Submit your response to the following question.  Briefly discuss the Implementation of the Inclusion workplace and its interconnectivity to Diversity - specifically within the workplace .  *Do Not* copy and paste/copy content directly from the text.  Please read and provide at least a 7 sentence paragraph response (in your own words) to respond to the aforementioned question.


Chapter 18: Toward a Worldwide Inclusive Workplace: Putting the Pieces Together 
Chapter Overview
The previous chapters described the value basis, the practice applications, and the barriers to and benefits of implementing each system level of the inclusive workplace. From the micro to the macro, these levels begin with inclusion within the organization, proceed through corporate-community relations and collaborations with state/national initiatives and culminate with international collaborations. In this chapter, we put the different aspects of the inclusive workplace together and examine the implications for a broader vision of global diversity.
The Value Base for the Inclusive Workplace
The inclusive workplace is guided by a set of values that propel its policies and practices. The value-based model presented in Figure 18.1 of the chapter examines the organization’s value frame on each of the four system levels (the vertical y-axis) and at the two extremes of the inclusion-exclusion continuum (the horizontal x-axis). The first level of diversity within work organizations relates to the organization’s internal relations with its own employees. The second level of inclusion and corporate-community relations relates to the organization’s sense of being a part of its surrounding community and the reciprocity embedded in that relationship. The third level, inclusion through state/national programs for disadvantaged groups, refers to the values that drive organizational policies with regard to disadvantaged populations such as welfare recipients, domestic violence victims, and youth in distress. Finally, the fourth level, inclusion through international collaborations, refers to the organization’s positions and practices related to the fair exchange of economic goods and services and the respectful cultural relationship with individuals and groups in other countries.
Implementation of the Inclusive Workplace
Implementing the inclusive work place can have substantial benefits to the organization and to its employees but will present considerable barriers in the process (presented in Figure 18.2). 
The main individual benefits at level I - inclusion through diversity in the workplace—include better access to promotion and benefits; improved job satisfaction; improved well-being for individual employees. 
At the organizational level, companies may experience lower turnover and reduced absenteeism as a result of improved job satisfaction among employees; better access to high potential employees; a more committed workforce; greater appeal to clients of diverse backgrounds. The likely obstacles to implementing inclusive policies and practices at level I include prejudice, overt and covert discrimination, misunderstanding of groups from diverse backgrounds, and employees’ perceptions, as well as actual group competition in access to power within the organization.
At level II –inclusion through corporate-community collaborations—benefits to individuals in the community include access to opportunities such as job training, employment, and additional services that community members would not otherwise have. The organization’s tangible rewards include improved corporate image within as well as outside the community; advantages in recruitment; potential avoidance of mitigation of negative results of labor disputes. Shortsighted and internally focused corporate vision and economic pressures to demonstrate short-term profitability are among the main barriers to implementing inclusive policies and programs at this level.
At level III –inclusion through state/national collaborations- benefits to individuals include potential employment with the company and improved job prospects. Work organizations may expand their potential employee pool as a result of these policies, gain a loyal work force, and improve customer relations, particularly among the disadvantaged groups but also among other clients who care about social issues. The main barrier to implementing inclusive policies at this level consists of stereotyping disadvantaged groups as unstable and disposable labor.
At level IV –inclusion through international collaborations—benefits to individuals in the host countries include access to job training and employment; improved life conditions for individuals, their families, and the communities they live. Treating their employees fairly and respectfully also benefits organizations, as they are able to generate goodwill from both their employees and potential customers, gain a loyal and committed workforce, and expand their economic activities. The main barriers related to applying the principles of the inclusive workplace with respect to the international collaborations are greed, cultural and national difficulties in communication, and unfair or inappropriate consideration of diversity in employment conditions of both local employees and expatriates.
Conclusion
The economic, social, and demographic trends described in part I of the book create an environment that is fertile grounds for intergroup conflicts, as explained in part II of the book. The legislative and social policy initiatives taken by individual countries, and by the international community as a whole, mitigate potential harmful effects and define “the rules of the game” for work organizations. It is important to understand, though, that these trends are not only a backdrop or context for organizations to consider; they also define the scope of what companies need to consider as their domain when they design diversity policies and programs. In order to avoid the pitfalls and reap the benefits of a diverse workforce, employers need to adopt a broader vision of inclusion, a vision that encompasses only the organization itself but also its surrounding community and its national and international environment. 
An inclusive workplace allows, encourages, and facilitates the inclusion of individual employees who are different from the mainstream in the organizational information networks and decision-making processes at each of the four levels—from the organization, through the community and state, to the international. This inclusive workplace offers a broad vision for managing diversity in today’s global economy, one that contains individuals and groups that have a direct or indirect stake in the organization, such as potential future employees, customers, and investors, all of whom are also increasingly diverse. 
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