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Abstract— Work force diversity, which is an inescapable reality in numerous working environments across the world. Having created in the 

US, this talk has broadly ventured out to numerous western and some African nations, for example, Zimbabwe and South Africa. This 

project will be mainly about types of diversities in Pakistani Organizations. To start with, workforce diversity as a talk is examined. 

Workforce diversity can be inferred as individuals from different backgrounds, religions, casts, societies and so on working or interacting in 

the same organization or workplace under the same management and working environment. Variety sometimes become harsh for 

associations. The various components of variety may have various impacts and results inside the association, and hence the impact of one 

measurement can't be summed up for all the others. This project had taken place to get an overview and research about the workforce 

diversity in organizations, mainly focusing on Pakistani organizations. For this project, a survey was conducted which contained different 

questions regarding the topic. More than half of the survey had been taken by students, from secondary level to undergraduate level. 

Index Terms— Diversity, Impact, Organization, Pakistan, Workforce. 

——————————      —————————— 

1 INTRODUCTION                                                                    

Understanding the significance and creating an assorted work 
power is a vital thing for employing and holding the best ability 
and accomplishing the ideal execution level. This actually up-
grades the issue tackling aptitudes and innovativeness of the 
associations. Equivalent business opportunity strategy requires 
employing and holding labour force without separating on 
grounds of their race, religion, sex and so on and maintaining 
merit. Workforce diversity is a more extensive idea and incor-
porates all likenesses and contrast among laborers. Greater di-
versity in the workforce was vital if the necessities of represent-
atives, having strict foundation on age, sexual orientation and 
conjugal furthermore, parental status, were to be met. The word 
variety is initially seen as offering work to minorities and gov-
ernmental policy regarding minorities in society. Yet, it isn't 
kept to this perspective as it were. Audit of accessible writing 
on work power variety in Pakistan focuses towards many nu-
merous different components that additionally should be con-
sidered in this area. Most of analysts have expressed one point 
completely that diversity isn't a new concept. April and Shock-
ley two specialists clarified in 2007 comparable conviction 
when they expressed that variety issues are not new. It has been 
seen that a portion of the workers are commonly not prepared 
to accept on powerful condition of their workplace. This exam-
ination connotes the work force variety in private and public 
area ventures along with proficient level variety the executives. 
Likewise clarifies its level of pertinence for private or public 
area associations. It is too examined that the expense of giving 
variety is straightforwardly relative to level of variety accom-
plished/to be accomplished in labour force. Work power diver-
sity as far as culture, globalization, multi-age is fuelling the on-
going change in workplace over the world and Pakistan isn't a 
special case. Expanded labour force has set off contrasts de-
pendent on culture, ethnicity, religiously and genderly in the 
general population and corporate areas like organizations of 
Pakistan. Due to geocentrism, where organizations hire em-
ployees throughout from world, it causes some differences in 
work strategies. Women are also working equal like men to 
make organizations profitable and successful. Aside from some 
different variables, low salaries, increasing number of family 

members and inflammation financially have driven this change 
to occur. Multi-ages likewise lead to labour force diversity. One 
can notice a higher blend of youthful and matured individuals 
in working environment. They as a rule have clashing points, 
goals, prerequisites and encounters which now and again lead 
to issues at working environment requiring compelling the 
board. Labour force is assorted inferable from the presence of 
various societies in the four areas of Pakistan. The labour force 
turns out to be more different when the component of expats is 
added to the work place. Culture influences demeanour of the 
individuals, in this way, when individuals from various social 
foundations become part of a solitary labour force, they exhibit 
various qualities and practices. In such a situation, the way that 
they work in a public or private sectors, workforce diversity the 
board gets one of the top plan for administrators. Key accentu-
ation of administrators presently is to handle the expansion of 
labour force and shield the interest of workers with no segrega-
tion. It is expressed that each one of those associations who join 
high incentive to oversee variety are more fruitful and forward 
looking , Diversity is critical both in private and public area set 
ups. The underlying foundations of this suggested importance 
can be followed in the established articles and arrangements of 
various nations including Pakistan which debilitate segregation 
and imbalance regardless. 

Our project would be about different organizational diversi-

ties and types of diversities that can be seen in Pakistani or-

ganizations, telling about the advantages of diversity and how 

it outperforms those homogenous organizations. It will be in-

cluding that how non-diverse organizations are being called 

out publicly and losing its recruitment drives. Even GOOGLE 

is showing signs and accepting its mistake for being a non-di-

verse organization. This project will also include the percent-

ages of profit to be earned by few organizations just because of 

being diverse. Laws, migration and even monetary weight has 

advanced variety. Organizations and associations have con-

sistently experienced variety in labor force to accomplish some 

objective. 
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2 LITERATURE REVIEW 

The motivation behind the exploration is to examine the work-
force diversity in Pakistani organizations. The main objective of 
this study is to know if this diversity is making a difference or 
is just a trend and what are the different types of studies relat-
ing to this topic. Labour force of Pakistan isn't conveying suc-
cessfully, which, among different variables, might be credited 
to absence of wanted degree of variety as far as age, culture and 
sex. Partnerships are encountering issues because of the nonap-
pearance or in-sufficiency of diverse workforces in their organ-
izations. This project or examination not only contain literature 
review or information from articles, but a real life survey on dif-
ferent questions  
regarding this topic has also been conducted, to be shown in 
pages ahead. Why work power isn't viably relevant in numer-
ous types of associations in Pakistan? Why sex variety in work 
power isn't given due thought to improve authoritative ade-
quacy? This is a subjective report including survey of past writ-
ing on work power variety in Pakistan. For this reason, im-
portant standards, laws, statutes, warnings, reports and in-
sightful research papers have been examined to more readily 
comprehend and survey the requirement for a differentiated 
work power. The information has been extracted from bona 
fide sources and showed likewise. In private associations, fe-
male workers are segregated more than the male workers when 
contrasted with public area associations. Heterogeneity in 
workgroup is a key driver in making more inventive and com-
pelling choices. Proprietors and supervisors with sound in-
structive foundation and responsibility are always in n Pakistan 
was established by Muhammad Ali Jinnah on 14 August,1947 
from the sub-continent, with Hindu and English dominancy. 
Pakistan is a nation that is different in various fields including 
religion, identity, race, ethnicities and so on which can be seen 
by the way that around 70 neighbourhood dialects exist here 
and moreover these variables cause variety in work environ-
ments as well. As to the originator of Pakistan, Quaid-e-Azam 
himself advised individuals to join paying little mind to variety 
and to regard one another. Individuals from various locales 
come to work either from greater and created urban communi-
ties or from little towns and ancestral zones which prompts va-
riety in work environments of Pakistan. Aside from this, the 
contrary point is that these individuals when need to acquire 
advancement and novel thoughts, they can't make some noise 
on account of language hindrance and complex of having a 
foundation from immature district. Imaginative headways and 
the presence of an overall economy has brought everyone of the 
globe increasingly more near each other. Because of expanding 
need for labour, organizations consistently look for highly edu-
cated and highly experienced personnel. Labor force variety is 
related to the associations that are ending up being more heter-
ogeneous with the blend of different people, for example, age 
sexual orientation, race, identity and instructive foundation. 
Jackson, Joshi et al. (2003) clarified that variety is the presence 
of differentiations among people from a unit of society. Today, 
the labor force is more different with respect to sexual orienta-
tion, age, doctrine, nationality including everyone who are par-
ticular and show assorted perspectives, rehearses, needs, stand-
ards, conventions, norms and qualities on work environment as 

confirmed by (Wong 2001). As indicated by Hamilton, Nicker-
son et al. (2004), the previous examination on labor force variety 
recommends that variety can be either disadvantageous or val-
uable for workgroup execution. The board of variety fuses us-
ing and using the social differences as a piece of aptitudes of 
people, musings and imaginativeness to add to an ordinary ob-
jective and undertaking it in a way that gives the association a 
serious edge over different associations. Now and again variety 
is associated with ampleness and in some cases it is seen as neg-
ative to association and worker execution and much of the time 
it has immaterial effect. As an alternative, the effects are needed 
to be constrained by the methodology that firm takes after and 
by how various individuals and affiliation pioneers react to and 
manage the work force variety in a profitable way to deal with 
update agent and progressive execution of diversity like this to 
succeed and prosper. 
Overseeing work force variety, value and consideration assem-
bles employers\' brand pictures and assists associations with 
developing around the world. This article looks at the impact 
that work force variety has on Pakistani associations and thinks 
about how individual elements (e.g., sex and incapacity variety) 
sway the employing practices and work environment connec-
tions in those associations. Preferences of variety, value and in-
corporation incorporate a mixture of novel thoughts, imagina-
tion and development and a bigger ability pool from which to 
enroll workers.  
Globalization can bring about segment changes in the labour 
force as the mix of individuals from various nations acquires 
variety religions, societies and nationalities, however in mus-
ings, values, mentalities, conduct styles and standards, also. 
Due to the China-Pakistan Financial Hall understanding, nu-
merous transients from China are entering Pakistan and carry-
ing strict and social variety with them. 
 
2.1 Gender Diversity 

Ladies are progressively becom-
ing part of numerous Pakistani 
associations. In any case, 
many working ladies feel op-
pressed in the work force. Each 
Walk, ladies take an interest in 
mass protests in Pakistan to 
point out their battle for equiva-
lent rights.   
There are not many laws secur-
ing ladies. The essential law re-
lates to maternity leave and is 
required to ensure women's job 
security. Regardless, numerous 
associations neglect to observe 
the law. Numerous workers don't know about the rights they 
have and don't look for legitimate activity against managers in 
sluggish courts. Also, there is a lot of cultural and social weight 
against women's freedom.  
One of the examinations related to workforce investment led to 
the discovery that male examples of workforce investment are 
more preferred across Pakistan, while those of females are less 
(TABLE 1.0 shows some stats in workforce contribution in Pakistan 

. 

TABLE 1.0 

 

YEAR VALUE 
(%) 

2017 22.36 

2018 21.65 

2019 21.92 

2020 22.18 

http://www.ijser.org/


International Journal of Scientific & Engineering Research Volume 13, Issue 7, July-2022                                                                                                777 

ISSN 2229-5518  

 

IJSER © 2022 

http://www.ijser.org  

over the past years). was inferred that just employing more ladies 
at work spot won't produce positive effect in getting suitable 
climate for the female representatives and also because majority 
of men feel uncomfortable visiting places with female employ-
ees, causing a decline in an organization’s growth. It was rea-
soned that females are given not just few occasions to take a 
shot at significant tasks yet in addition at some point over-
looked of their commitment in execution evaluation. It was like-
wise discovered that society has advanced and is changing with 
time. 
Presently associations need to act viably while overseeing rep-
resentatives at work spot to give them better workplace. The 
function of the government and NGOs in uncovering the sex 
based separation is dissatisfactory. Further required help to 
guarantee admittance to equity for affected female specialists is 
likewise inadequate. It was additionally expressed that admin-
istration ought to direct and screen a wide range of associations 
in making furthermore, giving yearly reports regard to their hu-
man asset improvement. Specialists, utilizing the study re-
search directed in 152 associations in three principle urban ar-
eas, discovered that generalizations associate with female at ad-
ministrative position. In addition, Pakistani female supervisor 
are likewise not seen to bargain their family responsibilities as 
in the western world. It was likewise uncovered that English 
medium foundation matters a great deal in getting the board 
position inside the current set up. These contemplations are im-
perative to deal with the variety at the work place both in gen-
eral society and private area. Work life balance strategies might 
be executed just as measures to change the impression of indi-
viduals be started to forestall sexual orientation separation. It 
was discovered that badgering at work place not essentially of 
sexual nature is a central point of contention to be managed in 
the associations, utilizing inside and out meetings and reviews. 
It was additionally contended that uncommon change is hap-
pening in the extent of female workforce as supervisors. More-
over, the move is principally in schools, universities and col-
leges. One more investigation, utilizing information gathered 
from 200 telecom supervisors of Pakistani industry for grasping 
the effect of separation on the execution of workers, discovered 
that to secure the altruism of the organizations locally and 
around the world, vital also, strategic level administration 
ought not rehearse sexual orientation based separation in en-
listment and choice, advancement and offices to the workers. It 
is presumed that there is most honed sexual orientation con-
trasts in all types of income in Afghanistan and Pakistan. 
 

2.2 Disability Diversity 

Disable people getting victimized is another problem, regard-
less of laws passed and endeavours made by the Pakistani gov-
ernment for fair treatment. Individuals with handicaps con-
tinue to face obstacles, particularly in business. Agreeing to the 
Crippled People (Work and Recovery) Law, 1981, a 2 percent 
recruiting quota for individuals with handicaps in general soci-
ety and private areas exists in Sindh, Balochistan and Khyber 
Pakhtunkhwa regions, just as in the city of Islamabad. The 
share is 3 percent in Punjab territory. But few organizations fol-
low this law and therefore individuals with inabilities keep on 

being victimized in employing. 
In any case, most global associations and a couple of public as-
sociations have expanded work forces in which the correct abil-
ity securing and the board rehearses are followed. Ventures, for 
example, telecom, quick moving customer merchandise and to-
bacco, have critical unfamiliar partners that are advancing va-
riety. 

2.3 Cultural Diversity 

Most examinations in Pakistan have focused on study infor-
mation and inspected the idea of Workforce diversity and the 
component of culture. Evaluating structure and positioning 
coupled with sexual orientation type assume a critical part as 
for setting of social directions in advanced education area in 
specific and different areas when all is said in done in Pakistan. 
The part of common society was inspected, utilizing essential 
examination where a survey was set up to gauge sees as to so-
ciety associations. The investigation found that common society 
associations are likewise not very effective in advancing sex eq-
uity inside their own positions just as the in-work environment 
and the general public on the loose. The common society may 
partake successfully in instilling the way of life of variety at dif-
ferent levels, for model in advancing variety culture at work 
place. It was discovered, utilizing Enthusiastic remainder staff 
overview including a board concentrate on the subject featuring 
issues related with the executives of expat representatives 
working in Pakistan just as unfamiliar manager in Pakistan, that 
western work environment don't confront central dread and of-
fers fairness with no separation on grounds of root/ethnicity or 
class or age or sex.  
  However, here in Pakistani associations, workers not just 
transparently reprimand the approaches yet additionally they 
need to confront separation based on class, age, sex and medie-
val relations. In light of investigation of review of 200 represent-
atives, presumed that the degree of inspiration among Pakistani 
and American lady shows no major contrast. Through observa-
tional assessment of various ethnic gatherings functioning as 
business troughs generally in private area, it was discovered 
that huge difference exists regarding society direction among 
the executive’s delegates from various identities of huge scope 
private organizations of Pakistan. It has been dissected that pri-
vate area associations have suitable working climate for taking 
care of variety among their work power for proficient convey-
ance of products and ventures. They utilized data gathered 
from an example of 200 private organizations. It is reasoned 
that HR practices can assist with accomplishing long haul seri-
ous advantage for the association just when they are adjusted 
with authentic, social and political contrasts of a nation. It was 
additionally discovered that, Pakistan culture is solid in vulner-
ability shirking when contrasted with India. For this perception 
they utilized information gathered through research on socie-
ties by Hofstede in the year 1980 and 1993. 

2.4 Comparison of Workforce Diversity In Public and 
Private Sector 

The studies and surveys have shown that due to diversity as 
different types of harassments and incidents happen so organi-
zations are making their environment free from these types of 
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atrocities. It has been found out that women are more discrimi-
nated than other employees more in private sector than in pub-
lic sector. This type of behaviour increases stress among staff 
while negatively effecting motivation and satisfaction of the 
employees. According to some researches it has been also satis-
fied that diversity, mainly regarding gender is less seen in top 
level management while more seen among low level manage-
ment or in non-managerial employees. 

2.5 RELIGION AND WORKFORCE DIVERSITY IN PAKISTAN 

It has been seen that religion contributes to a healthier and more 

effective workplace environment. Organizations who give free-

dom to employees to practice religion and implement their be-

liefs are found to be more profitable and successful. This rela-

tionship was ignored for many years but has now felt important 

and it is seen that this relationship is enhancing and advancing 

day by day. Pakistan is a free country welcoming all types of 

religions. The organizations which are settled here have a wide 

range of variety of workforce from different religious back-

grounds.  Most common of different religions in Pakistani or-

ganizations include Christianity, Islam, Hindu, Sikh etc. 

The ideas of variety and multiculturalism can be handily 

found in several sections of the Holy Quran and the Prophet's 

(S.A.W) convention (Sunnah). For model, the extremely funda-

mental idea of individuals variety can be seen in the Quran 5: 

4 in which it the section says that God could make mankind 

on the planet one single network, yet He graces the human 

with variety. This variety isn't without reason. Even however 

human sorts are made in variety, the idea of unity and frater-

nity are vital.  

Work force variety is an unavoidable wonder of the present 

workplace. Diversity the board is created because of this real-

ity. The discourse has been generally executed in numerous 

western nations and some different nations across the world, 

yet it doesn't sound noisily in the Muslim nations. This paper 

demonstrates that pluralism and multiculturalism esteems are 

emphatically advanced in Islamic lessons and they can be a 

critical beginning stage to create variety in the Islamic setting. 

Some possible difficulties concerning the conservative Islamic 

perspectives on variety may compel the cycles of diversity the 

board, however an essential answer for this issue isn't incon-

ceivable. 

2.6 RULES AND LAWS REGARDING WORKFORCE 

DIVERSITY 

Government has additionally taken a shot at work law change 
what's more, Work and Administration Conditions Act that 
discussion about equivalent compensation for work of equiva-
lent worth. Share has been fixed for ladies in the public area 
occupations (10%) and they can likewise contend on the excess 
90% seats. In 2010, a new law for insurance of ladies against 
provocation at the work environment was made. The law says 

that both public  
furthermore, private organizations should make arrangements 
and projects to give fair workplace to the female staff. The law 
likewise requires forcing fine, part of which will be given to the 
defrauded ladies, combined with the excusal of the individual 
submitting badgering. 
Apart from this, according to PAKISTAN PENAL CODE, SEC-
TION – 509, any person intending to invade a woman’s per-
sonal space, insult the modesty, utter any words or make noises 
or moreover, he even conducts or demands sexual favours can 
hence be IMPRISONED FOR UPTO 3 YEARS WITH FINE OF 
PKR 500,000, or BOTH. 

2.7 WOMEN WORK LIFE BALANCE 

Women working in offices and organizations with ton of work-
load have one common problem. Work and home life balance. 
The circumstance turns out to be more relaxed in male oriented 
workforce because Pakistan has a trend of not sending their 
women or girls out from home to work. They often take back 
from Islam in which women are told to be weaker and less pow-
erful than men. But it isn’t told that women cannot work. How-
ever, its true that Islam laid great emphasis on chastity protec-
tion of women. A women isn’t even allowed to travel without a 
mahram even to the Holy Kaba’ah, the house of Allah (SWT). 
There are numerous factors that cause difficulties for women 
maintaining this balance in this remarkable Pakistani socio-eco-
nomic and social climate. The approach is assisted with dis-
sected information about difficulties faced by women accom-
plishing work and life balance. They always get depressed if 
they have any family commitments or any due celebrations in 
the family, but on the other hand, the office work is also im-
portant. Even if they have to start their own business, the main 
problem faced by them is work-life balance. However, women 
having their own organization, they are their own bosses and 
can do whatever they want without any hesitation or workload 
stress by any other organization they are working for.  
This type of work related motivation motivates other working 
as well as dull women too who think of themselves nothing but 
unskilled human being. 

2.8 THE IMPACT OF WORKPLACE DIVERSITY TOWARDS 

EMPLOYEES 

Sections Due to impressively high increase in Globalization 
from small scale to large scale organizations and different cor-
porations, organizations and companies are now finding new, 
diverse and distinct ways and approaches to better serve the 
stakeholders and stockholders as well. In current times, diverse 
workforce has become a vital role in companies’ growth and 
profitability. For these types of advantages, organizations 
should be borderless in term of hiring and levels of understand-
ing between different people working in the same workplace.  

Diversity is mainly a contrast among a group of people or in a 

society. This can either be beneficial or a bad omen for organi-

zations. Diversity can be explained and interpreted as “Syner-

gistic”. It means that instead of workers being offensive to 
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each other, they should collaborate and understand each 

other, further benefiting and making their knowledge vast by 

others awareness, knowledge, skills, backgrounds, and other 

work experiences, if any. 

3 DISCUSSION   

After being concluded by the research and the live conducted 
survey, it has been inferred that diversity makes a difference, 
even if its gender, race, ethnicity cultural etc. It should not be 
forgotten that even after these existing diversities, a person or 
an organization should never follow ethnocentrism. Apart from 
this, Cultural Relativism, which is referred to as not inferring 
any culture as superior or inferior, should also not be taken into 
consideration. It is because people working in an organization 
not only belong to similar culture or race, but they are also be-
longing to different cities even and most of them face cultural 
shock. To prevent them feeling homesick or undergo depres-
sion and anxiety, and further leading to non-profitable output, 
these things should be taken into consideration. It can be inter-
preted that every organization should be geo-centric or even 
poly-centric. Believing yourself as superior is not only unethi-
cal, but also unyielding for an organization as even GOOGLE is 
facing difficulties in running their operations.  
Furthermore, organizations being diverse genderly should also 
provide the employees with programs relating to protection of 
opposite gender’s chastity; as this country is mostly male-dom-
inant from even houses to organizations and with the increas-
ing number of interfering with a woman’s respect, these types 
of training programs, with their legal consequences are now 
must to be conducted. 
Another important untouched and felt-unimportant issue of to-
day is the inequality between men and women. Not only this, 
but LGBT’s are not even given employment, so talking about 
their pay grades is an un reachable discussion. It has been wit-
nessed and seen in the survey and even other research papers 
and surveys across the internet that men payroll are always 
higher than those of women, even if they are working the same 
hours in a similar organization. It is not important that every 
women has her man back at home who is also supporting the 
family but it is possible that the women is the only bread-earn-
ing person of the house. Obviously is majority of the cases, if 
women are working, then they would be in dire need of money 
because in Pakistani society, not even the daughter of a beggar 
is allowed to work or beg. But in few cases, the maids who work 
are mothers and are full grown women.  
Another important thing is the inequality and injustice with the 
LGBT’s. They aren’t given any jobs nor are they provided with 
any fund from the government. Even no vacancies are available 
and eventually they are forced to become beggars to survive. 
Even if they are employed, which is one in a million chance, 
they are not paid even to the level women are paid. They are 
kept on minimal wages. 
However, diversity does mean combination of different races, 
gender, religion etc but it doesn’t mean to hurt someone based 
on their appearance or background. All types of mischiefs and 
misconducts by the people should come to a complete halt. Or-
ganizations should provide vacancies for these people to let 

them feed their families and raise their standards of living so 
that their next upcoming generations can yield from it. No or-
ganization or any person has the right to offend or discriminate 
them. It is the God who has created everyone and everything 
by HIS will. 

4 END SECTIONS 

4.1 CONCLUSION 

In a nutshell, following improvements can make organizations 
more profitable and make employees more result-orientated. 
Expanding the consideration and interests of the administra-
tion at the organization in the preparation programs identified 
with the labor force variety through choosing creators of racial 
awareness schooling programs with wide involvement with la-
bor force variety, furnishing such projects with adequate data 
on the qualities, customs and conventions of the Jordanian peo-
ple group, changing the substance of the preparation material 
of the racial awareness schooling programs considering the 
preparation needs of their representatives, clarifying the desti-
nations and prerequisites of the preparation program for learn-
ers, and following up the grumblings presented via students to 
the mentors on their coaching in racial awareness programs. 
The need to raise the degree of the occupation fulfillment 
among the workers of the organization by furnishing them with 
the occasion to partake in settling on the choices identified with 
their employment errands, considering the rule of equivalent 
open door in the advancement cycle, and dispersion of remu-
nerations and motivations genuinely as per the presentation of 
the people, rethinking the compensations paid in a way that is 
comparable with the living expenses and with the people's ca-
pabilities, capacities, and abilities, and improving the corre-
spondence framework inside the organization. Dealing with 
building up the hierarchical responsibility among the repre-
sentatives of the organization through giving an authoritative 
climate that takes into consideration development and innova-
tiveness which is portrayed by regard and gratefulness rela-
tions among the workers. Likewise, it suggests connecting the 
idea of the authoritative responsibility with very much planned 
principles and practices that are incorporated with the motiva-
tor framework with the rules of value, effectiveness and dy-
namic execution of work undertakings.  
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