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[bookmark: _Toc48786827]Executive Summary
Diversity is essential for the growth of an organization since it promotes innovation through rich ideas given by different people. For diversity to exist, an organization should employ a workforce that consists of individuals from different religious backgrounds, varying race, gender, age, education, sexual orientation, and ethnicity among other attributes (Ferdman & Deane, 2014). Workplace diversity can be achieved by measuring it. Diversity should be measured in reports presented quarterly or in executive performance indicators. The organization should work towards improving it by allocating more attention and time for the same. The organization should integrate different diversity components other than race. It can incorporate people from different nationalities, of different ages, religious backgrounds, physical abilities, and gender. The recruitment process should consider people from a broader geographical base. The expanded geographic scope enables the organization to reach more candidates who fit the position. The organization should also focus on retaining existing employees. The organization should ensure that its culture is heterogeneous and no specific group has a higher turnover. 
Organizations should pay attention to their culture. The culture should promote inclusiveness and persuasive actions and attitudes that make other groups unwelcome should be eliminated (Ferdman & Deane, 2014). The organization can carry out surveys to access the feelings of the workers about the work environment. Investing in training the employees and the bosses on diversity can help the organization to improve its retention efforts and increase inclusivity. The employees can understand how beneficial it is to have a workforce that is diverse and inclusive. Top managers should foster diversity at all other levels and not only in hiring. The employees should be made to understand that they have equal opportunities to achieve their goals. The organization's bosses should provide a work schedule that more flexible as it can attract a great pool of candidates. They can offer work benefits like commuting allowances or child care units at the workplace. 
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[bookmark: _Toc48786829]Advantages and Disadvantages of Hiring Young Employees
Companies are choosy when it comes to hiring workers (Ferdman & Deane, 2014). The hirers consider several factors before settling on the right candidate. Some of the factors that they consider are the age of the applicant, the academic qualifications, the skills, experience possessed, and other factors that are relevant to the job position like knowledge to use computers. Some organizations go to further extents of using the race and ethnic belonging of the candidate as an employment parameter. Organizations debate between hiring a candidate who is a young and older one. Some organizations prefer old people to young workers while others prefer a younger workforce because of some reasons.
 A younger workforce is enthusiastic towards the assigned job and employees who fall in this category adhere to the policies of the company and tend to be sincere (Khosrovani & Ward, 2011). Young workers are highly flexible and can work for extra time. This group of workers is rich in innovative ideas and can initiate growth in an organization. The young employees easily integrate traditional standards with updated knowledge hence sending positive signals of growth to the organization. Young workers are at risk of getting fired when they cause damage to the organization as a result of small mistakes.
Young workers are very active and vigorous in their service delivery compared to workers with experience. Being their first job, their enthusiasm and eagerness help the employers to expect young workers to be more dedicated and performing. They are eager to learn new skills in their workplace and are always passionate to apply the skills. The young workers do an analysis of their responsibilities and assigned roles deeply for them to gain an understanding of the standards of the company (Jackson et al., 2018). Young workers develop healthy relationships with their working team for them to understand the job nature hence developing a positive attitude. Training facilitates their skill growth and prepares them to perform professional responsibilities and roles according to the requirements of the organization. The young generation is highly productive since they are passionate about excelling and would want to give a good first impression on their employers.
 Often, the young workers compete with senior employees in a bid to build their careers (In Machado & In Davim, 2017). They set small goals that they can achieve and get recognized by other workmates. Young workers are keen to detail hence avoid errors that may cost them their job. The training offered to young workers is an investment for the organization in the long run due to their high productivity. Young employees are easy to manage as their attitude towards working tends to be sincere than that of seniors. They are always ready to offer a helping hand when needed by the organization and they do not require to be compensated since they have low expectations. They can multi-task and are flexible to benefits and time. They adhere to the guidelines given to them by their trainers.
 Another advantage of the young workforce is that it comes up with new initiatives. Their wide knowledge of strategies and technologies helps them to lay an innovation foundation which will result in organizational growth in the future (In Las et al., 2020). Their thinking is smart and the diversity in their thoughts in multiple perspectives compels growth and changes in the business. Their ability to be versatile can enrich the organization with ideas that are cost-effective. They bring an inspiring and refreshing mood in the work environment. A healthy workplace motivates other workers and can result in organizational growth. Young workers adapt easily since they are quick to learn. They also help the organization to cut down its operating costs since their salary expectations are low. 
Hiring young workers has its own disadvantages despite their several advantages. Young workers lack stability since they do not have a clear vision concerning their careers. They can easily shift from one organization to another where they think there is good pay and an opportunity to grow. Most of them lack the skills to perform a given task in the organization (Jackson et al., 2018). The lack of skill can make them make mistakes that can result in losses for the company. Most young employees, due to their shallow knowledge of the work environment, are likely to breach the organization policies causing indiscipline cases.
[bookmark: _Toc48786830]Since they lack away or working corporately, most of the young workers fail to handle the pressure that comes with work (In Machado & In Davim, 2017). They easily fall prey to frustration. They may pass this frustration to their fellow workers if they cannot handle it. Their reliance on technology may prevent them from handling issues in a practical manner. Young bosses find it challenging to handle experienced senior workers who are well equipped with wisdom and knowledge. The young workforce may find negative feedbacks to be heavy and discouraging. They may thus feel discouraged to work and can easily resign.
Fair Treatment of Ethnicities
Divisions between races, genders, and ethnicities are often experienced at workplaces and even in societies (Khosrovani & Ward, 2011). Diversity is beneficial to the business as a wide range of backgrounds of different employees brings ideas that enable employers to make appeals to different markets and it contributes to success and innovation. Progress in career should be merit-based and employees should know that they have equal chances of making progress that is in line with their commitment and talents in the organization. Discrimination based on ethnicity and race involves treating an employee unfavorably because of their race or race associated characteristics (In Machado & In Davim, 2017). The individuals are denied opportunities in the organization due to ancestry, birthplace, culture, accent, or even linguistic characteristics.  
Fig Technologies can prevent ethnicity and racism at the workplace by embracing the following ways outlined by Ragins et al. (2012):
1. Writing a policy that advocates for anti-discrimination on a racial basis and outlines the consequences of practicing racism in the workplace.
2. Hiring employees that are from diverse ethnic groups and races.
3. Informing potential candidates on the organization’s policy against discrimination and racism before they are hired. 
4. Promoting employees on grounds of merit without consideration of race.
5. Training employees to behave in an accommodating way at the workplace and ways of avoiding racism and discrimination. 
6. Establishing a workplace committee whose focus is on anti-racism projects. The committee will identify potential issues on discrimination and give solutions.
7. Dealing with racism instances in accordance with the established policy.
8. Encouraging open communication between employees hence making it easy for them to report racism cases.
9. Establishing a reporting system that is anonymous allowing employees to report racism fearlessly and without retaliation.
10. Following up on racism reports immediately. This will reduce the chances of forgetting or interfering with discrimination evidence.
Fig Technologies will experience several diversity benefits if it will embrace all the ways of preventing racism. 
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Ferdman and Deane (2014) argue that organizational diversity has 8 major benefits which are:
1. Diversity increases productivity. Diversity pools several talents together that work towards a shared goal using different skill sets. 
2. Diversity improves creativity. Several different minds come and work together giving rise to many solutions since individuals bring their different ways of thinking, solving problems, and operating. The employees get inspired to perform to their best ability when they are offered a working environment with diversity. 
3. Diversity increases profits. Language diversity helps the business to increase its profits especially if it is expanding and opening branches in other countries other than the home country. 
4. Diversity improves employee engagement. Employees get interested to learn about different cultures and languages from their colleagues during their free time. Employees share their personal experiences and practices during special occasions like festive seasons. This engagement drives them to have a strong working bond that benefits the organization.
5. Diversity reduces employee turnover. When workers are subjected to growth equally regardless of their backgrounds, they feel motivated to work for the same organization longer. Companies that embrace diversity encourage graduates from higher institutions that practiced diversity to apply for the advertised positions since they will progress with their diverse culture inclusivity. 
6. Diversity improves the reputation of the company as it is considered to be a good employer. Potential clients develop a feeling of being more valued hence offer more business engagements with the organization. The company provides service to customers globally as it can understand and relate with clients better and on personal levels due to its diverse skill collection and experiences.
7. A company that employs diversity enjoys a wide skill range due to diversity in the background of the workforce. 
8. Diversity improves cultural insights as the workers are exposed to different people with different backgrounds from who they learn different cultures. This reduces bad emotions like sexism, homophobia, and racism.
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Organizational culture constitutes the assumptions, beliefs, values, and interaction channels that make up the psychological and social environment of a given organization (Biron et al., 2012). The organizational culture defines how the employees and employers behave, interact, and run their daily businesses within the organization. The culture can either make the organization succeed or fail. To promote success, organizations seek ways of improving organizational culture. According to In Schneider et al. (2014), the culture of an organization can be improved by the following ways:
1. Embracing transparency. Transparency enables an organization to produce employees who are highly productive and engaged. Trust in an organization can be achieved through the employment of modern tools of communication that can enable workers to connect easily and efficiently when they want to share important information. Transparency can be encouraged through sharing success with all the members of the organization and recognizing the team members behind the success. Sharing challenges faced by the organization and letting the people provide solutions based on their diversity in backgrounds increases transparency among the organization members. 
2. Recognizing and rewarding valuable contributors. Workers who have their effort recognized are likely to do more as they feel encouraged. The company also experiences a lower employee turnover as the recognized employees tend to get settled for the organization and suspend ideas of looking for other jobs elsewhere. 
3. Cultivating strong relationships among workers. Strong work relationships encourage employee engagement. The relationships can be built through team building activities like a team lunch and a sports day for all the employees. The activities encourage productivity and collaboration among workers. 
4. Embracing and inspiring employee autonomy. Organizational culture can be improved through letting the employees do their work under minimum supervision, suspending strict guidelines that pressurize employees, and creating opportunities that require decision making for the employees.
5. Practicing flexibility. Flexibility in the workplace improves the working morale and reduces employee turnover. The workers can get time to attend to other urgent matters outside the job.
6. Communicating purpose and passion. When employees experience a sense of purpose, they learn faster, get more motivated, engaged, and fulfilled.
7. Promoting a team atmosphere. Integrating members of the organization into a team that aims at achieving a given target gets the members to pull towards one direction hence achieve the set goals easily.
8. Giving regular feedback. Giving feedback to employees about their performance and rewarding those that have achieved their targets improves the culture of the organization.
9. Staying true to the values of the organization ensures that the mission and goals of the organization are achieved. 
10. Devoting time to build the culture will strengthen the organizational beliefs. 
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When it comes to family matters and job issues, the most affected group of workers is the women (In Las et al., 2020). The women mostly combine childcare responsibilities and paid work. Women cannot abandon formal works for home activities since the payments they receive from their workplaces have raised their standards of living and given them economic independence. The women may live a life full of pressure due to subjection to gender inequalities. The women need to receive good pay for the work they do outside their home responsibilities to avoid carrying a burden of not being paid twice. Conflicts are likely to rise between home demands and job responsibilities and family life can be stressed due to inadequate childcare and lack of family support.
 Las et al. (2020) depicts that organizations are glued to the traditional belief that women are more family-oriented than men thus give off duty permits to women more than to men. Women, unlike men, are entitled to longer maternity leave. Some organizations have special positions reserved for men and cannot be offered to women with relevant qualifications for the same. Men are often offered senior positions that are believed to be engaging while women are offered lower positions despite their qualifications (Jackson et al., 2018). Sometimes organizations offer lower salaries to women than men performing the same job as they perceive men to offer more effort than women. 
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The workforce of Fig Technologies is comprised of employees between the ages of 18 to 25 who are 11% of the workforce, employees 26 to 39 comprise 31%, employees 35 to 55 comprise 34%, employees 56 to 69 compose 18%, and age 69 and above comprise 6%. The organization has the highest percentage of workers age 35 to 55 because of their ability to deliver according to the expected standards of the organization as they have mastered the culture of the organization. The workers of this age bracket are still young and can contribute to the innovation ideas bank of the company. These people can easily integrate the organizational culture and the traditional beliefs to positively impact the operation. They are easily motivated to work as most of them seek promotions after delivering extraordinarily in their current positions. 
Fig Technologies has the smallest number of old workers of age 65 and above due to the following: Old workers are rigid to change and may find it hard to adapt to the changing market trends. The people in this class tend to be stubborn and disobedient to young bosses as they believe they are more knowledgeable and possess more knowledge than their young supervisors. The old workers cannot move swiftly with the advancement in technology as they may find it hard to learn about machine operations at their old age (Ferdman & Deane, 2014). They lack innovation ideas thus can drag the operation of the organization behind. The old are less flexible and can perform a limited number of activities within their area of specialization. 
The organization has a relatively small number of young employees age 18-25. The workers in this age bracket lack the necessary skills to perform their duties, lack stability in their responsibilities, and their reliance on technology in handling special matters may cause further damage to the organization.
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Diversity can easily propel the organization towards success due to diverse talents, knowledge, and challenging environment that compels workers to grow. An organization should employ a relevant workforce that will perform their duties with ease and with minimal supervision. An organization should improve its organizational culture as it has long term positive effects on both the employees and itself. Managers should advocate for equality between men and women. They should come up with programs that ensure both genders are given equal opportunities to grow. 
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