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Abstract: Managing workplace diversity has become a priceciipcern among organizations in the
United Arab Emirates (UAE) today. The UAE has of¢he world's largest net migration rates, and
the number of workers from India, the Philippinésjonesia, Australia, the USA, among other
countries, has increased significantly in recentades (Burns, 2005). The UAE's cross-border
mobility has resulted in the interaction of peopldith diverse language, customs and ethnic
backgrounds. Although diversity has been shownaeeha number of benefits, including enhanced
employee creativity and competence, this recognito often found more in theory than actual
practice. Diversity can also lead to miscommunaratidysfunctional adaptation behaviors and the
creation of barriers that reduce the benefits dityeican bring to the organization. Due to the ratu
of the UAE workplace, which is dominated by a fgreworkforce, this study critically analyzes the
benefits and challenges organizations face in therse workplaces of the United Arab Emirates.
The study used a multi-method approach combinimgesudata from 450 surveys of foreign workers
with qualitative data from interviews with nativéficials of organizations. It is an attempt to cang
the views of UAE workplace experience from two eliffnt groups—non-native workers and native
officials. The research found a generally favorablew toward workplace diversity from the
perspective of surveyed employees. However, wh&adasore detailed questions about company
policy, a significant segment of respondents exggeégeservations about their employer’s ability to
implement successful intercultural communicatiod diversity practices.
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1. Introduction

Intercultural communication has become a necessityost workplaces due to the
forces of globalization. There may be no otheraegvhere this necessity is more
clearly evident than in the Arabian Gulf, and mepecifically, the United Arab
Emirates. Elmaddsia (2011) argues that executivestree most exposed to the
international mobility of labor as a result of gllization. This is especially
evident in the UAE where an excessively large rafithe workforce is foreign.
“The needs of these executives are changing amdasingly focus on the nature
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of sought skills in an environment where understamaf international standards
and issues is a competitive advantage” (Elmad@§ial, p. 213). In the United
Arab Emirates, or UAE (total pop. appox. 8.2 m),ickhconsists of seven
different emirates, expatriates account for 90% itef population, including

residents from South Asia, China, the Philippingwiland, Iran, northern Africa,

and Western countries. The UAE's ethnic divergtg result of having one of the
world's highest net migration rates which may biitaited to several factors,
among them changes in economic and political systamd the differential

acknowledgment of human rights by countries adfossvorld (Sarkin, 2000).

In the UAE, migrants are concentrated in two magetars: construction and
domestic work (Faridi & El-Sayegh, 2006), althoughny work in other service
industries. A small minority of expatriates arethe professional fields such as
education and technology. The majority of peopleleyed in the construction
and service sectors are immigrants from countrige ISri Lanka, India,

Bangladesh, Pakistan, and the Philippines (HumghtRiWatch, 2006). At the end
of 2006, the number of immigrants working for ptev@rganizations in the Dubai
emirate accounted for 98% of its total private-seavorkforce (Faridi & El-

Sayegh, 2006). The unusual workplace ratio of preio native workers has
caused tensions, both from the native populatiamiemployment issues and
problems experienced by the foreign workforce agslt of less-than-optimal
working conditions in some situations. Regardldssocial, economic and political
concerns, the pace of hiring foreign workers hdsslmwed; in fact, due to ongoing
development in the UAE, the rate of hiring foreigorkers has actually increased.

The United Arab Emirates (UAE) are under increageebsure to appropriately
employ and manage people of diverse cultural acdhlrdbackgrounds (Walck,
1995). Thus, the skillful management of diversityttie workplace through various
means (Norman, 2010) has emerged as a new priorthe UAE. This results in

an increasing need for managers in UAE organizatitm understand and
implement the best communication and diversitytstias when working with a
highly diverse workforce. As might be expected, bhwoar, like many

organizations, companies in the UAE have, at besipnsistent policies and
methods regarding diversity and intercultural comroation.

The term "workplace diversity" can be defined ds"to-existence of staff from
diverse racial and cultural backgrounds in a paldicorganization" (Chan, 2011,
p. 1). Diversity is valued in organizations for ariety of reasons. Researchers
have identified diversity as an important elemensistaining equality of access
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and opportunity in the workplace. The support faua opportunity helps
institutions gain the most benefit from an increghi multicultural labor force
(Henderson, 2011). In this way initiatives suppurtidiversity are aimed at
ensuring that a given organization does not loseaste talent.

Given the nature of the UAE labor force, this reskastudy aims to investigate
whether or not intercultural communications andedsity strategies have evolved
in the UAE workplace to current standards belieteethe required for success, or
whether the strategies used to manage its divemkfavce remain assimilative
and relatively ineffectual to meet current and fatneeds and objectives in UAE
organizations. The workplace executives and officiaterviewed held a more
ambivalent view toward the general subject, raisibgth economic and
nationalistic questions about the role of workpldoeersity. It was also clear that
these same executives and officials emphasize @gsmf employee assimilation
to the dominant organizational culture through laage acquisition and workplace
training rather than a more pluralistic approacét twould transcend nationality
and find common ground based on values, attitualas,communication practices
related to education, profession, gender, agep#ret aspects of culture (Jameson,
2007).Because of the density of foreign workershim UAE workplace, it could
become a “hotspot” of investigative research reiggrthe needs of employees for
more effective intercultural communication, diversivisdom, and the impact that
cultural identity has on the work environment. Tladicle is an attempt to
highlight the current situation in the UAE and theed for future research in this
region and subject matter.

2. Literature Review

Changes that have taken place in the global markecent years have altered the
way people perceive organizations and interact iwithem. Globalization has
presented curious juxtapositions: for example, ratiah employee could work in
the Emirates for an American company and interaith \ Kenyan colleague
(Novinger, 2001). An "organization" does not menmggresent a workplace; rather,
organizations can be considered "mini-societies Hzve their own distinctive
patterns of culture and subculture" (Morgan, p.)1Z9rganizations consist of
employees who work, interact, and share each athde for a specific time
(Myron & Koester, 1998; Lauring, 2011). Today iregle "societies," employees
are increasingly not only required to get work dobet to know how to
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communicate across languages and cultures(Dixoro&gberty, 2010). Scholars
studying organizations have consequently turnedr tagention more closely
toward definitions and application of the conceptsculture and diversity, and
with them, a "cultural approach to organization owmication"( Shockley-
Zalabak, n.d., p.342).

Culture can be understood in various ways. Insamese, it is the product of many
years of continuous history and civilization of aople — essentially what has
grown from the minds and creativity of a group ebple that share a common
heritage (Wirtz, 2005). Culture has also been destras the schemes of facts
shared by a relatively large group of people (Hafst 1997). LeBaron emphasizes
that culture relates to manners, principles, val@esl characters that a group
accepts generally without thinking about them ahdt tare passed along by
communication and imitation from one generatiorthie next (LeBaron, 2003).
The concept of diversity is closely related to tbatulture. The term diversity is
used broadly to refer to many demographic variatetuding, but not limited to,
race, religion, color, gender, national origin, atligity, sexual orientation, age,
education, geographic origin, and skill characties§(National Park Service, n.d.,
para. 1).Workforce diversity refers to similaritiemnd differences among
employees in terms of these same variables (War&fDiversity, n.d.).

Cultural identity can be understood as the grovdegosit of knowledge, practice,
beliefs, values, attitudes, senses, hierarchidigia®, concepts of time, roles,
spatial relations, concepts of the creation, anderizd objects and property
obtained by a group of people in the course of ggimms (Hofstede, 1997).
Cultural differences can arise among individualerdime from various influences.
According to Varadaraja, these influences fall i@ categories: (a) influences
that act in the early stages of one's formation @) influences that arise later in
life as a result of education, reading, travel, @hd like (Varadaraja, 2000).
Culture works through symbols, heroes, rituals, deeply held values (Benedict,
1991). In terms of communication, Elaine stregpeshaps in part just for effect)
that culture is communication; communication igurd (Elaine, 2005).

With globalization comes the inevitability of dig#ly in the workplace. “But

diversity does not represent only advantages: ih @so cause serious
communication problems (Gillert, 2001), intercudtuconflict (Trompenaars &

Hampden-Turner, 2004) and impede the smooth flovbudiness” (Elmadssia,

2011, p. 201). Consequently, diversity is one &f ¢bntemporary challenges that
face organizations. The more diverse environmefitsnoarising in wake of
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globalization could certainly encourage new idead areative approaches to
problem solving, but they also introduce importahallenges (Van den Born &
Peltokorpi, 2010). Daily interactions between indials of different backgrounds
and cultures could, if not dealt with appropriategpark conflicts. Since, as
mentioned above, cultural understandings are ofipaque to their bearers,
potential culturally-based inefficiencies and catfcan present themselves like
icebergs. Acknowledging and understanding cultsreneans of forming improved
channels of communication can help employees makee nproductive and

adaptive choices within organizations. Culture ¢@nused, not as a mean to
emphasize differences, but rather point at sintiéeiLeBaron, 2003).

Knowing about organizational communication is otig first step in effective
communication within an organization. An individualst also learn variations in
communication that can occur, interpret communacatiifferences in productive
ways, and make effective choices about how to conirate across the numerous
organizational boundaries that exist within a besgncommunity (Pacanowsky&
O'Donnell-Truijillo,1983).

Keeping in mind LeBaron's (2003) warning that therao comprehensive way to
understand culture and its relations to commurooaéind conflict, there are tools
often used by anthropologists and communicationolsct for helping to
categorize cultural differences applicable to ddeeprganizations.. One familiar
tool deals with the concepts of high-context and-tmntext communication
(Wirtz, 2005). High-context and low-context comnuatiion refers to the level to
which speakers trust factors other than explicges to convey their messages.
Hall (1971) suggests that communication varies g to its degree of field
dependence, and that it can be classified intoggveral categories -- high-context
and low-context. "Field dependence refers to tlgresketo which things outside the
communication itself affect the meaning. Low- arighkhcontext communication
refers not only to individual communication stragsg but may be used to
understand cultural groups"” (Hall, 1971, para, @gnerally, Western cultures tend
to gravitate toward low-context starting points,ilelEastern and Southern cultures
tend to use high-context communication. Againséhare merely rubrics that
"give windows into how different groups of peopleke sense of their worlds.
They are neither a reliable guide to every membargarticular group nor are they
fixed in nature, since culture is constantly evalyand changing as people within
groups and the contexts around them change" (Hall, Para, 6).
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Likewise, employees in diverse workplaces are ofteadlenged to adapt their own
cultural bias (Novinger, 2011) and moral measurdmeio be tolerant of
differences. Within a given culture, values canimaén order and sustain a
society. However, sometimes the explanatory funatibsuch values, which once
served a purpose, might need to be drastically fieddas a result of increasing
knowledge or practical requirements. This dimensifien requires going beyond
understandings of national, racial, and religioosrigaries (Shaules, 2007).

Elmaddsia (2011) refers to a study conducted by @8%4) which describes four
methods of acculturation behaviors for employeesairfirm with a diverse
workforce: assimilation, separation, deculturatiand pluralism. The first,
assimilation, is a one-way process of adaptatioereslemployees adapt to the
culture of the company, and all other cultures avsorbed and then eliminated,
with the minority cultures meeting the needs of ttmminant culture. “This
adaptation of unilateral minority implies a kindafitural mutilation, as is the case
for minorities to move forward, must adopt certaialues of the company”
(Elmaddsia, 2011, p. 212). Separation is anothethade which limits the
exchanges between diverse groups and promotedigrang from a spatial,
cultural and technical perspective (Elmaddsia, 2@l1212). The third method is
deculturation where there is no preferred cultinsg has dominance over others.
Such an environment could be a result of a hiriakicp that diminishes cultural
differences and emphasizes grouping of like peofgether to reduce
misunderstandings. Finally, pluralism is a methduere cultural symbiosis is a
result of perceptions that each minority culturekesapositive contributions. The
environment would contain the democratic idealsifality where differences can
be expressed, and where an appreciation of diffendiures exists. According to
Cox, pluralism is the key to success for multinagilocorporations (Elmaddsia,
2011, p. 212).

Unfortunately, host organizations often adhereh® assimilation model, which
simply suggests that in order to succeed, foreigrkers need to display the ability
and willingness to adapt. This attitude would distin the need, from a
management perspective, to learn about the culissaks of foreign people in
their workplace. However, according to Wentling &ama-Rivas (2000), a desire
and interest in diverse cultures can help employe®terstand the wants and
customs of coworkers from cultures that differ fraimeir own, while not
compromising the objectives of an organizationfalct, some research shows that
cultural diversity not only does not compromise arganization, it actually
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promotes its general objectives because diversithagces the ability to
communicate with a diverse customer base and puBlibough such diverse
requirements have often been attached to the nefettee public in the United
States (Cascio, 1998), most countries today hageowingly diverse customer
base.

The attention being given by employers to issueswofkplace diversity, for
example, through the creation of diversity missitatements and the development
of systematic diversity plans, is well establist{@ddckson, 1992). Employers can
leverage diversity to create culturally-specifidesithat can improve relations
between employees.

Some scholarship regarding diversity and its retethip to cultural identity has
tried to move beyond just thinking of cultural idén in terms of nationality.
Jameson (2007) argues “A broad conception of alltiglentity should not
privilege nationality but instead should balancenponents related to vocation,
class, geography, philosophy, language, and thialsaspects of biology” (p. 1).
Cultural identity, states Jameson is “intertwingthvpower and privilege, affected
by close relationships, and negotiated through comcation” (Jameson, 2007, p.
1). A more complete definition of culture, thencading to Jameson (2007)
would be “the coherent, learned, shared view ofaup of people about life’s
concerns that ranks what is important, furnishéisudes about what things are
appropriate, and dictates behavior” (Varner & Bear®07, p. 17). This broader
conception of culture will facilitate interculturddusiness communication more
effectively, and allow managers and others to fowinmon ground based on
values, attitudes, and communication related t@&iiln, profession, gender, age,
and “other components of culture that transcenébmality” (Jameson, 2007, p.
17).

Because of the unigue nature of the UAE work emvitent and the density of
foreign workers in the labor pool, the UAE orgatimas would do well to
undertake an examination of the effectiveness @f ihtercultural communication
and diversity strategies. Most scholars agree ithairder to be most effective,
much attention needs to be given to the ways teaple from diverse groups are
able to communicate and interact in the workpl&mensequently, this study is an
attempt to analyze the problems and benefits fdgedrganizations across the
United Arab Emirates who are seeking to adjustntanamigrant and multicultural
workforce.
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The study examines the following research questions

* How effective is diversity management and commuiooan the UAE?

* What impact do diversity challenges have on advaecs and treatment
of foreign employees?

« Do foreign workers and native officials have costiray or similar
responses in their value and assessment of woekpligersity practices in
their organizations?

3. Research Methods and Methodology

The study used a multi-method approach that cordlgoealitative and quantitative
methods to produce a complimentary set of datardeys practices involving a
number of variables (Stenbecka, 2001; Spence, ld@m&Stapp,1973). Using
both quantitative and qualitative methods is beogmimore common and
desirable, according to Mateev (2002).

Quantitative and qualitative observations providéericultural researchers with
different ways of operationalizing and measuringeotietical constructs and
practical concepts. While quantitative methods gqaovide a high level of

measurement precision and statistical power, @@ methods can supply a
greater depth of information about the nature ahmmnication processes in a
particular research setting” (p. 1).

Assumpta and Sandin (2009) suggest that one conapproach to intercultural
communication studies is the indigenous approadehwtocuses on emics, or the
things that are unique to a particular cultureréss-cultural approach would focus
on etics, which has the goal of understanding ittndasities or differences across
cultures. This research is an initial, rudimentatiempt to gather information
regarding the cross-cultural issues found in theEWforkplace by comparing the
responses of foreign workers (those surveyed) téiciai/executives in
organizations who are native to the culture.

Over four hundred employees were surveyed to galarge amount of data
regarding workplace diversity and practices so tearesentative insights about
working conditions across the UAE could be gathe@ficials and executives of
UAE organizations were interviewed to gather intlemformation enabling a
comparison between official perceptions and theeggpces and perceptions of
employees. After all, organizational leaders, @ffic and executives are
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responsible for developing and promoting organireti culture and practices, so
their input is extremely valuable when considedingersity issues.

The quantitative component consisted of the usd58f surveys. Many survey
guestions provided space for open-ended writterporeses by participants.
Originally 550 surveys were distributed among a @anof immigrant workers
across two major emirates of the United Arab Eraganamely, Abu Dhabi and
Dubai. These two emirates are typified by the presef many immigrant workers
working in major sectors such as construction asrdeastic work.

All survey participants were between the ages o2 60 years, and consisted of
230 females and 220 males. National origins repritesl include the UAE, New
Zealand, Jordan, South Africa, Lebanon, AustraRalestine, Britain, India,
Pakistan, the Philippines, Egypt, Morocco, Bangthidesermany, Italy, Ireland,
Iraq, Syria, Iran and Gulf countries (Bahrain, Om&audi Arabia).Educational
levels varied from basic diploma to the the Ph.@rde. The sample represents
individuals working in places such as: courts, Mines of Labor, schools, private
health clinics, Al-Ain and Tawan hospitals, constion offices, the Transco
Company (Abu Dhabi Transmission &Dispatch CompaAypAin and Abu-Dhabi
Distribution companies, UAE University, Abu-Dhabiniversity, the Al-Ain
Educational Zone, and the Al-Ain and Abu-Dhabi nuijpelities.

The qualitative component focused on individualsfficial positions of power, all
UAE citizens. It consisted of the analysis of déatam interviews with 13
employees from the following organizations: the igliry of Labor, Al-Ain and
Abu Dhabi courts, the Ministry of Social Affairde Social Support Center, and
the Ministry of Foreign Affairs. These ministriase responsible for policy related
to immigrants and foreign residents in the UAE. Timerviewees consisted of 9
females and 4 males, between the ages of 31 ary@a@3. All participants hold
high school and B.A degrees. The individual intevws took 40 minutes to 1 hour
to complete. Participants preferred to remain anaus.

To enhance reliability, different-worded forms wearsed to measure the same
attribute without changing meaning. Test-retelsaldity was measured by having
the same respondents complete a survey at twadiffgoints in time to assess
response stability. Unrealistic surveys that showsehr contradictions and
inconsistencies (such as answers about media altich users denied familiarity)
were eliminated.
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Survey results are provided in graphical form (Maty, 2002) in the Survey
Results section, below.

4. Research Results
4.1. Survey Results

The respondents were asked to respond to the guegtresented as depicted in
the graphs by rating their agreement or disagrettoepecific questions.

4.1.1 Cultural knowledge and tolerance

It is interesting to note firsthand that, when akkehether employees were
personally interested in learning about other pesptultures, a relatively large
number, 52%, "strongly agreed," while an additiof2do "agreed" (See Figure 1).
Regardless of actual interest in learning abouerotultures, many respondents
found several practical reasons for gaining knogéedbout cultures that differed
from their own. For example, such knowledge canlike everyday dealings with
coworker's easier (Figure 2). In general, cultimldrance and acceptance, at least
as an idea, was favorably viewed among those sedvé@yigure 3). When asked
specifically about the efficacy of learning aboutaavorker's culture in as a means
of facilitating communications, respondents overwtiegly agreed (Figure 4).
When the respondents were asked whether or natsitiveaused disadvantages to
an organization, 44% disagreed (Figure 5). Lesgsrébly, there was a recognition
that the benefits of a diverse workface do come abst. There was a strong
sentiment that diversity does indeed present ahgdie to an organization with
over 70% either agreeing or strongly agreeing thnadrsity causes challenges to
their organization (Figure 10).
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Figure 1: Are you interested in learning about othe people’s culture?
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Figure 2: Do you agree that learning about your coarker’s culture and/or national
origin is significant for dealing well with that worker?
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Figure 3: Do you think that the acceptance of othepeople’s cultures provides the
capability to communicate better with people belonigng to these cultures?
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Figure 4: Do you agree that cultural diversity maypossibly act like a good vehicle for
the exchange of ideas?
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Figure 5. Are there disadvantages with regard to th presence of cultural differences
in your organization? Are there merits with regard to the presence of cultural
differences in an organization?
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Figure 10: Do you think that cultural differencesmay possibly create challenges that
take place inside the organization?
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4.1.2 Language and Communication Issues

Diversity in language is considered part and paotetultural difference. When
asked if there was a common language used to cornaterwith diverse groups,
there was strong indication that a language bawes not a concern to survey
respondents, as only 11% disagreed and 4% strodighgreed with that a
common language was used to communicate with divaieers. Nevertheless, this
means that 15% of respondents did not believe armmanguage was being used
to facilitate communication between workers. Resjgons who worked in
hospitals and in the Transco company sector saigliked English frequently as a
common language. Arabic also served this purposgii@ 6). In contrast to the
responses to the question regarding the use ofnmanoa language where the
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majority of respondents agreed that a common lagguweas used, a significa
number of respondents reported that it was not ¢agly to communicate wi
coworkers; 28% either disagreed or strongly dissgin@ehen asked about the e
of commuicating between cultural groups (Figure 7). Mofkthe responden
saw value in having a diverse workforce when it eam customer relationshig
Over 85% of respondents agreed that employees diittrse backgrounds a
better able to communicate tustomers from diverse backgrounds (Figure
When asked whether or not written communicatiorns arfavorable way t
communicate with people from diverse backgrounsret was a strong split wi
almost an equal amount of respondents agreeingisagreing, which migh
suggest that written communications have had vargdnresults among differe
companies and groups (Figure 1

Figure 6. Isthere a common language that you use frequently ttommunicate with
diverse workmates within the organizatior?
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Figure 7: Is it easy to communicate with people wdhwork inside the organization that
hail from different cultural backgrounds?
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Figure 8: Do you agree that employees who hail frora diverse background are bette!
able to communicate with the publi?
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Figure 11: Do you think that written communicationsare more comfortable for
contacting colleagues within a multicultural enviraament?
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4.1.3 Diversity Policies and Practices

When asked whether their organization should devekw rules to accommodate
cultural differences, the results were mixed, vaitsignificant portion agreeing, and
a significant portion disagreeing, although theraswmore agreement than
disagreement with agreement over 65%. (Figure W2)en asked if there should
be targeted recruitment of diverse workers into Wakplace, the majority of
respondents agreed, but there was a significanbnityndisagreement. When
asked if they were treated with fairness and rdsp#tin their organizations, a
strong majority agreed they were treated well, withost 90% being in agreement
with the statement (Figure 15). Correspondingly,renthan 90% agreed that
employees should be treated with respect regardiessationality (Figure 16).
However, when asked if the organization was doingugh to create awareness
regarding diversity within and outside the orgati@g over 30% of respondents
disagreed. The large portion of disagreement igsalt made more significant
given the delicacy of the question for those witlulats about the consequences of
their participation (as a general rule, more specjtiestions brought about more
dissenting opinions) (Figure 17). For example, apinately 25% of respondents
did not believe their employers respected theiedivor norms outside of the
workplace (Figure 18). Another sensitive policyusshas to do with company
hiring practices and the recruitment and advancénpaiicies of a diverse
workforce. There was a relatively strong agreentbiat bias existed in their
company in favor of employees from “prestigiousiora” (The United States,
England, the EU) in company promotion. Employeesntioned this practice as a
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clear violation of their rights and expressed tledidh that it is crucial for each
employee to be respected regardless of her ordtisrality. For example, many
(40%) mentioned nationality as a factor affectihgit treatment. A solid majority
seemed to agree that their organizations gave #reopportunity to advance their
skills, yet a significant fraction (over 20%) remed that felt left out in this regard.
These results seem to validate Allen et al. (20049 found that employees who
hail from prestigious and wealthy nations such les WSA often assume high
positions within organizations as compared to tHose countries such as India
and Indonesia (Figure 20).

Figure 12: Do you think that employers should crea new rules that accommodate
cultural differences?
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Figure 15: Are you treated with fairness and respddn the organization?
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Figure 16: Do you concur with the fact that respects a right for any member of the
organization without relying on the nationality?
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Figure 17: Do you think that the management is doig enough to create awareness
regarding diversity within and outside the organizdion?
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Figure 18: Is your life and commitments outside thevorkplace respected by your
organization?
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Figure 20: Do you believe that your nationality maypossibly determine the manner in
which your employer (s) deals with you?
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4.2 Interview Results

The officials interviewed were asked open-endedstijoies that were similar in
content to the ones asked in the survey, such dmat\Wype of diversity is found in
your workplace?” “Has the workplace diversity inuyoorganization had positive
results?” “Do you think it is important for empl@® to know about each other’s
culture?” “What impact does diversity have on wdadge communications?”
“What are some of your main concerns about diveisitthe UAE workplace?”
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“Do you feel your organization offers support touyaliverse work population?”

“How are employees prepared to enter your workptagarding language, culture,
and workplace requirements?” “Does nationality phagole in how employees are
treated in your workplace?” “Do you feel your orgaion does enough to
promote diversity and understanding through intéwcal communications?”

Interviews with officials revealed data about thekeup and characteristics of
workers in the UAE, and also expressed cautioutu@és about the massive
increase of foreign-born workers that has accongghgrowth in recent decades.
They had a tendency to think in terms of the soaial political consequences of
such a large foreign workforce, something that was addressed by any of the
workers.

Several interviewees took note in particular of ldrge amounts of South Asian,
Southeast Asian, and Asian laborers working incatsy hotels, construction sites,
municipal services, markets, cooperative societies] in homes as domestics.
Pakistanis, Sri Lankans, Indians, Bangladeshis Figinos were mentioned.

One participant described the origins of migraiioterms of active recruitment as
follows: "The recruitment of foreign labor to theulin general is associated
closely with the process of development that begahe Gulf in the seventies, and
continued with the policies of sustainable develepmin various fields of
investment."(Interviewee #2)

One participant stated that: "Foreigners are heredveral reasons, including the
low level of working wages paid to them and emplenin options in Asia
compared with the Arab world." (Interviewee #5)

Active promotion of labor importation by sendinguotries was also mentioned:
"The introduction of Asian workers is faster andsien in various
professions”(Interviewee #9).

Agencies in Asian countries like India and Pakistaerate to send labor, whether
public or private. In addition, there are many laasd institutions in Asian
countries working on the comfort of citizens woriabroad, to protect their rights
in the countries where they work.

Interviewees like interviewee # 1 and interview #retognized the positive
contribution of foreign labor as a tool for devealgp the infrastructure of Gulf
countries like the UAE.
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For example, interviewee #1 stated, “Without theoteces of the foreign labor
market, the UAE would not have been able to moderass rapidly because the
local labor market was too small and ill-equippedhandle the amount of labor
needs.”

Another statement was, “While not ideal, the numiifeforeign workers has been
necessary to fill the needs of labor in recent giesort of a supply and demand
issue. Demand was much higher than local supphtéfviewee #7).

“Honestly, local workers are not willing to takda of the jobs that are given to
foreign workers. If not for them, the country wowskill be undeveloped.”

There was mostly a positive response regardingisieeof foreign workers in the
workplace in general.

One respondent stated, “In the workplace, the dorevorkers adapt well to the
expectations of the company, learning the standafdsehavior and language.
Many immigrants receive training in the Arabic laage or they are able to speak
English well enough to adapt” (Interviewee #9).

Another respondent said, “We work hard to prepaw hires to be able to adapt.
We have them taking language and communicationitrgiand training into our
work practices” (Interviewee #5).

“The system works well. The immigrant workers ngelds, and there are many
jobs to be filled here. They work hard, and these not much turnover”
(Interviewee #11).

“Most immigrant workers are very willing to work tthand long hours. Most learn
quickly what is needed on the job and how to geh@lwith each other and their
supervisors” (Interviewee #2).

“We have new employees go through the orientatimtess to understand the
organization’s norms and expectations. We offeraettaining for those who have
language needs. We also have mentors who help irew thecome oriented, like
long-term employees who spend extra time with e hires to help them adapt
and learn about our company” (Interview #8).

“Our workers have the same opportunities no mattesre they are from. We look
for competence and effort, not where is person soinoen.”

Yet negative aspects were also noted. There waseoothat the country's cultural
character and heritage would be damaged. Althodgh nhixing and cultural
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cooperation between skilled immigrant labor andveainhabitants was seen as
positive, there was also concern about the inflaesfctheir behaviors, customs,
and traditions. Some respondents were concernédttitbahigh ratio of certain
ethnic groups would lead to a breakdown in the dami language of the native
culture, namely Arabic.

One respondent put it in terms of demographic damie translating eventually
into cultural and linguistic dominance: "The degrge mixing and numerical
superiority of workers from India and Pakistan @rtgular could influence the
Arab language” (Interviewee #11).

Reference was made to a news item that reportadtiibaArab language was
ranked third in terms of daily trading in the UAfes English and Urdu.

Another interviewee stated bluntly that: "the doamioe of Asian labor leads to
cultural hegemony contrary to the culture and iyeraf UAE society. It has

serious consequences for raising children and ibgiltheir national and cultural
identity. Many psychologists, sociologists, andieation specialists warn about
the negative effects on young people and the sacidl demographic structure”
(Interviewee #10).

“Having such a large portion of foreign workergirge for the workplace, but there
are problems due to such a large population of maiive people with their
different customs, language, religion, and lifessyl(Interviewee #7).

Negative views regarding foreign-born labor weoatxpressed as a security and
economic concern. There was a nostalgia expressgdn the past women local
people, especially women, could walk late at nigifely. Participants stated that
the increase in foreign workers from different ouds had led to crime,
demonstrations, protests, and the increasing ¢asamtaining security. These had
hindered social stability and the development pfanghe UAE. Also mentioned
were economic consequences such as rising costsesiflence, increasing
unemployment among native Emiratis, and the dangagole of remittances
abroad. One patrticipant stated:

“Private companies show a clear preference fongiforeign workers over the

locals for a variety of reasons, such as the ghihtpay less, more control over the
workforce and so on. But this preference has catesexion because Emiratis who
are unemployed develop resentment toward the inamigworkers” (Interviewee

#6).
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Another respondent stated, “With all of these incamforeign workers, the
society is not as stable as in the past. Now, lldvaot want my mother or sister to
be out alone for fear of something happening tanthgnterviewee #2).

“I personally would like to see the hiring of a rhutarger percentage of native
workers. The young people here need jobs. It wbelgp balance the impact and
influence of so many foreign workers here. But Irid see this happening any
time soon because the need for labor is so higi tlzgre are not enough natives
who can either do the work or are willing to do therk. It has definitely changed
our society, though, to have such a large populaifdoreign workers among us.”

5. Discussions
The original questions regarding diversity in th&BEJworkforce were:
How effective is diversity management and commurooan the UAE?

What impact do diversity challenges have on advauere and treatment of foreign
employees?

Do foreign workers and native officials have costirag or similar responses in
their value and assessment of workplace divers#gtjces in their organizations?

The results from employee survey respondents poiatgenerally favorable view
toward workplace diversity and policies promotingA segment of respondents,
however, in the 15% to 20% range, expressed rei@mgaabout diversity when
asked more detailed questions about company pdiisythese were all related to
the efficacy of the workplace itself.

Officials interviewed, in contrast, generally heldnore cautious view toward the
subject, raising both economic and nationalistiesgions about the amount of
diversity found in UAE organizations, especially ihe private sector. While
officials appreciated the contributions to the waldkce made, many had concerns
about the social and political consequences ofrigasiich a high percentage of the
UAE'’s population coming from foreign countries.idtnot surprising that officials
expressed such concerns because the UAE has sustceedingly high ratio of
foreign workers to native workers in the workplatehile most discussions of
diversity in business and communications literatcwacentrate on management
and communication issues, discussions regardingrslty in the UAE include

16¢€



COMMUNICATIO

concerns about the political, economic and socigbact of so many foreign
workers migrating into the country.

Those surveyed were foreign workers who generallyewaccepting of new or
local cultures and believed it was very importanuimderstand their coworkers and
clients too. Most respondents agreed that cultiradrsity may possibly act as a
good vehicle for the exchange of ideas. They supgdhe idea that increasing the
communication between people of different cultuces serve as a basis for a
better exchange of ideas. Most respondents revednhe importance of learning
about local culture. Also, using a common langulgeommunicate with others
was seen as essential in any organization. Becgsenost common second
language used in the UAE is English, and many ieoent offices in the UAE
organizations required English skills for hiringpmkkers from diverse cultures were
not found to face this form of linguistic barriehen dealing with local people.
Again, however, considering that those surveyetl deheed to adapt to their
workplace in order to succeed, this positive vidwiderstanding the local culture
would be tilted due to the need to adapt to thiatesaulture. In other words, newly
hired foreign workers are acutely aware of the gsitg of adapting to the local
culture if they want to function in their jobs, espally considering that
assimilation is the model most used in UAE companigorrespondingly, the
interviews of executives showed little discussidnttee need to understand any
culture other than the dominant one in order te mew hires assimilate into the
workplace.

A majority of respondents agreed that sharing waor# working with teams from
different cultures can help to overcome culturaffedences through shared
experiences when working within a team. A senskiofiess and the rule of law is
characteristic of functioning environments, and trespondents agreed that they
understood the rules in their organization and viezated fairly. Respondents
agreed that cultural differences appear insidecanside the work, and that there is
a correlation between the work and public enviromimeThey also agreed that, if
they understand their customers' cultures, they d=al with them more easily
within their communities.

Considering the importance placed on understandlifigral factors in order to be
more successful in the workplace, a question shbeldaised as to how much
cross-cultural knowledge is emphasized within th&EUorganization. In other
words, although respondents placed a high valugadming an understanding of
different cultures and their effects, it remainglear how this understanding is
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acquired. It does not seem to be coming from tngirexperiences or anything
more than observation and experience, albeit tkpemence seemed to be more
concentrated when people worked in teams.

Significantly, a high percentage of survey respoisieover 30%, believed their
companies were not doing enough to promote theevafudiversity within their
environments. This result was made more signifigimen the delicacy of the
question for those with doubts about the conseqgen€ their participation (as a
general rule, more specific questions brought algissenting opinions more
clearly). Approximately 65% either agreed or stignagreed with the idea that
more workplace rules or policies need to be crettetcommodate diverse needs.
A comparable breakdown existed when employees awareyed regarding actual
policies related to the balance of life inside andside of work. In other words, a
significant number of survey respondents did ndiebe their customs, values,
norms and so forth were considered or respectetthdiy employers either within
or outside of the workplace. This lack of consitiera would most likely be
recognized as an indifferent attitude about thelrieeain such an understanding.

The officials interviewed agreed that training vaegded for new hires in order for
them to be able to communicate well in the workpla€or example, new hires
might be required to take Arabic language clas&dditionally, recruitment efforts
were geared toward hiring employees who could neagly assimilate because
they knew English, a common language used in baikate and public
organizations in the UAE. The emphasis from a mgangent perspective
regarding language and communication was on pnogidihe language of
assimilation, i.e. using the language chosen byadttganization. Cultural issues
were not really considered other than languageesssAs reported by Jameson
(2007), adopting an official company language “doetinstantly create a shared
language culture or solve all communication proldedameson, 2007, p. 17), yet
the primary emphasis in helping new hires adaptavalanguage acquisition.

The management of diversity in the UAE is assinv@tin nature because it
requires employees to adapt to the dominant cyltuinde ignoring other cultural

variations and factors in developing management athebncement strategies.
There is no real concern about intercultural comoations beyond having
workers learn to understand the dominant langua@her nuances of
communication such as low and high-context conatitars, the ability to

communicate most effectively via intercultural urelending of norms, values, etc.
is not a priority. Considering the exceedingly higimbers of foreign workers in
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the work environments, this assimilative approacty reeem the most practical
rather than trying to accommodate such a variegutitiral issues. However, what
may be the path-of- least- resistance is alsoiliguitn tapping the potential that
comes with a diverse workforce. Additionally, catesing that assimilation is the
most common approach used in UAE organizationséw hires, the ability to
transcend beyond national culture to find commobougd, as promoted by
Jameson (2007), is not even a consideration atpbist in the evolution of
management strategies in this region. To be fdirjsi unlikely that most
organizations facing rising diversity challengeséavolved to pluralistic or such
cultural transcendental standards set by schalats & Jameson.

This study is intended to assist in contributinghe effectiveness of intercultural
communication and diversity in the work environnseint United Arab Emirates by
investigating the current situation. Based on tssthe question arises: what can
employers do leverage the potential benefits oémdity while keeping its negative
impact to a minimum? It is recommended that futtesearch be conducted to
delve further into the nature and consequencesvefgity in employment in the
UAE. Most private-sector employers insist that, &ovariety of reasons, using
high numbers of foreign workers is more profitatblen hiring local candidates for
jobs. However, if current management and commuioicadtrategies are not the
most effectual, are the short-term gains worth ltmg-term costs of lost talent,
dysfunctional adaptation behaviors and problemetimmunications? Because of
the density of foreign workers and the attendingssfcultural issues that are
inherent, the UAE could become a “hotspot” for fetuesearch and investigation
into the effects of certain types of managemerdtetiies related to intercultural
communication and diversity issues.
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