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Diversity Dilemmas and Action Plan for Management
In scenario 1, the decision regarding whether to promote Aimee or not should not be based on the amount of time she spends at work but other crucial measures such as her performance and whether she can maintain a work-life balance if she is promoted. As such, the manager should evaluate Aimee’s career development, work patterns, attributes and flaws, and other characteristics such as leadership over previous years and whether they have been affected by her situation as stated by Campbell (2021). Additionally, her work-life balance is important in this case to maintain job satisfaction and reduce work stress. As such, the manager should communicate with her to determine whether the promotion may give her additional responsibilities that may be difficult to balance with her non-work responsibilities of raising her child. Therefore, it would not be fair to pass her over for promotion without considering these factors.
In scenario 2, it is not fair to assume that since Jack is married and John is not, the latter is better suited to the assignment. This is because this assumption does not consider the qualifications of these two relatives to the assignment. Furthermore, while it may be true that marriage increases the responsibilities of an individual outside work, it does not necessarily follow that an unmarried individual will always have a better work-life balance compared to a married person. Additionally, married individuals may exhibit more organizational commitment since they need more stability and security in their jobs. Therefore, they are likely to be more committed to their current organization than their unmarried counterparts (Tikare, 2015). Thus, the management should firstly consider their qualifications and long-term job performances to determine who is better qualified for that specific assignment. Nonetheless, they should engage both Jack and John to determine their relative work-life balance capacity and pick the one who has consistently shown a better capacity to maintain a positive work-life balance and organizational commitment.
In the third scenario, since the manager did not know that the employee was religious, he has the right to try to figure out if the employee is religious by gathering information about the employee’s beliefs and their role in his life (Workplace Fairness, 2021). However, instead of investigating the employee, the manager should communicate with the employee by asking some questions to determine the sincerity of his religious beliefs or practices, such as: Which religion is the source of this belief? For how long have you believed that you cannot work on Wednesday? Have the strength or nature of your religious beliefs changed recently? (Workplace Fairness, 2021) Nonetheless, the manager is not entitled to make any assumptions regarding whether the employee is taking the leave for religious reasons before confirming the truth.
For the fourth scenario, allowing the sick salesperson to take short naps at work will only be unfair to other employees if they are not given the same allowance. As such, the management should include a policy regarding such situations which should be communicated to employees and adhered to (Hernandez, 2016). However, the decision to allow her to take short naps due to her migraines should be based on whether she has already sought medical assistance for her condition. This is because the employer is responsible for the safety and health of their employees at work and is therefore legally allowed to send the salesperson home or to a hospital if she requires serious medical attention regarding her migraines.
In hiring an entry-level cashier, in scenario 5, the applicant with a thirty-year experience may be unsuitable since he may demand more money from the company to match his experience, and may eventually waste the company’s time and resources by going through interviews, hiring processes, and training only to leave as soon as a better position becomes available (Johnson, 2018). However, in comparison to the other applicant with a six-month experience, the overqualified applicant may bring more expertise and new ideas, may be easier to manage since he can take accountability better, and may be more willing to take on difficult challenges to avoid getting bored (Johnson, 2018). The company management should, therefore, consider the fact that the overqualified applicant may have a valid reason for applying to a lower-level job. For instance, reasons such as benefits, location, or schedule flexibility may force an overqualified candidate to apply for a lower-level job (Johnson, 2018). As such, the management should not make any preconceived judgments regarding why the overqualified candidate applied for the job (Johnson, 2018). On the other hand, they should interview both candidates and try to understand if the overqualified candidate had a valid reason for applying before dismissing him.
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