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Diversity Workshop
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Aim output:

“The role of leaders in the management of 

diversity within the context of a 21st century 

organisation.”
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Facilitator:
Werner Landman (MBA, I-IOP)

45Y-7D-2C-1W-EC
wernerl@thecoregroup.co.za

082 336 4445
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Diversity Workshop
Programme

• 08h10 The changing nature of work in the 21st Century

• 09h00 5 Generational workforce

• 10h00 BREAK

• 10h30 What is diversity?

• 11h00 The benefits of diversity

• 11h30 Manage diversity

• 12h30 Closing

• 13h00 Fin
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The changing nature of work in 

the 21st Century
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The future of work
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https://www.youtube.com/watch?v=dO5SKYF3iWE

https://www.youtube.com/watch?v=dO5SKYF3iWE


The changing nature of work in 

the 21st Century
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What forces are driving these 

changes?
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Global and National HR Trends
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What are your 5 main HR 

challenges?
• 5 Mins
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What are your 5 main HR 

challenges?
– Pay equity

– Harassment

– Diversity and inclusion

– Drug testing and substance 
abuse

– Employee well-being and 
mental health

– Benefits and the Affordable 
Health Care

– Admin of Employee leave

– Talent Management

– Cyber breaches and data 
security

– Workforce planning

– Performance 

– Training and Development

– Smaller budgets

– Workplace violence and active 
shooter situations

– Technology
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Traditional HR Topics

• Training and Development

• Conditions of Service

• Performance Management

• Employee Health & Wellness and Employee Relations

• Talent Management (Recruitment, selection and retention)
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Traditional HR Topics
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Trends impacting on Organisations

15

• https://www.youtube.com/watch?v=LrhmHbD
LM8o

https://www.youtube.com/watch?v=LrhmHbDLM8o


Impact of the Trends

• Hyper-connected workplace

• People data

• Well-being

• Teams leading teams

• New rewards

• From careers to experiences

• The longevity dividend
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Hyper-connected workplace

• What is it?
– New communication tools are rapidly entering 

the workplace.
– Organisations are becoming hyper-connected; 

can they also become hyper-productive?
– Employees want to be connected to the 

organisation in which they work and want to 
receive information and updates from the 
company, even if these are delivered on their 
personal devices.
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Hyper-connected workplace

• Recommended actions:
– Implement new digital platforms and tools:

• Make connected technologies a priority by 
researching and adapting available platforms to 
meet your organisation’s needs.

• Put plans in place to implement new technologies 
and communication channels for high 
connectivity, collaboration and productivity.

• Use innovative collaboration technologies to 
enhance HR processes like performance 
management.
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Hyper-connected workplace

• Recommended actions:
– Extend the reach of technology and upskill 

employees:
• Explore platforms that are designed to serve low 

levels of literacy and restricted access to digital 
media, data, Wi-Fi, and smartphones.

• Upskill employees through digital training 
programmes, so that employees become more 
familiar with technology and are able to improve 
their current levels of connectedness and 
productivity.
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People data

• What is it?
– The rapid increase in data availability and the advent 

of powerful people analytics tools have generated 
rich opportunities for HR and organisations, but they 
are now also generating a variety of risks.

– Organisations face a tipping point: Develop a set of 
well-defined policies, security safeguards, 
transparency measures, and ongoing communication 
around the use of people data, or risk employee, 
customer, and societal backlash.
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People data

• Recommended actions:
– Deliberate use of data for value extraction

• Organisations need to prioritise the extraction of 
insights and business value from this data. 

• This will require strong commitment from leaders 
as well as the right types of analytical skills.

– Strong focus on data governance and 
management

• As the volume of people data grows, data 
governance needs to have a dedicated focus.
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Well-being

• What is it?
– As the line between work and life blurs further, 

employees are demanding that organisations expand 
their benefits offerings to include a wide range of 
programmes for physical, mental, financial, and 
spiritual health.

– Blended lifestyle
– A lack of insight into tracking health and wellness 

issues could be a hindrance to enhancing employee 
well-being and benefitting from its impact on 
productivity.

– Stats
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Well-being
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Well-being

• Recommended actions:

– Implement holistic programmes:

• Include mental well-being, physical health, 
employees’ current stage of life and their role 
in the organisation in wellness policies.

• Offer more tailored well-being options from 
which employees can choose.
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Well-being

• Recommended actions:

– Evaluate the work environment and leverage 
technology:

• Ensure that employees are supported by a 
healthy and safe work environment in which to 
thrive.

• Use technology applications to support healthier 
dietary choices, lifestyles and behaviours for 
employees through real time feedback.
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Teams leading teams

• What is it?
– Teams of leaders working together and leading their own 

respective teams.
– Competencies needed to work collaboratively include:

• Emotional intelligence, but more specifically understanding 
how cultures and individual people differ in terms of what 
motivates them on a deeper level, or their “psychological 
capital”.

• Knowing how to adjust communication style to suit 
different audiences and influence them.

• Understanding different techniques to build strong 
relationships and synergies throughout the organisation. 

• Dealing with complexity.
• Being comfortable with ambiguity.
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Teams leading teams

• Recommended actions:
– Empower the new generation of leaders:

• Develop a leadership strategy incorporating identification 
processes to inform succession, planning and skills requirement 
and development.

• Assess all leaders to identify their ability to operate in the digital 
world.

• Ensure that leadership pipelines are effective by providing 
assessment and development programmes and exposure from 
junior level upwards.

• Develop a new generation of C-suite leaders through 
empowering learning and development programmes, coaching 
and rotations to develop digital and cross-functional skills.

• Treat diversity as an important element of business success at C-
suite level.
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New rewards

• What is it?
– Leveraging their power as individuals, 

employees are asking for more personalised, 
flexible and holistic rewards, including a 
focus on fair and open pay.

– There seems to be a feeling among 
employees that rewards are not adequately 
linked to performance and not tailored to be 
effective in aspiring personal performance.

28



New rewards

• Recommended actions:

– Introducing greater flexibility into reward models:

• As Gen Z starts to enter the workplace organisations will have to consider the impact of 
meeting the expectations of four/five generations at any one time.

• Approaches to “Total Reward” will have to consider the unique requirements of each 
generation be it, retirement funding, risk benefits, greater access to learning 
opportunities or reward models that introduce differentiated levels of risk and reward.

– Placing a greater emphasis on ethical reward practices:

• Legalisation and governance codes locally and internationally are forcing organisations to 
pay greater heed to ethical reward practices, be it the publishing of gender pay gaps or 
pay gaps between the top and bottom of the organisation.

– Real time performance feedback:

• Performance management tools and systems have to ensure that employees are 
receiving real time feedback to enable continuous improvement.
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From careers to experiences

• What is it?
– In a 21st-century career, the individual and their 

experiences take centre stage. 
– Instead of a steady progression along a job-based 

pathway, leading organisations are shifting towards a 
model that empowers individuals to acquire valuable 
experiences, explore new roles, and continually 
reinvent themselves. 

– Improvement in this area is essential to attract 
critical talent, especially as technology shifts the 
skills landscape.
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From careers to experiences
• Recommended actions:

– Support lifelong learning, re-skilling and up-skilling:

• Encourage lifelong learning programmes so that employees 
can adapt quickly to changing careers in a dynamic labour 
market.

– Implement reskilling and upskilling strategies, to build talent 
from within and to contribute to socially responsible approaches 
to the future of work. 

– Give practical learning and experience:

• Offer on–the-job, experiential training to help employees 
progress along their career path and to assist them with any 
required skills or knowledge.

• Address lack of experience through immersion programmes 
in different jobs and roles to build organisational “bench 
strength” for future requirements.
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The longevity dividend

• What is it?
– Forward-looking organisations see extended 

longevity and population ageing as an opportunity.
– This longevity dividend enables companies to both 

address a pressing societal issue and tap into a 
proven, committed, and diverse set of workers. 

– However, doing this requires innovative practices and 
policies to support extended careers, as well as 
collaboration between business leaders and workers, 
to tackle shared challenges such as age bias and 
pension shortfalls.
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The longevity dividend
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The longevity dividend
• Recommended actions:

– Understand the digital influence on careers:

• Understand the role that technology will play in redefining how people work, 
manage and structure their jobs and careers and begin transforming as appropriate.

• Build organisational models that include extended careers and the inclusion of older 
contingency workers.

– Rethink development of individuals over a longer term career span:

• Assess the critical and ongoing role of persona and career development on a regular 
basis.

– Design and redesign for longevity: 

• Aim for consistent learning opportunities that reinvent employees and their careers.

– Embrace the global ecosystem:

• Manage talent beyond corporate and national boundaries by recognising that 
business ecosystems and global talent markets are replacing local talent markets.
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5 Generational workforce
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What is old?

https://www.youtube.com/watch?v=rgDUAALxTRg
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https://www.youtube.com/watch?v=rgDUAALxTRg


Generational Gaps
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Understanding the 

Generations
• What influenced their perspective?

– Politics
– World affairs
– Economy
– Relationships with adults/parents
– Inventions and technology
– Common experiences

• How does that influence their perspective?
• How does that influence how you work with them?
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Generational Gaps
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Source: UNC Executive Development
40

https://www.youtube.com/watch?v=XQ98gVQl4kY

https://www.youtube.com/watch?v=VhVn2QFtxik

https://www.youtube.com/watch?v=XQ98gVQl4kY
https://www.youtube.com/watch?v=VhVn2QFtxik


The Traditionalists (1900-1945, 74 yrs+)

Great Depression

World War II

Duty, honor, country, national pride

Dedication, sacrifice, discipline, patience

Conformity, blending, unity – “We First”

Hard times then prosperity

Doing a good job was most important

Workplace loyalty

Age = Seniority

Source: Marston Communications, in part 41



The Baby Boomers (1946-1964, 55 - 73 yrs)

Vietnam

Moon landing

Civil/women’s rights 

“Workaholic”; competitive

Success is largely visible – trophies, plaques, lifestyle 
elements

Optimistic

Consumers

Defined by their job

Source: Marston Communications, in part 42



Generation X (1965-1976, 43 - 54 yrs)

Fall of Berlin Wall

Gulf War

Came of age when our national institutions under fire

Layoffs – end of lifelong employment. “This company never 
promised you anything.” 

Suspicious of Boomers values

Raised as their parent’s “friends”

Had to learn to fend for themselves; Very self-reliant

Free agents

Cynical and pessimistic

Source: Marston Communications, in part 43



Millennials (1977-1997, 22 - 42 yrs) 

9/11

Optimistic & self-confident

Individualistic yet group oriented

Difficulty focusing on “non-stimulating stuff”

Busy

Helicopter parented

Like “X”, raised as their parent’s friends

Race and gender neutral

Geography neutral

Community/service oriented

Ambitious yet appear aimless

Source: Marston Communications, in part
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Gen Z (after 1995, under 24 years)

Shaped by a decade of war & economic uncertainty

Dubious & fearful of short-term safety & long-term prospects

Conscientious, hard-working, somewhat anxious and mindful of the future

Pragmatic; Lower expectations & modest demands

Thinking of their future more like children of the 30’s

Technology revolution is complete – completely connected

Most access 5+ screens daily; 41% of time is spent with computers; 

40% say working wi-fi is more important than working bathrooms

Yet human connection more important than ever (highly engaged parents, 

teachers, counselors)

Social media use is more anonymous than Millennials; privacy concerns
Source: Gen Guru 45



Gen Z Data

More than millennials)

75% believe there are good ways to get an education other than going to college

76% are willing to start at the bottom of the ladder and work their way up

91% say technological sophistication impacts where they want to work

82% prefer face-to-face communication

Hyper-customization: 56% want to write their own job description; 62% want to 

design their own career path

Average attention span: 8 seconds

32% have a parent that started their own business; entrepreneurship is in their 

DNA

75% wish their current hobby could become their full time job
Source: Gen Guru
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Generations: 2020 

Projection

1%

22%

20%50%

7%

2020: National Projection

Traditionalists

Baby Boomers

Gen X

Gen Y

Gen Z

Source: Future Workplace Survey
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Workplace Characteristics
Traditionalists Baby Boomers Generation X Millennials

Work 
Ethic & 
Values

Hard Work
Respect Authority
Sacrifice
Duty before fun
Adhere to rules

Workaholics
Work efficiently
Crusading causes
Personal fulfillment
Desire quality
Question authority

Eliminate the task
Self reliance
Want structure and 
direction
Skeptical

What’s next
Multi tasking
Tenacity
Entrepreneurial
Tolerant
Goal-oriented

Attitude Accepting & trusting 
of authority & 
hierarchy

Accept the “rules” 
as created by the 
Traditionalists

Only question authority;
branded as cynics & 
skeptics

Ok with authority 
that earns their 
respect

Time A currency to be 
invested in their 
future

A currency to be 
invested in their 
future

A currency they are 
reluctant to give away

A currency they are 
reluctant to give 
away

Work 
Ethic

Defined by punch 
clock

Visibility is they key “What does it matter 
when I work, as long as I 
get the job done?”

“It is five o’clock – I 
have another life to 
get to.”

Feedback 
&
Rewards

No news is good 
news
Satisfaction in a job
well done

Don’t appreciate it
Money
Title recognition

Sorry to interrupt, but 
how am I doing?
Freedom is the best 
reward

Whenever I want it, 
at the push of a 
button
Meaningful work

Source: FDU Magazine Online, in part
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Managing Boomers and 

Traditionalists

• “I really appreciate how hard you 
work and amount of time you put in 
here.  We’re lucky to have you.”

• “What can we do to make you even 
more effective at your work?”

• Give them another Certificate of 
Achievement
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Managing X’ers and 

Millennials
• “I know this work isn’t your life and it 

shouldn’t be.  But while you’re here let’s 
agree to some things that you’ll be 
accountable for that will benefit you, me, 
and our customers.”

• “Wow.  You’ve really worked hard today.  
Why don’t you take off early today or plan 
on coming in a little late tomorrow.”
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Managing Z’s

• “We have all the best technology here 
AND I’d also like to get to know you and 
build a personal relationship with you.”

• “You can be secure and design your 
dream job here.”
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Workplace Communications
Traditionalists Baby Boomers Generation X Millennials

Communications Formal memo In person Direct 
Immediate 

Email
Voicemail

Content Detail; prose-style 
writing

Chunk it down but 
give me everything

Get to the point –
what do I need to 
know?

If and when I need it, 
I’ll find it online

Context Relevance & trusting 
of authority & 
hierarchy

Relevance to the 
bottom line & my 
rewards

Relevance to what 
matters to me

Relevance to now, 
today, and my role

Style Formal Semi Formal Not so serious; 
irreverent

Eye-catching; fun

Tactics Print & email; face to 
face dialogue or by 
phone; some online 
info & interaction

Print & email; face to 
face dialogue; online 
tools & resources

Online; some face to 
face meetings (if really 
needed); games,
technological 
interaction

Online; wired; 
seamlessly connected 
through technology

Frequency In digestible amounts As needed Whenever Constant

Speed Attainable within
reasonable time frame

Available; handy Immediate; when I 
need it

Five minutes ago
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The challenges of managing a 

Multi-generational workforce
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Break
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How to differentiate for growth

What is diversity?
The benefits of diversity

Manage diversity
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Competitive advantage: 

Build a culture for effective 

diversity management.
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Good questions to ask?
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What is diversity?

IF YOU THINK OF DIVERSITY, 

WHAT COMES TO 

YOUR MIND?

• 5 Minutes
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Individual Practical Exercise

Picture your line manager/colleague. 

• Write down two differences between you 
and this person. 

• Now note and write down three ways in 
which you are similar to this person.  
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Group Exercise

Stand in U shape
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Dimensions of Diversity
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DEFINITIONS

Working definition

◦ Politically correct term for 

Equal Employment 

Opportunity/Affirmative 

Action

◦ Recruitment and selection 

of ethnic groups and 

women

◦ Management of individuals 

sharing a broad range of 

traits

Conceptual definition

• Diversity refers to differences 

in race, gender, age, 

language, physical 

characteristics, disability, 

sexual orientation, economic 

status, parental status, 

geographic orientation, 

profession, lifestyle, religion, 

position in company hierarchy 

and ANY OTHER 

DIFFERENCE.
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What is diversity?

63

https://www.youtube.com/watch?v=M5JcGo3FCyk
https://www.youtube.com/watch?v=M5JcGo3FCyk


“What is my attitude towards 

diversity?”
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Reference: Shortened and adapted from: Slocum & Hellriegel (2007). Fundamentals of organisational behaviour.
Australia: Thomson South Western (p. 32)
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Reference: Shortened and adapted from: Slocum & Hellriegel (2007). Fundamentals of organisational behaviour.
Australia: Thomson South Western (p. 32)

40 or

abov

e

You probably value

diversity and can

adapt easily to a

multi-cultural work

environment.

Continue to look for

areas of

improvement.

25 or

belo

w

You probably need to

work on

understanding the

need to value diversity
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Why have a Diversity workforce?

• What are the benefits of a diverse 
workforce?

• 5 mins
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Reasons for the development of 

the diversity perspective
General

• Competitive edge

• Diverse labor force

• Ideology

• Effective adjustment to a 
changing environment

Sociological tendencies

• Less restrictive immigration 
laws

• Increasing acceptance of 
individuals with differing 
sexual preferences

• Legislation protecting the 
rights of disabled employees

• Tendency to follow a second 
career after early retirement

• Increasing use of 
contingency workers
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Benefits of effective diversity 

management
• Increase in small group solidarity and 

effective team work

• Creation of an atmosphere of mutual 

trust and respect so that harmony is 

created

• Enhanced collaborative effort and 

alignment

• Meaningful and positive human 

relations

• Improved interpersonal relations

• Creation of an atmosphere which is 

conducive to the fullest growth of 

every ind.

• Variety of ideas and viewpoints –

important in problem solving

• Increase in productivity and 

motivational levels

• Work is more fun and interesting

• Increased willingness to take risks, 

they play to win rather than to lose

• Sense of empowerment (employees) 

- sense of their own potential in and 

value to the company 

• Corporate survival and growth
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Threats of ineffective diversity 

management

• Lower productivity and morale

• Poor teamwork

• Increased levels of conflict

• Lack of “buy” into the company and its aims

• Feelings of alienation

• Marginalization of people

• Cultural collisions leading to increased levels of anger and frustration

• Poor communication and misunderstandings

• Withdrawal from and termination of relations

• Violations of human rights and unfair practices

• Exclusion, favoritism and inter-group conflict
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Benefits of Diversity in the 

workforce
• Increased creativity

• Increased productivity

• Increased profits due to marketshare

• Improved employee engagement

• Reduced employee turnover

• Improved company reputation

• Wider range of skills

• Improved cultural insights
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Management of Diversity
• Reflect on the team that you are currently involved 

with in your work situation. 
– Is this a homogenous or heterogeneous group?  

• Reflect on your client base and community that you 
are currently involved with in your work situation. 
– Is this a homogenous or heterogeneous group?  

• Are there diversity issues?
• If they exist, are they managed adequately?

What do you think is implied with the term 
“Management of Diversity in organisations”?
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Management of Diversity
 Planning and implementing organizational systems and practices to 

manage people

 So that potential advantages of diversity are maximized

 While its potential disadvantages are minimized

 With the goal of maximizing the ability of all employees to contribute
to organizational goals, and

 To achieve their full potential

 Unhindered by group identities such as gender, race, nationality, age 
and departmental affiliation

The management of diversity goes hand in hand with a philosophy that 
recognises and accepts values and similarities between people. 

This is CRITICAL  for organisations to achieve its goals.
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How to leverage diversity 

74



Levels of Diversity Management 

• Strategic level: Recognizes diversity as critical for organisational 
success.

• Managerial level/Tactical level:  Which is associated with the 
formulation of management practices and structures which facilitate 
the effective operation of diversity.

• Operational level: in which the practices are implemented in the 
workplace.
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DIVERSITY MANAGEMENT IMPLEMENTATION
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STRATEGIC LEVEL

Framework: management of diversity (DM)

GENERAL 
MANAGERIAL/TACTICAL 

LEVEL

OPERATIONAL LEVEL

Framing a new company vision 
and culture

Key performance area

Organization culture     (cultural 
audit)

Determine core diversity needs in 
organisation

Engagement of all Values  reflect 
needs

Stakeholders in decision  making 
(focus groups)

Joint adaptation of both individuals 
and organization

Measuring system

Selecting relevant and urgent 
diversity dimensions, selecting 
DM line of action and designing 

DM policy and procedures 

Design HR policies/ procedures & 
management practices in order to 
sustain diversity objectives

Changing to more diversity friendly 
policies:

Recruitment and selection

Promotion

Flexible working contracts; language 
policies, etc.

Career development

Performance appraisal and reward 
systems

Measuring diversity progress

Training of management

Performance appraisal

Group awareness training

Individual awareness

Leadership skills

Implementing the DM 
designed practices, 
Communicating the 

company commitment to 
DM
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Core actions on this level includes:

• Explanation of the values that underpin the company’s interest in Diversity 

Management (DM);

• Identification of the reasons “why” the company has chosen to introduce 

DM;

• Definition of the new vision

• Building a new organisational culture for the effective management of 

diversity 

Management of Diversity on a Strategic Level:

Framing a new company vision  and

building a new culture
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The following  actions should also  be  incorporated 
• Do not deny cultural diversity but set goals to transform;

• Revise and adjust goals where necessary – Become core performance 

area of the organisation;

• Transformation through collective efforts

• Create a climate that is respective and responsive towards all types of 

people

• Training in diversity must be a priority including training in assertiveness, 

workshops in self-development, self-knowledge, skills courses ect. 

• Empower employees to build a new set of symbols

• Collective education (ex. “open burning platforms”)

• Continuous analysis in order to identify specific obstacles and gaps

Management of Diversity on a Strategic Level:

Framing a new company vision  and

building a new culture
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Building an organisational culture : 
It involves three dimensions:

1) The nature of the existing culture 

2) The dimensions of the desired culture 

3) The manner in which the basis of the existing culture inhibits the development 
of the desired culture 

Cultural audit :
• This can be done with the aid of an external consultant that is highly trusted 

and brings objectivity with the help of employees (if trust levels are high)

• Process may include in-depth interviewing, written reports, an overview of 
relevant organisational documents, focus groups and direct observation of 
employee behaviour 

• First part of audit is to determine if the values support the following: Respect 
for the needs of individuals; common adaptations by both individuals and the 
organisation; and the involvement of all role-players in taking decisions. 

• Next component includes assessing formal procedures for example human 
resources policy systems

Management of Diversity on a Strategic Level:

Framing a new company vision  and

building a new culture
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Expected outcomes include:
• Learning opportunities addressed to the board of directors and senior 

managers 

• Redefinition of the company values and vision to incorporate diversity

• Changes in own structure and processes in such a way to support 

diversity 

• Complete transformation and Culture change took place

Management of Diversity on a Strategic Level:

Framing a new company vision  and

building a new culture
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This level includes the formulation, initiation and facilitation of management practices 
and structures that recognize the strategic challenge of the diversity management 
perspective. Also includes systems, procedures and policy regarding human 
resources

Core actions on this level includes:

• Make a choice whether to introduce a dedicated DM role or function

• Identification of people’s diversities (both internal and external)

• Selection of the relevant and urgent diversities that the company wants to manage 

in a differentiated way

• Definition of the line of action that the company wants to adopt for each selected 

diversity 

• Formulation of diversity management policy

• Selection of the diversity management practices to be implemented 

Management of diversity: 

General management/Tactical level
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Systems that have to take diversity into consideration includes:

• Employee structures and working hours

• Recruitment and Selection procedures and criteria

• Career paths

• Promotion procedures

• Performance evaluation systems

• Development and training procedures

• Reward systems

• Follow-up planning 

Management of diversity: 

General management/Tactical level
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Expected outcomes on this level: 

• Assignment of the responsibility of Diversity Management to one or more persons

• Internal and external analysis of people’s differences 

• Internal diversity and inclusion climate survey 

• Prioritization and selection of the diversities that the company wants to manage in a differential way

• Identification of the line of action for each selected diversity 

• Identification of medium-term strategic goals 

• Formulation of the company Diversity Policies including more Diversity friendly HR policies such as:

– Recruitment and selection

– Promotion

– Flexible working contracts; language policies, etc.

– Career development

– Performance appraisal and reward systems

• Taking pre-existing diversity solutions into account, translation of the policy into practices by defining long-term and mid-

term operational goals, area of impact, responsibilities, needed resources,, expected results, KPI’s (Measuring baseline 

value before implementing 

Management of diversity: 

General management/Tactical level
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Expected outcomes on this level: 

• Leadership development

• Training

• Coaching and mentoring

• Exposure

Management of diversity: 

Operational level
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In closing

86



87


