Running head: DIVERSITY & ORGANIZATIONAL PERFORMANCE                                     1

DIVERSITY & ORGANIZATIONAL PERFORMANCE                                                             4

Diversity & Organizational Performance
Name
Institution



[bookmark: _GoBack]
















Typically, the impact of diversity on organizational performance is associated with both beneficial and negative outcomes. However, in the competitive business world, diversity is emphasized considering that it is contingent on various organizational idiosyncrasies that influence organizational performance.  According to Stevens, Plaut & Sanchez-Burks (2008) argue that positive outcomes of diversity are correlated with the effort of organization members developing a so-called diversity mindset; the diversity mindset incorporates knowledge about the strategies in which diversity can be utilized to realize positive team processes and organizational performances. The framework in which an organization operates and how diversity is implemented is vital in steering how diversity will bring about positive outcomes. Diversity of many types not only ethnicity and gender, differences of culture, but also variety intellectual perspective, expertise, interests and values (Hebl & Avery, 2012). Consequently, all forms of diversity are not equally effective in enhancing organizational performance. Nevertheless, it is the differences in strategies of approaching problems including a variety of perspectives that most often lead to better organizational performance. The variety in the way organizational problems are framed and interpreted within diverse-oriented teams help organizations solve their problems amicably especially when a single orientation approach can’t produce a feasible solution (Canham, Wiley & Mayer, 2012).
Despite, diversity being fundamental in influencing organizational performance, the efficacy of diversity in achieving positive outcomes is hindered with issues relating to poor communication, hostility to new ideas, and divergence of interests and values (Daly, 1998). These issues are the most regularly disruptive factors that impede diverse teams from achieving better organizational performance. For instance, when individual members comprising team diversity are excluded from participating in making critical decisions, they are most likely to be affected by a decision, hence they will oppose it. Thus, to avoid divergent goals that are most common to diverse workforces, organizational managers and employees should ensure problem-solving tools and cultural perspectives are at their possession. Effective management of diverse workforces typically increases employee morale and causes employees to desire to work more efficiently and effectively ultimately improving organizational performance (Sabharwal, 2014). 
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