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Cultural Diversity
What is your Evaluation of the Appropriateness and Effectiveness of Ava’s Cultural Sensitivity and Inclusiveness?
[bookmark: _Hlk87868630]A culturally inclusive environment is an environment that has clear communication, mutual respect, and effective relationships. Ava as an operations manager, does not seem to comprehend what cultural sensitivity and inclusiveness entails. She is more focused on making small talks with the employees guessing their likes and dislikes according to their backgrounds and ages.  She does not know what to say to different employees, and thus she uses their appearances to try and create a culture that she is not aware of to bond with her employees. As a person with two diverse cultures, Ava should create an environment where workers feel comfortable talking to their bosses (Randel et al., 2018). Her work's responses show that she does not understand that their backgrounds, age, or physical appearances which are not hindrances to their performance. In her late sixties, Gloria understands that to connect with her family, she does not need to play games with her grandchildren, Lindsay with her tattoos and body piercings understands that her body image should not be used as a tool to judge or imply her incompetence. 
What Suggestions can you offer Ava to be even more effective in displaying Cultural Sensitivity and Increase Inclusivity?
Ava should bridge communication gaps with good communication skills. She should not assume that people like Lindsay who have tattoos and body piercing may not perform well on their jobs. She should learn to embrace people's diverse cultures as they are the needed tools at work to achieve overall goals and objectives (Randel et al., 2018). She should improve employee engagement and productivity to ensure the employees communicate well with one another and their administration to improve on the company's turnover, which is relatively low. Ava should learn better ways to connect with employees to avoid dismissive feedbacks, as seen from her workers like Gloria or Lindsay.
Did you find any of Ava’s Four Cultural Sensitivity Initiatives to be Offensive? Explain why you Believe her Initiatives were or were not Offensive
Ava’s initiatives were offensive because she assumes that Gloria should be playing bingo since she is in her late sixties and her neighbors seem to enjoy the game. She does not take time to ask Gloria what she and her neighbors do for fun (Randel et al., 2018). She goes ahead to assume that Lindsay's tattoos would be used against her at work and may hinder her from getting a promotion at Pacific Pods, while they should not be part of the workshop discussion. 
What can Ava do to become a more Effective Team leader? How does this Case Study add to or Change your Thoughts on Leadership and Improve your Leadership Skills?
To become an effective team leader, Ava should focus more on her employees rather than herself. She should know what drives each employee and different ways to improve their output. Ava should portray humility, integrity, and honesty. She can know how to address the workers while being sensitive (Kouzes et al., 2018). She should learn how to be honest with the workers about their jobs and traditions instead of assuming.
This case study has helped me realize that being a leader is being genuinely involved in the worker's life because it affects how they operate. It has helped me realize that assumptions can ruin a working relationship with workers, but instead, a good leader should take time to learn their workers' cultures to effectively connect with them (Kouzes et al., 2018). Additionally, l have learned that leaders should show integrity and honesty at work to act as examples for the workers in creating a contemporary workplace.
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