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In a book of 16 chapters divided into three main sections, Michàlle E Mor
Barak addresses how diversity can be ‘managed’ in the workplace. Managing
Diversity: toward a globally inclusive workplace succeeds in highlighting
the importance for companies to address issues of diversity, particularly
given the global trends which are increasingly creating a more diverse
workforce. Mor Barak notes that progressively more countries in the global
North are experiencing low birth rates (for example Italy’s population of 57
million is projected to decrease to 41 million by 5050), while countries in the
global South are experiencing higher numbers of young people, largely due
to improved medical conditions and decreased infant mortality. More than
half of the population in developing countries, for instance, is under the age
of 30. The net effect is that countries in the global North have to open their
borders to immigrants – and strive toward greater diversity – in order to
sustain and improve productivity in their countries.

The book is accessible to academics and managers alike, and also to those
outside the business world. Mor Barak presents a comprehensive and
holistic approach to diversity ‘management’, together with the steps that
organisations can effect in order to achieve this diversity. She notes that
many of the problems experienced in the name of diversity do not stem from
the heterogeneity of the workforce itself, but rather from the failure of
managers to understand the dynamics associated with diversity. Managers
generally find it difficult to address their own prejudices and are therefore
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unable to harness the potential offered by diversity in the workplace. In
highlighting this, she argues for the need to see diversity as an advantage
and not a disadvantage, particularly given the diverse workplaces that exist
today. Mor Barak maintains that the question should be less about whether
diversity is good for the workplace and more about how diversity can work
for organisations. She explains diversity as something that is inescapable,
and considers the tensions which are posed by what she calls a ‘global
workforce’. It is in the context of the global and diverse workforce that Mor
Barak introduces us to her framework for inclusion in the workplace.

Mor Barak is as much concerned for the local as she is for the global.
Through her inclusive workplace model, she introduces what could be
characterised as a ‘funnel’ approach, as the model is a multi-step approach
which takes diversity from the local level right up to the global. Her model
introduces the reader to four levels of an inclusive workplace. She notes that
a globally inclusive workplace is one which ‘values and utilises individual
and intergroup differences within its workforce; cooperates with, and
contributes to, its surrounding community; alleviates the needs of
disadvantaged groups within its wider environment; [and] collaborates with
individuals, groups, and organisations across national and cultural
boundaries’ (2010:8). By adopting this approach, Mor Barak asserts that the
responsibility of companies and organisations does not only rest with the
companies or organisations themselves, but also with the local and global
communities within which they exist.

Mor Barak divides her book into three main sections that profile the macro
dimensions of diversity (chapters 2-5), micro/mezzo dimensions of diversity
(chapters 6-9) and practice applications (chapters 10-16). In the macro
dimensions she highlights the global demographic trends and the relevant
international legislation and policies on diversity. An impressive discussion
of policy trends internationally is discussed alongside the frame of the UN
Declaration of Human Rights, which grants freedom to individuals simply for
being human. It is in this context that companies are encouraged to aspire
for a more globally inclusive workplace.

In the micro/mezzo dimensions, Mor Barak explores global definitions of
diversity, and presents us with her own definition which captures varied
interpretations and understandings of diversity from a global perspective.
I address the details of this definition together with its importance in the
latter part of this review. This section of the volume also foregrounds
theories of diversity, how individual cultural socialisation can impede and/
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or assist communication, as well as interpersonal relationships, in the
workplace.

Finally, the practice applications section investigates how companies
can cater for diversity. She examines policies and strategies that companies
can or have introduced to manage diversity, as well as the paradigms offered
for diversity management. Here she compares the human resource paradigm
and the multicultural organisation paradigm. Under the human resources
paradigm, she highlights how companies have adopted or can adopt various
strategies to cater for diversity. These approaches include diversity
enlargement (where companies recruit from diverse backgrounds), diversity
sensitivity (where training is made available to increase sensitivity towards
diversity and improve communication), cultural audit (where audits of
current practices are conducted through surveys and focus groups in order
to address deficiencies in terms of diversity) and, finally, the strategy for
achieving organisational outcomes (where human resource policies are
integrated with diversity management policies).

In the multicultural organisation paradigm, Mor Barak discusses the three
types of organisations with varied implications for diversity: the monolithic
organisation (a demographically and culturally homogeneous organisation
which largely formulates its policies on the assimilation of diverse groups
to the ways of the dominant group), the plural organisation (which is
generally a heterogeneous organisation making efforts to conform to equity
policies, with some limitations) and, finally, the multicultural organisation
(an organisation that fosters and values cultural differences while truly and
equally incorporating all members of the organisation via pluralism as
opposed to monolithic assumptions dominating). A multicultural organisation
foregrounds and uses diversity as a tool for its development instead of
superficially integrating diversity for policy related reasons. It therefore
equally values all of its employees. Mor Barak warns that very few companies
are multicultural companies, making such an organisation an ideal rather
than an actual type.

In concluding the book, Mor Barak gives practical assistance by
highlighting the barriers to and benefits of the inclusive model for both the
individual and the organisation.

As an educationist interested in diversity issues, there are three matters
I wish to take up in this review. The first regards the framework and the idea
of managing diversity, the second regards the definition of diversity and the
third regards the global scope of the book.
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Mor Barak frames her work around the idea of inclusion in challenging
exclusionary practices in the workplace. In reading the title of the book, I was
struck by the idea of ‘managing’ diversity. While of course one understands
that the award-winning professor writes on issues of management within the
private sector (and therefore with a business lens), the use of ‘management’
in relation to diversity remains uncomfortable to me as it suggests control.
The book needed to problematise the idea of ‘managing’ diversity. A simple
assumption is made that ‘managing’ diversity is a good thing without
directly challenging ideas of what it effectively means to ‘manage diversity’,
given its complex nature. The complexity of diversity in a sense is reduced
to something which should be ‘managed’. Not much is written about ideas
of self-management, which is very important particularly when it concerns
initiating work related to diversity. Managers, for example, need to ‘manage’
themselves at an individual level prior to creating multicultural organisations.

The second point concerns Mor Barak’s recognition that definitions of
diversity are context bound, and indeed highly complex. In other words,
meaning and application (and indeed translation) ostensibly differ from
context to context. She indicates that what is meant by diversity in the United
States may not necessarily hold weight in Mexico or China. The focus may
be on religious affiliation in Northern Ireland, or, for that matter, race in South
Africa. Because of the contextual variation in the understanding of diversity,
variation according to national contexts, Mor Barak suggests that diversity
be defined firstly in relation to the division of the workforce into distinct
categories which have relevance and meaning to the context under discussion,
and secondly in relation to the consequences of belonging to certain groups.
To this end she notes that workforce diversity is ‘the division of the
workforce into distinction categories that (a) have a perceived commonality
within a given cultural or national context, and that (b) impact potentially
harmful or beneficial employment outcomes such as job opportunities,
treatment in the work-place, and promotion prospects– irrespective of job-
related skills and qualifications’ (2010:132). This definition foregrounds
diversity as something beyond general differences such as eye colour, body
size, height, etc, to something which has to do with the systematic
marginalisation or privileging of people on the basis of certain characteristics.
This is indeed a sound definition in that it recognises the power struggles
and complexities in the systematic oppression of certain groups over others.

Having noted the above, I wish to highlight another important point of
which diversity practitioners should be conscious when addressing issues
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of diversity. Mor Barak begins her sixth chapter by recounting how a
diversity trainer in southern California trivialised the issue of diversity by
saying ‘Isn’t it wonderful – we are all diverse! Each one of us is different from
the other’ (2010:121). She suggests that the trainer confused the easily
acceptable forms of difference (such as place of birth, hair colour, etc) with
the more salient forms of difference (such as race, gender, class, etc) which
have ‘practical or even detrimental consequences’ (2010:121). While I agree
with Mor Barak’s sentiments on the importance of separating those categories
in which prejudice and discrimination are used as vehicles to exclude, I
suggest that practitioners should however be encouraged to foreground all
forms of difference, particularly when teaching or training a new group about
diversity. While the saying that ‘we are all different’ may seem too simplistic
when implementing training, it nevertheless is a good vehicle to introduce
issues of difference to a group which would otherwise be resistant to
explicitly discussing issues of hegemony and oppression. Highlighting
difference as a normal part of the human experience can serve as a springboard
to discuss the more salient aspects of diversity.

Another issue I wish to engage regards the global nature of the book. Mor
Barak presents what is truly a global collection of diversity experiences
within the workplace. She presents case studies specific to various contexts
and therefore reveals the extensive work she undertook when writing this
volume. I found these global narratives and experiences very useful,
particularly in meeting the framework for the book. Her intentions were to
create a book that would speak to the global realities of diversity while at the
same time assisting companies to be productive. She discusses three
essential drives for the implementation of diversity management: doing the
right and moral thing; adapting to the new reality of the workplace; and
gaining a competitive advantage. What Mor Barak does is to encourage
companies to accept and promote diversity as this will work to their
advantage. In a world that is globalising (and some might argue globalised),
where the local is indeed the global, what better way to make global citizens
than to create workplaces which are accepting and open to diversity? The
global scope of the book not only makes the framework relevant but remains
the key strength of the book.

Notwithstanding the above, Mor Barak does however make some fatal
errors. I write here in the context of South Africa as it is the context shaping
my experience and that with which I am most familiar. Mor Barak glances over
significant points about South Africa, which I think require attention. For
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one, she notes that white privilege is almost placed squarely at the doors of
Afrikaner white people, forgetting that South African whites are not just
constituted by Afrikaners. While she acknowledges this point in the latter
parts of the book, her earlier parts are questionable. For example, on page 27
she reports that ‘white Afrikaners constitute only 13 per cent of the
population’ (2010:27). In fact all whites in South Africa now only constitute
9 per cent of the population. She further suggests that affirmative action has
caused many white Afrikaners to leave the country with no acknowledgement
whatsoever of other whites residing in South Africa (2010:70). A more
accurate representation of the South African ‘white group’ is needed.
Whiteness in South Africa includes people of various languages, ethnic and
cultural backgrounds. Mor Barak suggests moreover that there are not
enough trained black South Africans who can replace the exodus of white
people, ignoring the fact that many industries remain hesitant to employ
black people, thus creating an impression that there aren’t enough skilled
black South Africans.

Finally, I generally feel that a more direct position is needed in her
engagement with affirmative action. Mor Barak does not seem explicitly to
highlight her perspective on the matter; instead she chooses to highlight the
arguments by both the proponents and opponents of affirmative action. She
ought to be more explicit in arguing for or against affirmative action as a
means of creating a more diverse workforce.

In spite of some of my quibbles, on the whole this was a very good book.
Mor Barak presents sound arguments and a framework which has the
potential of making the workplace more inclusive for everyone globally. The
book is an excellent text for both academics and managers alike. It also is
multidisciplinary, and can be used in contexts outside business management.
It could also be used as an effective student text. I look forward to a future
edition which would perhaps engage with the more complex issues of what
it means to manage diversity and perhaps more nuanced arguments about
affirmative action.




