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Workforce diversities provide advantages to businesses especially which operate in competitive environments and think globally. Thus, how these businesses can increase productivity is an important argument. In this context, the basis competencies which the managers should have related to workforce diversity management and whether the model of Competency Based Human Resources Management can be proposed for Diversity Management field are discussed in this study. And a focus group study on human resources managers is implemented in order to search for competencies related to managing diversity.
Although the issue of workforce diversities is a suitable research area for development, the question which is “how do organizational subjects (culture, structure, learning, human resources management and so on) affect the results of diversity management applications?” has not just been answered completely. In other words, new methods and comprehensive models related to diversity management, and also competencies which are necessary for managing diverse groups especially culturally are required to determine. As a matter of fact, to determine the competencies required for managing cultural diversities is very important especially for multinational and global companies (Ashkanasy et.al., 2002).
Many studies implemented especially in the field of Human Resources Management and in Management and Organization literature about the issues of workforce diversities (Woodward and Ozbilgin, 1999; Ozgener, 2007; Kamasak and Yucelen, 2007; Sural Ozer, 2007; Surgevil, 2008) and competencies (Boyatzis, 1982; Spencer and Spencer, 1993; McClelland, 1998; Budak, 2008). The studies in the fields of workforce diversities and diversity management aim to prevent discrimination against diverse people in terms of their characteristics such as religion, language, ethnicity, gender, sexual orientation and also propose related to how these people can be managed synergistically.
From this point of view, it is thought that competencies, as an underlying characteristic of a person that leads to or causes superior or effective performance (Boyatzis, 1982), and Competency Based Human Resources Management have contributed to and will contribute to understand the Diversity Management process better. Competency Based Human Resources Management aims to form a peaceful organizational environment and enables employees to work in conditions where they can be more efficient and productive. Additionally, this approach represents way of thinking suited to logic of win-win since it has respect for diversities. Competency Based Human Resources Management accepts that people are different from each other and adopt diversities as resources of wealth and creativity. Therefore, Diversity Management takes place in the activities of Competency Based Human Resources Management and contains all functions of human resources (Budak, 2008; Mayaturk et.al, 2008).
As a matter of fact, humanistic point of view about workforce diversities does not only form one of the most important bases of competency based human resources management (Budak, 2008) but also constitutes the core of diversity management. This common point of view is related to the question of “what does diversity management competency include?”. Some researchers emphasize that diversity management competency consists of sorting various competencies while others argue that this competency should be evaluated as a process (Cox and Beale, 1997). 
Diversity management competency is a learning process which enables to react against opportunities and threats originating from socio-cultural differences effectively in a defined social system (Cox and Beale, 1997). Therefore, this competency is not a ranking of competencies required for diversity management. On the contrary this competency is defined as a learning process. The learning process composed of three stages as (a) creating awareness, (b) information and understanding development, (c) behavior and application steps can be examined on the levels of both individual and organization. To develop competency related to diversities indicates learning how to change personal behaviors while employees perform their daily tasks and responsibilities on the level of individual. However, to develop diversity competency for organizations implies that the rate of employees who are competent personally is high and these employees can be supported by the organization (Cox and Beale, 1997). From this point of view, competency based human resources management applications in diversity management are analyzed and the issues of how can competencies playing important role in terms of diversity management be adopted by individual and organization level and what are the roles of competency based human resources management are examined in the study. 
References

Ashkanasy, N. M., Hartel, C. E. J., & Daus, C. S. 2002. Diversity and emotion: The new frontiers in 

organizational behavior research. Journal of Management, 28(3): 307-338.

Boyatzis, R. E. 1982. The competent manager. Canada: John Wiley & Sons.

Budak, G. (2008). Yetkinlige Dayalı Insan Kaynakları Yonetimi (Competency Based Human Resource Management). Izmir: Baris Yayinlari. 

Cox, T., ve Beale, R. L. 1997. Developing Competency to Manage Diversity. San Francisco: Berrett-Koehler Publishing.

Kamaşak, R., ve Yücelen, M. 2007. Farklılıkların etkin yönetimi: Çalısanlarin farklilik algisi ve ampirik bir araştırma. B. Dereli (Der.), İşgücünde Farklılıkların Yönetimi. İstanbul: Beta Basım.
Mayatürk, E., Alakavuklar, O. N., Kılıçaslan, S., Duman Kurt, S., ve Budak,G. 2008. Yetkinliğe Dayalı İnsan Kaynakları Yönetimi ve Bir Firma Uygulaması. 16. Ulusal Yönetim ve Organizasyon Kongresi Bildiriler Kitabı, 16-18 Mayıs: 21-25.

McClelland, D. C. 1998. Identifying competencies with behavioral-event interviews. Psychological Science, 9(5): 331-339.         

Özgener, S. 2007. Diversity management and demographic differences-based discrimination: the case of Turkish manufacturing industry. Journal of Business Ethics, 82 (3): 621-631.

Spencer, L. M., ve Spencer, S. M. 1993. Competence at work. Canada: John Wiley & Sons.

Süral Özer, P. 2007. Çeşitliliği yeniden düşünmek ve çeşitliliklerin yönetimi. M. Kurt ve S. Bayraktaroglu (Der.) Türkiye’de işletmecilikte yeni perspektifler. Ankara: Gazi Kitapevi.

Surgevil, O. (2008). Farklilik ve Isgucu Farkliliklarinin Yonetimine Analitik Bir Yaklasim (Diversity and an analytical approach to diversity management). T.C. Dokuz Eylul University, Institute of Social Sciences, doctorate thesis, Izmir.
Woodward, D., ve Özbilgin, M. 1999. Sex equality in the financial services sector in Turkey and the UK. Women in Management Review, 14 (8): 325-332.

