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Abstract
In this era, society is continuing to develop into a new and borderless world characterized by quick communication and widespread, and convenient travel. Therefore, this leads to greater diversity among people all over the world. This research aims to establish guidelines for managing diversity to encourage unity within industrial business organizations in Thailand. Moreover, the qualitative study section was conducted through in-depth interviews with nine qualified experts, while the quantitative study section involved interviews with 500 entrepreneur executives from Thailand’s industrial business organizations. Furthermore, the research results found that the important components for managing diversity to promote unity arranged by the level of importance are as follows: 1) Diversity Insight, 2) Collaboration, 3) Organizational Support, and 4) Communication, respectively. The hypothesis testing section indicated that the two business groups, overall, found significant differences at the level of 0.05. In addition, the analysis of the developed structural equation model met the evaluation criteria and was consistent with the empirical data. The model showed a chi-square probability level (CMIN–p) of 0.193, a relative chi-square (CMIN/DF) of 1.068, a goodness-of-fit index (GFI) of 0.952, and a root mean square error of approximation (RMSEA) of 0.012. These demonstrated a good fit with the empirical data, as indicated by suitable CMIN–p, CMIN/DF, GFI, and RMSEA values.
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[bookmark: Introduction]Introduction 
Modern society has emerged as a result of an increasingly borderless world. With rapid communication and widespread fast travel, societal diversity has expanded, encompassing similarities and differences in various aspects such as gender, age, race, language, culture, education, beliefs, abilities, experiences, and economic and social status. In addition, the socioeconomic landscape has shifted from an era of physical capital to one driven by intellectual capital. Previously, manpower was the primary factor of production, but it has gradually diminished in importance, giving way to competition based on the knowledge and expertise of organizational personnel. This transition has intensified economic competition in the modern era, where intellectual capital is different in background, gender, goals, and thought processes.

Executives must manage diversity effectively to enhance the organization's capabilities by implementing a diverse management approach. When managed appropriately, diversity can drive productivity and add value to the organization (Barak, 2022). However, if executives fail to recognize and understand diversity within the organization, it can become a challenge. Moreover, if executives acknowledge the significance of a diverse workforce and its impact on organizational success, and if they manage diversity effectively, employees will showcase their abilities, contribute meaningful work, and collaborate seamlessly within the organization.

Furthermore, diversity can serve as a strength or an adaptive advantage, driving the organization's growth and success. Therefore, executives should develop an understanding of workforce diversity to effectively integrate it into human resource management (Chin & Trimble, 2023). Managing diversity for unity within a business organization is a key strategy for creating a competitive advantage in its operations.

Literature Review and Theoretical 

Diversity Insight
[bookmark: _Hlk187867376]Diversity and the inclusion of all workers are crucial to driving the organization forward. Using the diversity of beliefs, ideas, and business perspectives from all employees has become essential for organizations aiming to create a competitive advantage in the "next normal." The fight for social justice has guided the direction of diversity management in organizations. Executives must develop organizations composed of diverse workers, prioritize rights and equality, and treat all employees without discrimination (Meister, 2021). The movement for equality, along with the emphasis on respecting differences and diversity in the workplace, is something that executives in the next normal era must act on concretely. Organizations should organize training activities to encourage understanding and provide practices that encourage respect for diversity. In addition, valuing the diversity of employees helps increase organizational commitment, improve performance, and retain staff. It demonstrates that the organization respects its employees, builds a positive reputation, and attracts talented individuals, ultimately increasing opportunities for them to join the organization (Schooley, 2020).

Organization Support
Organizational support refers to the thoughts, beliefs, or feelings of employees that arise from their work experiences, where the organization values and recognizes the worth of their contributions. It includes policies that support employees' work and a readiness to assist them in various ways when needed. For employees to believe they are supported by the organization, it must demonstrate value and recognition of their work, promote their well-being, and provide opportunities for effective performance (Kulerttrakul, Silpacharu, and Wattanakomol, 2024). Employees perceive support from the organization through policies and interactions in various aspects, such as salary, compensation, benefits, work-life balance, career growth opportunities, self-development, and job security (Girum, Wattanakomol, and Silpacharu, 2022).

Collaboration 
Managing personnel diversity requires collaboration in the workplace. In diversity management, we cannot work alone; we must coordinate with others, which is at the core of the process. Collaboration involves mobilizing personnel, helping clear communication, and building trust to take action with shared goals and responsibilities (Ferraro, Hemsley, and Sands, 2023). In addition, in large organizations, as the number of personnel increases, challenges may arise when working together. Collaboration in the workplace is a participatory process where groups of people and organizations work together to achieve the organization's goals effectively (Jankelova, Joniakova, and Misun, 2021).
  		
Communication
[bookmark: _Hlk187867435]Clear communication from executives to personnel is a crucial factor in building relationships within the organization and ensuring that personnel understand and act appropriately. On the other hand, unclear communication can damage the relationship between executives and personnel, creating a barrier between them. Open communication also encourages an environment where potential problems can be discussed, and solutions can be found collaboratively before they escalate (Jonsen et al., 2021). Furthermore, effective communication within the organization promotes better cooperation across various activities.

Trust
Trust is the belief between two parties, established through honest and sincere communication, and confidence in the abilities of the trusted individual. Trust consists of three components: potential trust, communication trust, and commitment trust (Roski et al., 2021). In organizations with high levels of trust, personnel are more likely to have confidence in and trust others, particularly in management, believing that their actions will align with their words. In addition, there is a belief that organizations or individuals involved in the organization's activities conduct business based on ethics and fairness. Organizations with high trust also make employees feel that their rights are respected and that decisions are made fairly, through organizational support, including listening to and considering decisions in an equitable manner (Dirks and Jong, 2022).

Change Management
Change is inevitable in every organization. Organizational management faces changes from both external and internal environments, which affect the authority of leaders and subordinates, the responsibilities of executives and personnel, and organizational communication (Ajayi and Mmutle, 2021). For change to be successful, it involves the following elements:
1) The need for change arises from the dissatisfaction of the organization and its members with the current conditions, such as unsatisfactory organizational performance. 
2)  Ideas for change that align with the need for change. 
3)  Acceptance of change by both executives and personnel must be consistent and aligned. 4) Implementation of change: The organization must introduce new ideas, methods, tools, equipment, and work behaviors to its personnel to put the change into practice. 
5) Resource allocation, including time and administrative resources such as materials, equipment, and the budget for operations. 
Successfully implementing change is a challenge for organizational leaders. The key to change is the ability of leaders to motivate members of the organization to accept the change for the success of the organization (Huang, Ito, and Nemoto, 2023).

[bookmark: _Hlk187867463]Research Hypothesis
	
The research on guidelines for diversity management for unity in industrial organizations includes the following hypotheses:
	
H1: The Diversity Insight component has a direct influence on the Organization Support component.

Human resource management planning in the organization should integrate cooperation between workers of diverse genders, ages, and educational levels smoothly. This will create synergy to increase productivity and overall organizational performance by using data on gender, age, and educational levels of personnel for planning their work within the organization (Croitoru et al., 2022).
	
H2: The Diversity Insight component has a direct influence on the Communication component.
					
In a highly competitive industry, successful organizations must be flexible and capable of quickly adapting to and responding to the business environment. Rapid internal communication is essential for creating a corporate culture that enables employees to swiftly adapt and respond to changes in the business environment (Lee, Queenie Li, and Sunny Tsai, 2021).

H3: The Diversity Insight component has a direct influence on the Collaboration component.
					
Organizations with policies regarding the rights and equality of LGBTIQ personnel, even though they claim to treat all employees equally, emphasize creating an understanding of diversity, including respecting and honoring each person’s identity. This is because all humans are diverse, and no one should be discriminated against because of their differences. Therefore, it can be said that organizations without such policies may focus on treating everyone the same, whereas organizations with policies treat everyone with an understanding of diversity. Consequently, it can be analyzed that organizations whose personnel are aware of and understand diversity are more likely to implement such policies (Gaio et al., 2024).
	  
H4: The Organization Support component has a direct influence on the Communication component.
		      
Organizational executives should focus on cultivating a culture of diversity, emphasizing openness in accepting differences, listening to the opinions of all personnel equally, and respecting and honoring everyone. Executives must also accept that not all personnel will accept gender diversity. However, if everyone respects and honors each other, it can create a positive working atmosphere (Dibobo, Ngonyama-Ndou, and Mincwabe, 2022).
	
H5: The Communication component has a direct influence on the Collaboration component.
			
Promoting a positive work atmosphere creates good relationships among personnel. Employees become more engaged in their work, and effective selection processes within the organization help reduce unnecessary costs that may arise from conflicts due to discrimination. This leads to employees being happy and satisfied with their work (Ali et al., 2021).
		
H6: The structural equation model for the diversity management approach to unity in industrial business organizations differs based on the size of the industrial business.
					
Large organizations have a large number of personnel and focus on executive management, with leaders acting as role models for their employees. This increases trust and inspires innovation. In contrast, medium and small organizations, which have fewer employees, allow executives to focus on relationship management. They can better understand and address the work, problems, and emotions of individual personnel. As a result, executives can make every employee feel valued and important to the organization (Mulu and Zewdie, 2021).
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Figure 1. Research Framework

[bookmark: _Hlk187867477]
Methodology 
	
This research is a new knowledge creation (Inductive Research) using a mixed-methods approach.

Qualitative Research: It was conducted using in-depth interview techniques, involving 9 experts from 3 groups: 3 entrepreneurs or executives from business organizations, 3 representatives from government agencies and related organizations, and 3 academics. The researcher developed interview guidelines focusing on 4 components: 1) Diversity Insight, 2) Organizational Support, 3) Collaboration, and 4) Communication.
	
Quantitative Research: The draft questionnaire with the assessment form was reviewed by 5 experts to determine the quality of the instrument by checking the index of consistency between the questions and the research objectives (IOC). The values ranged from 0.60 to 1.00 ( 0.50). Afterward, the questionnaire was pre-tested. The analysis of the discriminant power of each item ranged from 0.35 to 2.58 ( 0.30). The reliability of the questionnaire was measured using Cronbach's Alpha Coefficient, which was 0.99 ( 0.80). The population used in the research consisted of 500 entrepreneurs in industrial business organizations.
By using the Lottery Method, data was collected from 250 people per group. General basic data were analyzed using both descriptive statistics and reference statistics with the SPSS program. The structural equation model was analyzed using multiple statistical methods with the advanced statistical data analysis program AMOS (Thanin, 2024). The criteria for evaluating the consistency of the structural equation model include the following four values: 1) Chi-square probability level (CMIN–p) > 0.05, 2) Relative Chi-square value (CMIN/DF) < 2, 3) Goodness-of-fit index (GFI) > 0.90, and 4) Root mean square index of estimation error (RMSEA) < 0.08 (Arbuckle, 2016).

[bookmark: _Hlk187867490]Qualitative Research: It was conducted using the focus group technique to verify the model. The population used in this research consisted of 11 qualified individuals.

Results

	Table 1. The Importance Level of Diversity Management Approaches for Unity in Industrial Business Organizations Classified by the Size of Industrial Business.

	Diversity Management Approaches for Organizational Unity in Industrial Businesses

	Small and medium-sized Enterprises
	Large Enterprises

	
	  
	S.D.
	Level of
Importance
	
	S.D.
	Level of
Importance

	Overall
	4.42
	0.30
	Hight
	4.54
	0.23
	Highest

	1.
	Diversity Insight
	4.46
	0.37
	Hight
	4.62
	0.29
	Highest

	2.
	Collaboration
	4.45
	0.33
	Hight
	4.57
	0.27
	Highest

	3.
	Organization Support
	4.42
	0.39
	Hight
	4.52
	0.38
	Highest

	4.
	Communication
	4.35
	0.30
	มาก
a lot
	4.46
	0.25
	Highest



The research results from Table 1 show that, overall, large businesses place more importance on diversity management for unity in industrial business organizations than medium and small businesses, with an average value of 4.54, indicating a high level of importance. The research results in each area revealed that large business executives placed more importance on diversity management for unity in industrial business organizations than medium and small businesses, with the highest importance given to Diversity Insight, which had an average value of 4.62. The results of the research on statistical values used to compare differences in the level of importance, overall, classified by the size of the industrial business, revealed statistically significant differences at the .05 level. The statistical values that assessed the fit of the structural equation model after model improvement were found to be: Chi-Square Probability Level equal to 0.193, CMIN/DF equal to 1.068, GFI equal to 0.952, and RMSEA equal to 0.012. All four statistics met the assessment criteria for fit with the empirical data, as shown in Figure 3 in the Standardized Estimate mode.
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Figure 2. Structural equation model after model improvement.
		

	From Figure 2, the results of hypothesis testing to analyze the causal influence between latent variables in the structural equation model of diversity management approaches for unity in industrial business organizations show 5 hypotheses. The results are as follows:

H1: Diversity Insight has a statistically significant direct influence on Organization Support at the 0.001 level, with a Standardized Regression Weight of 0.81, which is in accordance with the research hypothesis.

H2: Diversity Insight has a statistically significant direct influence on Communication at the 0.001 level, with a Standardized Regression Weight of 0.40, which is by the research hypothesis.

H3: Diversity Insight has a statistically significant direct influence on Collaboration at the 0.001 level, with a Standardized Regression Weight of 0.44, which aligns with the research hypothesis.

H4: Organization Support has a statistically significant direct influence on Communication at the 0.001 level, with a Standardized Regression Weight of 0.52, which aligns with the research hypothesis.

H5: Communication has a statistically significant direct influence on Collaboration at the 0.01 level, with a Standardized Regression Weight of 0.55, which aligns with the research hypothesis, as shown in Table 2.





	Table 2: Statistical Values from Structural Equation Modeling Analysis After Model Improvement.

	[bookmark: _Hlk179545143]Variables
	Estimate
	R 2
	Variance
	C.R.
	P

	
	Standard
	Unstandard
	
	
	
	

	Diversity Insight
	
	
	
	0.12
	
	

	Organization Support
	0.81
	0.56
	0.65
	0.02
	6.455
	***

	Communication
	0.40
	0.62
	0.78
	0.06
	3.497
	***

	Collaboration
	0.44
	0.45
	0.90
	0.01
	4.572
	***

	Organization Support
	
	
	0.65
	0.02
	
	

	Communication
	0.52
	1.18
	0.78
	0.06
	3.855
	***

	Communication
	
	
	0.78
	0.06
	
	

	Collaboration
	0.55
	0.37
	0.90
	0.01
	5.941
	***

	Diversity Insight
	
	
	
	0.12
	
	

	DI2
	0.57
	1.00
	0.33
	0.23
	
	

	DI4
	0.53
	0.96
	0.28
	0.28
	9.398
	***

	DI9
	0.65
	1.07
	0.43
	0.18
	10.927
	***

	DI12
	0.58
	1.20
	0.34
	0.32
	10.098
	***

	DI15
	0.47
	0.83
	0.22
	0.28
	8.598
	***

	DI20
	0.57
	1.10
	0.33
	0.28
	9.993
	***

	Organization Support
	
	
	0.65
	0.02
	
	

	OS5
	0.37
	1.00
	0.14
	0.35
	
	

	OS7
	0.33
	1.12
	0.11
	0.55
	5.219
	***

	OS10
	0.38
	1.15
	0.15
	0.42
	5.632
	***

	OS12
	0.24
	0.42
	0.06
	0.16
	4.106
	***

	Organization Support (continued)
	
	
	0.65
	0.02
	
	

	  OS14
	0.44
	0.83
	0.20
	0.16
	6.076
	***

	  OS20
	0.60
	1.63
	0.36
	0.26
	6.854
	***

	  OS21
	0.19
	0.65
	0.04
	0.63
	3.418
	***

	  OS24
	0.43
	1.23
	0.19
	0.36
	6.003
	***

	Communication
	
	
	0.78
	0.06
	
	

	  CM2
	0.74
	1.00
	0.55
	0.23
	
	

	  CM7
	0.31
	0.41
	0.09
	0.44
	6.517
	***

	  CM10
	0.80
	1.06
	0.65
	0.17
	17.564
	***

	  CM11
	0.72
	0.85
	0.52
	0.18
	15.685
	***

	  CM16
	0.58
	0.64
	0.33
	0.22
	12.409
	***

	  CM20
	0.68
	0.85
	0.46
	0.23
	14.714
	***

	Collaboration
	
	
	0.90
	0.01
	
	

	  CL2
	0.64
	1.00
	0.40
	0.18
	
	

	  CL3
	0.21
	0.47
	0.05
	0.58
	4.424
	***

	  CL4
	0.48
	0.89
	0.23
	0.32
	6.242
	***

	  CL11
	0.75
	1.15
	0.57
	0.12
	13.822
	***

	  CL12
	0.62
	0.94
	0.38
	0.17
	11.846
	***

	  CL14
	0.30
	0.52
	0.09
	0.32
	6.242
	***

	  CL25
	0.64
	1.02
	0.41
	0.18
	12.210
	***


*** Statistically significant at the 0.001 level.  
         
From Table 2, it was found that the structural equation model of the diversity management approach for unity in industrial business organizations, after model improvement, consisted of four latent variables. These were divided into one exogenous latent variable, which is Diversity Insight, and three endogenous latent variables which are Organization Support, Communication, and Collaboration.
	
Diversity Insight consists of six observational variables, arranged in order of weight (Standardized Regression Weight) from highest to lowest as follows: 

1) Analysis of strengths, weaknesses, opportunities, and obstacles to be used for assessment and as a guideline for managing organizational diversity (DI9). The weight (Standardized Regression Weight) is 0.65, with statistical significance at the 0.001 level, a multiple correlation coefficient (R²) of 0.43, and a variance of 0.18.

2) Study the components of social structure to be used in developing the management of organizational diversity (DI12). The weight (Standardized Regression Weight) is 0.58, with statistical significance at the 0.001 level, a multiple correlation coefficient (R²) of 0.34, and a variance of 0.32. 

3) Consider the outstanding specialized abilities of personnel to determine the performance results that are appropriate for these skills (DI20). The weight (Standardized Regression Weight) is 0.57, with statistical significance at the 0.001 level (Unstandardized Regression Weight = 1.10), a multiple correlation coefficient (R²) of 0.33, and a variance of 0.28.

4) Create equal acceptance of personnel diversity (DI2). The weight (Standardized Regression Weight) is 0.57 (Unstandardized Regression Weight = 1.00), with a multiple correlation coefficient (R²) of 0.33 and a variance of 0.23. 

5). Follow the changing social and cultural trends to provide information for personnel management (DI4). The weight (Standardized Regression Weight) is 0.53, statistically significant at the 0.001 level, with a multiple correlation coefficient (R²) of 0.28 and a variance of 0.28.

6) Open online channels such as the organization's website, Facebook, and Line to listen to suggestions and complaints from employees at all levels (DI15). The weight (Standardized Regression Weight) is 0.47, statistically significant at the 0.001 level, with a multiple correlation coefficient (R²) of 0.22 and a variance of 0.28.
	
The Organization Support component consists of 8 observational variables, arranged in order of weight (Standardized Regression Weight) from highest to lowest as follows: 

1) Determine the topic and criteria for evaluating personnel performance fairly and clearly (OS20). The weight (Standardized Regression Weight) is 0.60, statistically significant at the 0.001 level, with a multiple correlation coefficient (R²) of 0.36 and a variance of 0.26.

2) Improve the rules and regulations to be consistent with the diversity of personnel in the organization (OS14). The weight (Standardized Regression Weight) is 0.44, statistically significant at the 0.001 level, with a multiple correlation coefficient (R²) of 0.20 and a variance of 0.16. 
3) Provide a prayer room for personnel who are Muslims (OS24). The weight (Standardized Regression Weight) is 0.43, statistically significant at the 0.001 level, with a multiple correlation coefficient (R²) of 0.19 and a variance of 0.36.

4) Provide utilities that suit various needs, such as WiFi internet signals and LAN systems 
(OS10). The Standardized Regression Weight is 0.38, statistically significant at the 0.001 level, with a multiple correlation coefficient (R²) of 0.15 and a variance of 0.42.

5) Allocate space for relaxation, smoking areas, and meeting areas within the organization in proportion without disturbing each other (OS5). The Standardized Regression Weight is 0.37, with a multiple correlation coefficient (R²) of 0.14 and a variance of 0.35.

6) Invite expert speakers to conduct activities or training to create positive attitudes for personnel who have to work with diverse colleagues (OS7). The Standardized Regression Weight is 0.33, statistically significant at the 0.001 level, with a multiple correlation coefficient (R²) of 0.11 and a variance of 0.55.

7) Plan operations that support the management of diversity within the organization (OS12). The Standardized Regression Weight is 0.24, statistically significant at the 0.001 level, with a multiple correlation coefficient (R²) of 0.06 and a variance of 0.16.

8) Follow up on the work of new personnel every month to provide advice on all matters of the organization (OS21). The Standardized Regression Weight is 0.19, statistically significant at the 0.001 level, with a multiple correlation coefficient (R²) of 0.04 and a variance of 0.63.

The Communication component consists of 6 observational variables, arranged in order of weight (Standardized Regression Weight) from highest to lowest as follows:

1)  Establish guidelines for the implementation of core values in a sustainable manner and create a sustainability assessment so that core values become the culture of the organization (CM10). Weight (Standardized Regression Weight) = 0.80, statistically significant at the 0.001 level, multiple correlation coefficient (R²) = 0.65, variance = 0.17.

2) Organize seminars to communicate the values and culture of the organization to personnel at all times (CM2). Weight (Standardized Regression Weight) = 0.74, multiple correlation coefficient (R²) = 0.55, variance = 0.23.

3) Communicate within the organization using easy-to-understand language to ensure personnel at all levels understand the information in the same direction (CM11). Weight (Standardized Regression Weight) = 0.72, statistically significant at the 0.001 level, multiple correlation coefficient (R²) = 0.52, variance = 0.18.

4) Obtain approval from executives before using important text content for distribution within the organization (CM20). Weight (Standardized Regression Weight) = 0.68, statistically significant at the 0.001 level, multiple correlation coefficient (R²) = 0.46, variance = 0.23.

5) Provide orientation for new personnel to help them adjust to the organizational culture (CM16). Standardized Regression Weight = 0.58, statistically significant at the 0.001 level, multiple correlation coefficient (R²) = 0.33, variance = 0.22.

6) Create a public relations board to communicate important news within the organization (CM7). Standardized Regression Weight = 0.31, statistically significant at the 0.001 level, multiple correlation coefficient (R²) = 0.09, variance = 0.44.

The Collaboration component consists of 7 observed variables, arranged in order of weight (Standardized Regression Weight) from highest to lowest as follows:

1) Organizing team-building activities (Team Building) to enhance the potential of teamwork for personnel (CL11). Standardized Regression Weight = 0.75, statistically significant at the 0.001 level, multiple correlation coefficient (R²) = 0.57, variance = 0.12.

2) Give staff an opportunity to jointly set annual work goals (CL25). Standardized Regression Weight = 0.64, statistically significant at the 0.001 level, multiple correlation coefficient (R²) = 0.41, variance = 0.18.

3) Distribute work and delegate joint decision-making authority based on the appropriateness of roles and responsibilities (CL2). Standardized Regression Weight = 0.64, multiple correlation coefficient (R²) = 0.40, variance = 0.18.

4)  Ask for willingness before assigning work (CL12). Standardized Regression Weight = 0.62, statistically significant at the 0.001 level, multiple correlation coefficient (R²) = 0.38, variance = 0.17.

5) Arrange meetings between the organization's executives and employee representatives to create participation in the internal management of the organization (CL4). Standardized Regression Weight = 0.48, statistically significant at the 0.001 level, multiple correlation coefficient (R²) = 0.23, variance = 0.32.

6) Allow employees to have the right to choose their supervisors or leaders (CL14). Standardized Regression Weight = 0.30, statistically significant at the 0.001 level, multiple correlation coefficient (R²) = 0.09, variance = 0.32.

7) Instill a teamwork mindset at all levels of personnel until it becomes an organizational culture (CL3). Standardized Regression Weight = 0.21, statistically significant at the 0.001 level, multiple correlation coefficient (R²) = 0.05, variance = 0.58.			

Discussion
 	
Comparing the importance levels of the components of diversity management approaches for unity in industrial business organizations, classified by the size of the industrial business, by testing the difference between the means of two independent groups using a t-test, it was found that the importance levels of the components of diversity management approaches for unity in industrial business organizations, overall, were significantly different at a statistical level of 0.05.
[bookmark: _Hlk181294693]
The most important aspect of the diversity management approach for unity in industrial business organizations is Diversity Insight, which empirically shows that organizations should have policies that allow diverse personnel to express their opinions and fully demonstrate their work capabilities. This includes listening to opinions, allowing participation in planning work, and permitting involvement in decision-making on certain actions of the organization as appropriate. These practices enable the organization to use personnel opinions as part of determining the strategic plan for its operations (Morfaki and Morfaki, 2022).

The most important item is the planning of operations that support the management of diversity within the organization. To understand the principles and concepts of human resource diversity and the management of personnel diversity, and to analyze good practices in personnel diversity management, the organization should have a personnel management policy that does not discriminate against or limit personnel based on diversity. It should focus on abilities, support career advancement, and treat diverse personnel the same as others within the organization (Jeffery et al., 2021; Kohtamaki et al., 2021).

Diversity Insight directly influences Organization Support, providing empirical evidence that executives should use basic human resource data to guide strategic organizational development activities for organizational change. This process involves systematic, sequential components, including planning, implementing plans, monitoring, and appropriately improving operations (Kollen, 2021).

Conclusion
	
Diversity Management Guidelines for Unity in Industrial Business Organizations is an approach to business operations that emphasizes diversity management for unity within the organization. This approach involves an in-depth analysis of diversity, including strengths, weaknesses, opportunities, and obstacles, to be used for assessment and as a guideline for managing the organization’s diversity. For organizational support, executives should consider the knowledge, skills, abilities, and workload of personnel in the team before assigning work. Regarding collaboration, there should be a work plan that supports the management of diversity within the organization. In terms of communication, internal communication should be conducted using easy-to-understand language to ensure that personnel at all levels understand the information in the same direction.

Suggestions

Implementing the Diversity Management Guidelines effectively, executives should encourage inclusivity through training, clear policies, regular feedback, and open discussion, ensuring teamwork, fairness, and innovation in a diverse workforce.
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