma

Knowledge. education, 1IN (2)!;‘;) recognizes the need of cognitive theory for addressmg
5 1

2 = . T > PCople
g . cllwll"1 tgs 4ttributions and expectation. The %nda:l\fi::)anlr:;:urr:c ol theory
thought. ammdes;,o;:vié w and react to the happenings of the e - I suppory op e
is that the way p

ler (1983) suggested that employee’s beliefs and expectations wil] dele"nine
er 2 3

ent Spielg : g
f;ztiirzn‘imde which would shape their behaviour

ictate acceptable behaviour of p:!op]kejﬂS
dlf:th the orqanizauona! values (Hopkins.
w1

EMPLOYEE EFFECTIVENESS asure in an organization (Daft, 2003). A rp, ’

I ffectiveness 1S very l“ cu 0 me:
d 1 It t
\anab es have to be lake[l 1nto cons dCI ation at bOt]l tl'e 0|ga“”~a 1ona a.lld depanmer“ ] 1

- to which the multiple go
measure effectiveness. It can be ?valualefj [oestzeise:eli;tdifﬁcuh to evaluate a[; it ?s lep:dlhe
organization are attained. Manager s effecllve?s conceptualized in four approaches by Herg ent
G i ot e Effec‘“'e;ess tematic aPProach, strategic factor’s aPProachyaet'
e lgoal achievimérga?r;m:ie;nseynst talks about the fulfilment level of Ofganizatio:adl
competitive value apprqac 2 Sl
objecti\'t_?rshand fz::;}il;‘;e]:;:?l[isrcoig;:c?ir\%:n ran:nagers as they contribute in thg Success of 4,
organizatiofl.oré\'ery organization need people whose attempts to Cg”?l?t‘?o"aft'lg’us fUncliop of
management for achieving effectiveness. For an effective manager de mljl n, there are various
studies which have described the qualities a manager. Accc?ﬂ}mg 13 daPaneﬁe Viewpoint 4
manager should have aggressive, innovative, productwsz, \jve]l informe ,f etermined, energeij
creative, intelligent, responsible, enterprising, clegr—thlnklnlgA_ cheerful, formal, courteous ang
modest. The above characteristics suggest that various qualx.tles cogtrllbute l(? the effectiveness
directly. The concept of effectiveness is a wide area of inputs 1't l§_cm01al 10 man’s gelf.
dcvelo‘pmem; organizational development; and fulfilment and viability qf modemn society
(Drucker, 1967).

ORGANISING CULTURAL DIVERSITY AT WORKPLACE

Developing cultural competence results in an ability to understand, communicate with,
and effectively interact with people across cultures, and work with varying cultural beliefs and
schedules. While there are myriad cultural variations, here are some essential to the workplace:
Communication : Providing information accurately and promptly is critical to effective work
and team performance. This is particularly important when a project is troubled and needs
immediate corrective actions. However, people from different cultures vary in how, for example,
they relate to bad news. People from some Asian cultures are reluctant t
news — while those from other cultures may exaggerate it. ’ -
Team-Building : Some cultures — like the United States — are individualistic, and people want 0
go it alone. Other cultures value cooperation within or among other teams. Team-building issues
can become more problematic as teams are comprised of people from a mix of these cultural

0 give supervisors bad
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types. Effective cross-cultural team-building is essential to benefiting from the potential
advantages of cultural diversity in the workplace

Time : Cultures differ in how they view time. For example, they differ within the balance
between work and family life, and therefore the workplace mix between work and social
behavior. Other differences include the perception of overtime, or maybe the precise meaning of a
deadline. Different perceptions of your time can cause an excellent misunderstanding and mishap
within the workplace, - especially with scheduling and deadlines. Perceptions of your time
underscore the importance of cultural diversity within the workplace, and the way it can impact
everyday work. ’ 2
Schedules: Work can be impact by cultural and religious events affecting the workplace. The
business world generally runs on the western secular year, beginning with January | and ending
with New Year's Eve. But some cultures use wildly different calendars to work out New Year’s
or specific holy days.

For example, Eastern Orthodox Christians celebrate Christmas on a special day from
western Christians. For Muslims, Friday is a day for prayer. Jews observe holidays ranging from
Rosh Hashanah to Yom Kippur. These variations affect the workplace as people require day off
to watch their holidays.

So how does one develop cultural competence? The exclusive article explores 4 more
components of cultural diversity in the workplace, and strategies, skills and techniques for
helping people develop cultural competence. Other differences include the perception of
overtime, or even the exact meaning of a deadline. Different perceptions of time can cause a great
misunderstanding and mishap in the workplace, especially with scheduling and deadlines.
Perceptions of time underscore the importance of cultural diversity in the workplace, and how it
can impact everyday work.

RESEARCH GAP .

A research gap is a research question or problem which has not been answered
appropriately or at all in a given field of study.

There has been a number of valuable studies on impact of workforce diversity factors like
Age, Gender, Ethnicity, Caste, Colour, Race, Religion, Culture, Disability, Personality traits on
Organizational Performance Weling (2011); Otike et al (n.d.), Isabell et al (2010); Deshwal and
Chaudhary (2012); Rice (n.d.) ; Garnero & Rycx (2013); Barrington & Troske (2001 ); Cox, T.
(n.d.) ; Hubbard , E. E. (2005) ; Schehar B, m. F. (2013) But there has been a minimal research
on impact of the above factors on Employee Performance.

There has been a number of valuable studies on various diversity factors like Age,
Education, Gender, Ethnicity, Caste, Colour, Race, Religion, Culture, Disability, Personality
traits; Weling. (2011) :Garnero & Rycx (2013 ) ; Isabell et al (2010 ) ; Ali et al (n. d ) ; Moreno,
K. (2012) ; Ehimare J. (2011 ) ; Otike et al (n.d.) but a minimal research has been dqnc on
diversity factors like Organizational Tenure, Work experience, Regional diversity and its impact
on employee performance.

CONCLUSION

The cross-cultural diversity has become reality today and its impact varies \\-nh‘the sort
of organizational climate and overall strategy of any organisation. As more and more firms are

Scanned with CamScanner



18 Managing Human Resource in Cross-Culturg Organ;
! ‘ ‘ 1Satign

‘moving globally and entering the int‘emational buginess arena f.rom. their domestic Periph
impact of cross-cultural diversity has |r_1creased ma_lmfold times. It’s vm%l‘to Manage the CuFl)t ery
differences efficiently for generating gains and gemlng anvo‘veralll competitive edge. Ura|
After conducting extensive literature review, Diversity factors were identif;
workforce diversity and a set of variables were identified to measure each factor, The
factors were identified: Age Diversity, Gender Diversity. Organizational Tenure
Educational Background Diversity, Work Experience Diversity, Religion Diversity & Regio
diversity. The impact of these diversity factors had to be measured on employee performancy nal
so one more factor identified was Employee Performance. - . and
Workforce diversity is welcomed today across the organizations and a lot of i
have been done by the organizations to have a diverse workforce on board, But th
always turn out to be a good decision. The organizations sometimes ignore or oversees the jsgye
that arise out of workforce diversity and so the diverse workforce does not give the desired results
and in fact reduces the efficiency of the employee as well as the organization. If the issyes arising
out of diversity are handled well, resolved cautiously and if the diverse workforce is

ed under
following
Diversip,

nVestmen,
s does not

ana

properly. then diversity on board will definitely prove to be one-of the biggest strengths ofg,ii

organization. S "
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