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Abstract: 

The aim of this study is to compare the HRM Practices in Multinational Corporations and Local 

Enterprises for Managing Diversity in the Workplace.  In today's global business environment, organizations 

face increasing competition and complexity, along with a growing demand for diversity and inclusion in the 

workplace. Managing diversity has become a critical challenge for organizations seeking to attract and 

retain a talented and diverse workforce, improve organizational performance, and promote social 

responsibility.   HRM practices play a critical role in managing diversity in both multinational corporations 

and local enterprises. HRM practices can help organizations to create an inclusive work culture that 

respects and values individual differences, promotes cross-cultural communication, and fosters innovation 

and creativity.  Multinational corporations and local enterprises face different challenges in managing 

diversity due to differences in their size, scope, and cultural context. Multinational corporations operate in 

multiple countries and may have a larger and more diverse workforce, which requires a global approach to 

managing diversity. Local enterprises, on the other hand, operate in a specific region or country and may 

need to tailor their HRM practices to the local cultural context and community needs.   Effective HRM 

practices for managing diversity should be tailored to the organization's specific needs and context. This may 

involve developing global diversity strategies, providing language support, offering diversity-focused 

employee resource groups, creating inclusive policies and practices, and measuring the impact of diversity 

and inclusion initiatives.  Overall, HRM practices for managing diversity are essential for organizations 

seeking to create a diverse and inclusive work culture, enhance their competitiveness and performance, and 

contribute to social responsibility. By embracing diversity and promoting inclusion, organizations can 

unlock the full potential of their workforce, improve their reputation, and build a sustainable future. 

Keywords:  Manage. Diversity, Workplace, HRM Practices, Multinational Corporations, Local 

Enterprises etc. 

INTRODUCTION: 

In today's global business environment, organizations face increasing competition and complexity, 

along with a growing demand for diversity and inclusion in the workplace. Managing diversity has become a 

critical challenge for organizations seeking to attract and retain a talented and diverse workforce, improve 

organizational performance, and promote social responsibility.   HRM practices play a critical role in 

managing diversity in both multinational corporations and local enterprises. HRM practices can help 
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organizations to create an inclusive work culture that respects and values individual differences, promotes 

cross-cultural communication, and fosters innovation and creativity.  Multinational corporations and local 

enterprises face different challenges in managing diversity due to differences in their size, scope, and cultural 

context. Multinational corporations operate in multiple countries and may have a larger and more diverse 

workforce, which requires a global approach to managing diversity. Local enterprises, on the other hand, 

operate in a specific region or country and may need to tailor their HRM practices to the local cultural 

context and community needs.   Effective HRM practices for managing diversity should be tailored to the 

organization's specific needs and context. This may involve developing global diversity strategies, providing 

language support, offering diversity-focused employee resource groups, creating inclusive policies and 

practices, and measuring the impact of diversity and inclusion initiatives. 

Managing diversity has become a critical issue for both multinational corporations and local 

enterprises. With an increasingly diverse workforce, organizations need to develop effective HRM practices 

to manage diversity and promote an inclusive work culture. However, HRM practices for managing diversity 

may differ between multinational corporations and local enterprises due to differences in their size, scope, 

and cultural context. Multinational corporations operate across multiple countries and cultures, and they may 

have a larger and more diverse workforce compared to local enterprises. As a result, HRM practices for 

managing diversity in multinational corporations may focus on developing global diversity strategies, 

ensuring compliance with local laws and regulations, and promoting cross-cultural communication and 

understanding.  On the other hand, local enterprises typically operate in a specific region or country and may 

have a smaller workforce. HRM practices for managing diversity in local enterprises may focus on creating 

an inclusive work culture that reflects the local community, providing language support, and developing 

diversity-focused employee resource groups.   Both multinational corporations and local enterprises need to 

implement HRM practices that promote equality, diversity, and inclusion in the workplace. These practices 

may include establishing clear policies that prohibit discrimination, providing diversity training to 

employees, offering flexible work arrangements, developing cross-cultural leadership skills, and measuring 

the impact of diversity and inclusion initiatives.   Effective HRM practices for managing diversity can help 

organizations attract and retain a diverse and talented workforce, promote innovation and creativity, and 

enhance organizational performance. As a result, managing diversity has become a key priority for 

organizations seeking to succeed in today's global and diverse business environment. 

OBJECTIVE OF THE STUDY: 

The aim of this study is to compare the HRM Practices in Multinational Corporations and Local 

Enterprises for Managing Diversity in the Workplace. 

RESEARCH METHODOLOGY: 

 This study purely based on secondary sources of data such as journals, articles, websites, books and 

other sources. 
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HRM PRACTICES FOR MANAGING DIVERSITY IN MULTINATIONAL 

CORPORATIONS: 

Managing diversity in multinational corporations is an important aspect of HRM practices. The 

global workforce today comprises individuals from diverse backgrounds in terms of ethnicity, race, gender, 

religion, age, language, and culture. Multinational corporations operating in different regions and countries 

need to develop effective HRM practices to manage this diversity and promote a culture of inclusivity.   One 

of the primary HRM practices for managing diversity in multinational corporations is to establish policies 

that promote equality and diversity. These policies should be communicated clearly to all employees and 

implemented consistently across the organization. Such policies may include equal employment 

opportunities, anti-discrimination policies, and diversity training programs. 

Another important HRM practice is to create a diverse workforce by recruiting employees from 

different backgrounds. Multinational corporations should implement recruitment practices that encourage 

diversity and reduce bias in the selection process. This may include adopting blind screening techniques, 

providing training to recruiters on diversity and inclusion, and using diverse interview panels.  HRM 

practices for managing diversity in multinational corporations should also include developing an inclusive 

work culture. This may involve promoting open communication, providing opportunities for employees to 

share their experiences and perspectives, and establishing employee resource groups for different diversity 

categories. Additionally, multinational corporations may provide cross-cultural training to employees to help 

them understand and appreciate different cultures, values, and beliefs. 

1. Offering flexible work arrangements: Multinational corporations can implement flexible work 

arrangements, such as remote work, flexible hours, or job-sharing options, to accommodate 

employees' diverse needs and promote work-life balance. 

2. Providing language support: In multinational corporations with a diverse workforce, language 

barriers may arise, which can hinder effective communication and collaboration. To overcome this 

challenge, HRM practices may include providing language support services such as language classes, 

translation services, or multilingual communication tools. 

3. Emphasizing cross-cultural leadership: HRM practices for managing diversity in multinational 

corporations should focus on developing cross-cultural leadership skills among managers and 

supervisors. This may involve providing training on cross-cultural communication, conflict 

resolution, and intercultural sensitivity. 

4. Encouraging diversity in leadership: Multinational corporations should strive to have a diverse 

leadership team that represents different backgrounds, cultures, and perspectives. HRM practices may 

include implementing diversity quotas, succession planning that considers diverse candidates, and 

mentorship or sponsorship programs that help diverse employees advance in their careers. 

5. Conducting diversity audits: To ensure that HRM practices for managing diversity are effective, 

multinational corporations can conduct diversity audits to assess the representation of different 
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diversity categories in different roles and departments. This can help identify gaps and opportunities 

for improvement. 

6. Offering diversity and inclusion training: HRM practices for managing diversity in multinational 

corporations may include offering diversity and inclusion training to employees at all levels. Such 

training can help employees understand the importance of diversity, recognize unconscious bias, and 

learn how to work effectively with colleagues from diverse backgrounds. 

7. Supporting employee affinity groups: Multinational corporations can create employee affinity 

groups that bring together employees who share a common background or identity. Such groups can 

provide employees with a sense of community and support, help them build networks, and offer 

opportunities for personal and professional growth. 

8. Providing diversity metrics: Multinational corporations can track and report diversity metrics to 

measure progress and identify areas for improvement. Such metrics may include representation of 

different diversity categories in the workforce, promotion and retention rates, and employee 

engagement and satisfaction. 

9. Encouraging cultural competence: HRM practices for managing diversity in multinational 

corporations should aim to develop cultural competence among employees. This involves developing 

an understanding and appreciation of different cultures, values, and norms, and learning how to work 

effectively in multicultural environments. 

10. Implementing diversity and inclusion committees: Multinational corporations can create diversity 

and inclusion committees that are responsible for developing and implementing HRM practices to 

promote diversity and inclusion. Such committees may include representatives from different 

departments and diversity categories, and may collaborate with senior leadership to ensure that 

diversity and inclusion are integrated into the organization's overall strategy. 

HRM PRACTICES FOR MANAGING DIVERSITY IN LOCAL ENTERPRISES: 

HRM practices for managing diversity in local enterprises are similar to those in multinational 

corporations but may differ in their scope and focus. Local enterprises typically operate in a specific region 

or country and may have a smaller workforce compared to multinational corporations.  

However, they still need to develop effective HRM practices to manage diversity and promote an 

inclusive work culture.   Here are some HRM practices for managing diversity in local enterprises: 

1. Implementing anti-discrimination policies: Local enterprises should establish and communicate 

clear policies that promote equality and prohibit discrimination based on any diversity category. 

These policies should be enforced consistently across the organization. 

2. Encouraging diversity in recruitment: Local enterprises can implement recruitment practices that 

encourage diversity and reduce bias. They may consider advertising job openings in diverse 

communities, using diverse interview panels, and conducting blind resume screening. 
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3. Providing diversity training: HRM practices for managing diversity in local enterprises may 

include providing diversity training to employees at all levels. Such training can help employees 

recognize and address unconscious bias, promote cultural competence, and create an inclusive work 

environment. 

4. Offering flexible work arrangements: Local enterprises can offer flexible work arrangements such 

as remote work, flexible hours, or job-sharing options to accommodate employees' diverse needs and 

promote work-life balance. 

5. Creating an inclusive work culture: HRM practices for managing diversity in local enterprises 

should aim to create an inclusive work culture. This may involve promoting open communication, 

encouraging employee feedback and participation, and fostering a sense of community and support 

among employees. 

6. Conducting diversity audits: Local enterprises can conduct diversity audits to assess the level of 

diversity within the organization, identify gaps and opportunities for improvement, and develop 

targeted diversity strategies. 

7. Providing language support: Local enterprises can provide language support to employees who 

speak languages other than the organization's primary language. This may involve providing language 

training or translation services to ensure effective communication and understanding. 

8. Offering diversity scholarships and internships: Local enterprises can offer diversity scholarships 

and internships to students and job seekers from diverse backgrounds. This can help attract a diverse 

pool of talent and provide opportunities for career development. 

9. Developing diversity-focused employee resource groups: Local enterprises can establish employee 

resource groups (ERGs) that focus on specific diversity categories such as race, gender, or sexual 

orientation. ERGs can provide a forum for employees to share experiences, build networks, and 

advocate for diversity and inclusion. 

10. Providing accommodations for disabilities: Local enterprises can provide accommodations for 

employees with disabilities, such as ergonomic workstations, assistive technology, or flexible work 

arrangements. This can help create a more inclusive work environment and enable employees with 

disabilities to perform their job effectively. 

11. Building partnerships with community organizations: Local enterprises can build partnerships 

with community organizations that focus on diversity and inclusion. This can help the organization 

better understand and address the needs of diverse communities and contribute to social 

responsibility. 

12. Measuring diversity and inclusion impact: HRM practices for managing diversity in local 

enterprises should include measuring the impact of diversity and inclusion initiatives. This can 

involve tracking metrics such as employee satisfaction, turnover, or productivity to determine the 

effectiveness of diversity and inclusion strategies. 
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13. Developing cross-cultural leadership: Local enterprises should develop cross-cultural leadership 

skills among managers and supervisors. This may involve providing training on cross-cultural 

communication, conflict resolution, and intercultural sensitivity. 

14. Celebrating diversity: Local enterprises can celebrate diversity by recognizing and celebrating 

different cultural holidays and events, promoting employee participation in diversity-related 

initiatives, and acknowledging the contributions of employees from diverse backgrounds. 

CONCLUSION: 

 In conclusion, HRM practices for managing diversity are critical for both multinational corporations 

and local enterprises seeking to succeed in today's global and diverse business environment. Effective HRM 

practices can help organizations to attract and retain a diverse and talented workforce, create an inclusive 

work culture, promote cross-cultural communication and understanding, and enhance organizational 

performance.   Multinational corporations and local enterprises face different challenges in managing 

diversity due to differences in their size, scope, and cultural context. Multinational corporations need to 

develop global diversity strategies that balance local and global perspectives, ensure compliance with local 

laws and regulations, and promote cross-cultural communication and understanding. Local enterprises need 

to tailor their HRM practices to the local cultural context and community needs, and create an inclusive work 

culture that reflects the local community.  HRM practices for managing diversity may include developing 

policies and practices that promote equality and diversity, providing diversity training to employees, offering 

flexible work arrangements, establishing employee resource groups that focus on specific diversity 

categories, and measuring the impact of diversity and inclusion initiatives. 

Overall, HRM practices for managing diversity are essential for organizations seeking to create a 

diverse and inclusive work culture, enhance their competitiveness and performance, and contribute to social 

responsibility. By embracing diversity and promoting inclusion, organizations can unlock the full potential of 

their workforce, improve their reputation, and build a sustainable future. 
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