Running head: WORK FORCE DIVERSITY		1

WORK FORCE DIVERSITY		4









[bookmark: _GoBack]Workforce Diversity
Student’s Name
Institutional Affiliation




Workforce Diversity
Workforce diversity is a function of differences and similarities in an organization. It is marked by differences in age, gender, race, heritage, mental and physical diversities among others (Cho, 2017). It can, therefore, be said that workforce diversities comprise a multigenerational environment made up of male and female genders, the old the middle age, the millennial, Africans, and Europeans. The existence of this composition in a workplace requires a human resource manager to be very cautious when addresses their matters. For example, it happens that the current organizations operate on a technology basis. The millennial and the middle-aged diversities are quite familiar with the new technology. 
On the other hand, the old appear stuck with the technology, and their cognition challenges the trainer. Managing these people in a similar job encounter is one of the complexities facing human resource managers. Every diversity has a positive contribution to an organization. For example, the old is quite enriched with sophisticated knowledge that can be applied to enhance the growth of an organization. On the other hand, the millennial are fast on their operations and are also quick to learn and operate with the new technology. Since both diversities are essential in an organization, the human resource managers can address this diversity by allocating these people in a different functional location which suits all (Riccucci, 2018). For example, in a recruitment process, the old can be recruited as part of the management team while the millennial can be recruited as the functional group in the work premises such as offering services to customers. 
The principal address about this is to allocate them differently and according to their area of best operation. About retaining their position for example in an encounter of technology change, this diversities can switch positions where possible, and this can enhance their retention in the work premises. Generally, there are no legal ramifications of maintaining workforce diversities. It is only business ethics that keeps diversities in an organization and make them laws (Cho, 2017). These ethics include promotions based on merits and not gender age or race, work schedule based on personal ability, exercising honesty and embracing differences. For example, it is unethical to assign women in loading and offloading departments. Respect for this is an example of an ethic that respects gender differences. 
Treating each diversity honestly and respectfully on dairy bases is what is termed as legal ramification. Fair competition can also be regarded as a legal ramification. For example, awarding men for a particular achievement in an organization can be a legal ramification if it is a result of hard work and fair competition. Healthcare organizations characterize components such as various minority programs regarding respect to offer equal healthcare opportunities. For example, the graduation of successful healthcare administrators in some countries is based on ethnicity and racial diversity (Riccucci, 2018). Therefore, it can be said that healthcare organizations tend to equalize health care opportunities for all people. For example, a white and African Healthcare CEO should earn an equal salary. For a healthcare organization, workforce diversity should relate to health equity because health status has no selection criteria. It is also a human life aspect which is a legal ramification. There is a relationship between workforce diversity and improvement of patient care since irrespective of the diversity, health care programs are legally entitled to benefit each and everybody's condition without favor. It is a legal ramification.			
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