Diversity Accounting
Introduction

This is an article about how diversity can enhance the output of the Accounts Dept. Whilst there will be reporting requirements and formats which everyone (?) will understand, the way the data is assimilated and the manner in which the facts are reported will have a bearing on the intended message. This article creates a framework that involves the personnel in an accounts dept, and indeed diverse personnel who are interested in the measurable outcomes and argues that Diversity is a key factor in the operational efficiencies of any department.

Diversity in Practice

Diversity includes Talent Management, but is not strictly limited to HR policies. True, a recruit to the organisation has to have a certain level of technical expertise or knowledge to perform the appointed task, and if we assume there is a reliable job specification then the recruitment process should fine the line of best fit with the persons know how and the organisational  requirements.

The goal of having a diverse workforce is to find ways of leveraging the tacit and explicit knowledge of the workforce to the benefit of the organisation and the individual.

This issue is not only about expanding the talent pool but also encompassing the understanding of the need to engage employees on an active basis and use all their abilities.

To encourage this dialogue of engagement, the organisation should review generally areas such as communication channels, staff levels, employee benefits, workplace flexibility, training and culture.

This may entail cross group/functional working and being open to non standard questioning. Clearly the practice of Diversity has to be encouraged from the leadership angle and an environment created where different perspectives are welcomed and not dismissed.

Creating this environment is the key, maintaining this openness is also time consuming as it involves consultation and dialogue at all levels. This means regular reviews and meetings, collecting data from interested parties, examining internal reporting infrastructures, identifying personnnel trends, all things that a well run business would be doing anyway.

Diversity in the accounting function means building a bridge to the rest of the organisation, in other words the more diverse the organisation is, the more diverse the communication flow and channel management needs to be 
Individual Decision making and Accounting
Managing diversity in the accounts office means getting to know the people who are producing the output. 

Generally speaking accounts personnel go about their work with reference to the required output and obtain information from various sources which can be open to misinterpretation. The overarching question in accounting is usually ‘ what do you need this information for’ this is not a defensive question, but rather an implicit assumption that reports or accounting data can be ‘dressed up’ to make more sense to the user. If the producer of the information has an institutional bias, then the information will be readily accepted and understood. In a changing environment, where there is pressure on non standard information, or indeed ‘real time’ information, the institutionalised ways may not give the relevant answer.

Accounting staff make decisions on data management and reporting not just based on technical know- how.

There are several influences at work, which influence how data is captured and reported

Political Intelligence

· Data captured with a bias dependant on required use or interpretation
Social Intelligence

· Data captured from group decision making rather than individuals
Environmental intelligence 

· Data captured within the firm that has been influenced by external ( market) forces)
 Emotional intelligence
· Data captured from people who have a vested or personal interest in the output which may influence their behaviour.

So, as there are diverse sources of information gathering, so there are diverse influences on the individual who is actually doing the accounting, this may involve such areas as

Stereotyping

Institutionalised thinking

Work/life balance

Career advancement

Happiness

Spirituality

Clearly then individuals have a cocktail of such influences, Diversity policies must recognise the landscape in which people operate and be receptive to ways of regarding the finance function. Some religions, for example take a different view on the charging of interest, or how profits are shared, so philosophically it is possible that there are some deep rooted biases at work which may come out of a diverse thinking workforce and may actually challenge current thinking.

Conclusion

Diversity is not new; we have always had different opinions. The Accounts department that embraces diversity will be more responsive and responsible to the needs of the organisation because it has taken the trouble to understand the roots of the data and has attempted to translate that into a language that the user will understand. Although numbers tend to be absolute, Diversity in the Accounts dept and having an organisational antenna which is receptive to the needs of the diversity in other departments will mean the accounting function becomes more empathic.

Diversity is also about Stakeholder Management and understanding the different Stakeholder groups and their requirements, in this respect Diversity is therefore to be encouraged, not ignored. 
