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Abstract: Change is a challenge facing managers nawd in the future. Manager’s decisions in organizans can affect

people’s lives. Culture diversity is a reality il @rganizations. Un- cultural groups are no longehe norm in workplaces. A
“world culture” is now evolving. Traditional hierachical structures, activities, etc in organizationare being questioned by
stakeholders. Leaders and change agents’ taskstarenaintain stability and at the same time provideeative adaptation to

changes in technology, culture, etc of organizat®rThe results, amongst others, revealed the cdtand change aspects in
organizations of the current position, 2010, and athwould be required in 2020. It can be concluddtht culture plays an

important role globally to manage organizations. it dependent on how change and organization depaient is approached
and managed.

Key Words: Culture, Challenge, Management, Strategji Change

I INTRODUCTION

Fundamental changes are taking place in organimtiy demand. The global pressure on organizatmsty competitive
initiates this demand. On the one hand suppliees d@manding quality and cost effective products andthe other hand
competitors are demanding level playing fields asra@ultures, globally.1 Organizational culture, tetadl changes and
organizational development across internationahbaties have obliged a rethink of the shape andhébere of organizations.
The multiple stakeholders are questioning the ti@thl hierarchical structures and demarcationsadivities, functions,
responsibilities, authority and effectiveness djamizations. To accommodate these multiple stakiehsil needs and interests,
changes are then implemented.

Human nature such as culture, habits, traditionfeardes of reference are factors to bear in mirfdrbeany organization can
implement any change and also with organizatiomaletbpment. Change in an organizational sense ssciated with the
restructures of organizations, needing to resporghéinges in their environments, missions, strage@iulture and technology. 5
Cultural diversity in workplaces in India is a rigal Care should be taken to design non-threatepargjcipative implementation
process in a gradual manner. These include chanlgéngulture of an organization. According to maragvho were educated in
the Western tradition will implement Western hunmesource practices in cultures, which have a diffeconcept of people and
a different regard for people in organizations.dtltes further that incompatibilities will be maasifed in lack of motivation and
separation, which will lead to low productivity atadbor strife.

There is a growing interest in the relationshipwssn indigenous and foreign cultures in the practind development of
management and organizational change in the tramaiteconomies of the former Soviet block, Indiad &China so-called
developing countries. 4 In this article, the diffiet practices in some of these countries will ferred to what organizations
should do in this regard to be sensitive to changganizational development and culture diversitgt ds effects. The theoretical
background to this study is first discussed inrtbgt section.

Il THEORETICAL BACKGROUND

The difference between successful organizationgtargk who fail is their ability to adapt and resgdo the pace of change.
HR managers are increasingly taking on the rolehaihge agent. The introduction of changed or nesinkss and HR strategies
requires careful implementation and the change taglewuld be very sensitive for cultural diversityhe importance of cultural
diversity should not be minimized, since an orgatiin’s culture, as a system of shared values ai@fb, leads people,
decision-making process and procedures and cosysiéms to interact so as to produce behaviorahsio€Culture as well as
cultural diversity has an impact on every aspectifef from the way people behave toward one arnotbetheir natural
environment. Cultural diversity in an organizatishould be recognized and in modern organizationsaitnot be over-
emphasized.

Pagel of 5
2014, RHIMRJ, All Rights Reserved ISSN: 2349-7637 (Online)



\e % RESEARCH HUB - International Multidisciplinary Research Journal

Volume-1, Issue-2, September 2014
20 i

The world in which organizations exist, and will bperating in future, is continuously in changerétationships among
nations, institutions, business partners and orgdions change in the makeup of the “haves” and‘'tage not’'s”; change in
dominant values and norms governing societies; gdamthe character and culture of business orthvgmbducing organizations;
change in how work is done and change in priotiflée core dilemma for leaders and managers istbanaintain stability and
at the same time provide creative adaptation tsidetforces, change assumptions, technology, wgrkiethods, roles,
relationships and the culture of the organizatiboday, these changes are still taking place anck taee still more changes to
come in the future.

The importance of cross-cultural management isrdshing and he suggests that the world is movimgtds a single global
management culture that is basically Western. #nfike-culture study it provided the necessaryuralt diversity needed to be
able to put them into two groups. 10 The firstis two Western cultures of France and the UK aadsétond group is the Indian,
Arab, and African cultures. The first group shaeeesal commonalities such as autonomy, ambitiousiadividual financial
security, achievement and individual initiative. tlre second group’s Arab countries, the Islamigi@h’s philosophical and
spiritual beliefs and traditions shape managemaiutes.

An even stronger opinion is from in support of hmmesources and the importance of its contributiowards the
profitability of the organizations in India. Thesre two forms of change: Planned change — wheragehaesults from a
deliberate decision to alter the organization amglanned change — where alterations may occuresuit of imposed conditions.
Change is often resisted because it is perceivézhdig to loss.

M. PROBLEM STATEMENT

In a future India, the anticipated changes in thgifess environment are of great concern for masagal business owners.
The role of human resource departments in orgaaimdtdevelopment and the management of culturahgbs, to stay globally
competitive, are the reasons for undertaking #sgarch. Some solutions are identified and presémthis article.

V. OBJECTIVES OF THE RESEARCH

To identify possible answers and solutions to theire changes in businesses is the main objecfithi® research. For
Indian businesses, managers and human resourcetfignars it is vital to know about all these ftduchanges to keep and
remain globally competitive. Strategic planningti® other area in which they must excel to be dep shead of their
competitors.

V. METHODOLOGY

Use of secondary data from old research paperfgdrdjeoks, magazine, seminar notes and websitagsalts/prediction are
mentioned in this paper.

VI. RESULTS

Results were recorded to reflect quality of secondita. Note must be taken that due to the extenrgisearch that was
done, not all the results could be discussed mdHicle and only the aforementioned possibilifes given. The responses were
compared in terms of the 2010 result and the egeanportance in 2020.

VII. ANALYSIS

For the purpose of this article, The importancethi$ information is that most large companies ididgnhave a human
resource department. More than two thirds of tlspeadents in this study are therefore human resquractitioners that make
their responses very valuable and useable to pribdiic future role in any changes in organizations

The changes anticipated by the respondents for 282fpposed to the current situation in 2010, fisged in this article.
The results reflect the responsibility for humasources to be shared by the human resources forantid line management with
regard to specific responsibility for strategy, tavd change and organizational development in ajarozation. Strategic
management has now developed to such an extenttghatimary value is to help the organization @persuccessfully in a
dynamic environment. 7 Therefore, the results aéftect the respondents’ views on who is mainlypoessible for business
strategies in the organization. Communication,ostlind integrity, and external relations are tieoimportant areas the results
reflect below. Figure 1:
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Figure 1: The responses of the respondents shaivngnticipated changes from 2010 to 2020 for tfferdnt categories
a. HUMAN RESOURCE STRATEGIES M UST BE CONSISTENT WITH BUSINESSSTRATEGIES

An organization should have a strategy that casutedivided into sub-strategies for the differeapdrtments or functions
such as production, finance and human resourceda®y, management tend to neglect human reso@sessub strategy. 6 It
should be included in all strategic planning. Thisra shift towards this view in India by managemetently, to integrate all
resources and forces into appropriate strategy.idDbly synergy is obtained when resources have hmmmbined and
coordinated effectively to add extra benefit antli@do the organization.

b. CULTURAL CHANGE, CHANGE MANAGEMENT AND ORGANIZATIONAL DEVELOPMENT

It is also important to point out that the said rodes had an immeasurable influence and effect glogers and employees.
Organizational changes had to take place. Reemjyjige/as done in most organizations to implemeset ¢hanges in labor
legislation, which lead, amongst others, to cultah@anges.

C. EXTERNAL RELATIONS

With regard to external relations, that is the\adi promoting of positive relations between anamigation and external
constituencies (for example customers, trade unisr®munities, educational institutions and soTmade unions are very active
in India and normally have a very militant and agggive approach when negotiating for any changegl&tes the responsibility
directly on the doorstep of the HR and line mansgeridentify and treat the causes of employeeatisfaction. 11 Another very
important external relationship is with supplie@sie of the roles of the manager is to ensure ablelisupply of input resources.
Changes in the nature, numbers, types of any srg@isult in forces that produce opportunities gimdats to which the manager
must respond if the organization is to prosperofganization’s success depends on its responsestoroers.

The authors’ view on this is that the manager rbesable and capable to identify the organizatiomén customers and to
produce the goods and services they want, to aehibe organizational goals. One of the most thnéage forces that
management must deal with is rivalry between conget It can result in price competition and fadjiprices that reduce access
to resources and lower profits. This may resuliomwnsizing. It is therefore deduced that the exterelations will have a higher
influence on change and the culture of an orgaioizan the future.

d. ETHICS & INTEGRETY

Another major influence in the culture of the besis and organizational development is ethics aediiity. Ethics are moral
principles or beliefs about what is right or wrorithese beliefs guide individuals in their dealinvgth other individuals and
stakeholders and provide a basis for deciding verebehavior is right and proper. It also helps pedp determine moral
responses to situations. Ethics guide managetin decisions about what to do in various situgtiand to respond in the best
interests of the stakeholders. It can be descrisetd ensure that the organization adheres todtégidards of ethics and integrity
in all human resources related matters with alktituencies throughout cultural and organizatiatenges.
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e. EFFECTIVE COMMUNICATION & TECHNOLOGY

Effective communication and technology in an orgation was one of the most discussed issues pr&Eyidn this research
it is clear from the respondents that effective samication and technology will ensure that emplsyaaderstand the future
business directions, the vision, the goals andabbfes, the future challenges and strategic plapaind the influence that well
informed employees’ positive attitudes can havéuasiness issues.

Two phases of communication i.e. the transmissimasp (information is shared between two or morévitdals) and the
feedback phase, where a common understanding isealssThey also warn against ineffective commuiscabecause the
organization’s performance will suffer and any ceipre advantage is most likely to be lost. It @dso lead to serious accidents
or loss of a life. They conclude by saying thakefive communication is so important that manageust ensure that their
subordinates are effective communicators and thenaorganization is most likely to perform highlydagain competitive
advantage.

f.  THE IMPORTANCE OF M ANAGEMENT 'S ROLE

Change occurs because new realities in the orgamzeeplace old ones. Successful change requinégering the status
quo, a movement to a new state or structure arfceeging the new change to make it permanent. Tmnutment of top
management for and during changing is crucial. @&k has to be managed because employees carveeéresi a threat to their
self-interest on the one hand and on the otheariit lie beneficial such as a salary increase. Masager central figures in
organizational change. As change agents they haveaztive role in anticipating and shaping theiemment for change. In the
research done, the respondents supported this tampaiole of managers as change agents in impléngehuman resource
programmes for cultural changes, organizationahgka and organizational development. Managememthaile to provide
support, competency development, reinforcing theirdd behaviors’ and providing emotional securityhelp the employees
cope with the changes.

VIII. CONCLUSION AND | MPLECATIONS

It is concluded that the results support the faat tultural change, managers’ role in changeatesiic planning and change
in organizations is of great concern to managemdahagement and their roles will undoubtedly chaings 2010 to 2020 and
the manager of 2020 will have to be able to copth il these changes. It is not just the role asgponsibilities of human
resources managers that will change in the fututelso the traditional roles of managers.

e They will have to be the change agents and leadéls implementing all the programmes and practifmsthese
changes.

» With the political changes that have taken placidia recently, managers will have to be sensitiveommunicating
and negotiating changes with trade unions to alatidr unrest and demoralized union members.

 They will have to keep these trade unions and tleostakeholders informed and ensure to promate thxternal
relationships to have a positive workforce.

e There is a drive for achieving a win-win ideal wiahsurge in coaching, mentoring, leadership devetoy as well as
personal development, which can include organimatidevelopment.

» Culture, change and organizational developmentl#evguiding, direction, influencing and then initieg of the action.
11

* The leader/manager/change agent must have vistbjudgment to have these changes smoothly implesdent

» India has a diverse workforce coming from, not oolerseas countries or from neighboring countrighsas China,
Pakistan, Sri Lanka & others but the local empleyae from different tribes and clans.

» Indian organizations employ thousands of theseeri from neighboring states.

« With the more than 22 official languages in thertoy it becomes a very difficult task for any mgaato accommodate
all cultures.

e The 2020 manager, therefore, will have to be winasitive to each and every culture.

* The challenges posed by diversity and change dermandhn resource managers intervene proactivelyebggnizing
the nature of these two forces and implementingideessary strategies to channel them in a positieetion.

Leadership is the key to create and sustain a ssitdeorganization in the twenty first century, 8h&w employee that will
have to know more about both leadership and managethan did their previous decade’s counterparsdership for a
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successful business by saying that the congruesteeebn culture, strategy and managerial style pomant because it facilitates
organizational efficiency.

In summary it can be said that poor leadershigdea failed businesses, job losses, customeréiranttial interests that are
hurt and careers derailed. In particular, cultdraérsity must be recognized as an important fofmiversity.
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