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Workplace Diversity Concerns
Introduction
The world has become a ‘global village’ owing to the improvements in technology and infrastructural development, which has facilitated the interaction between different persons and cultures. Other than in the social platforms, these interactions are also being reflected in most companies as they continue to employ individuals from different ages, gender, races, and cultures, resulting in what is referred to as workplace diversity (Guillaume et al., 2017). As the global connections in business and social interactions become a global trend, workplace diversity has become a necessity rather than a requirement, and is highly associated with organizational productivity and image (Guillaume et al., 2017). However, though workplace diversity is associated with such positive impacts as increased flexibility and the ability to access different markets readily, it can may create numerous concerns such as communication barriers, discrimination, cost concerns, stereotyping, resistance to change and psychological issues (Vaux, 2018).These issues need to be attended to in good time to avoid creation of a ripple effect that may end up affecting company or organizational operations.
Communication Concerns
Communication challenges are among the numerous concerns raised regarding workplace diversity, since different cultures have diverse interpretations and forms of communicating (Vaux, 2018). Diversity in communication involves language barriers and how the various forms of non-verbal communication are understood, their impact on information sharing, decision-making, and approaches to conflict management (Vaux, 2018). In many instances, the application of universal languages like English and French as the official languages make communication to be regarded as a non-issue in the workplace. However, there are various aspects of language that results in serious concerns. One such aspect relates to accents and fluency (Hussain, 2018). 
Despite the general acceptance of English as the universal standard language in business interactions, individuals from generally non-English speaking countries often feel neglected and unappreciated due their difficulty in conveying information because of their accents and fluency, which make it difficult to pass information (Vasile & Nicolescu, 2016). According to Schein (2010), the macro culture has significant influence on individual subcultures, including language and personal feelings, affecting business ethics and in some instance, business transactions. These factors often push the affected employees to take a back seat due to personal frustrations, which may also translate to the strained interpersonal relationship between employees. The third category relates to the response to hierarchy and authority. Though companies may pride themselves with having developed a common company culture, described as artefacts in Schein’s Model of Organizational Culture, different cultures have diverse ways of presenting their concerns to their seniors (Vasile & Nicolescu, 2016).
However, lack of cultural awareness, which often causes disruptions in communication channels, often results in disconnection in the workforce, affecting organization performance and interactions within the organization (Hussain, 2018). The Schein’s Model of Organizational Culture identifies three levels of cultural awareness within organizations, with basic assumptions being at the top of the model’s pyramid. According to the model, basic assumptions refers to the values and beliefs that individuals hold while making day-to-day decisions within an organization (Dimitrov, 2013). For instance, individuals in an organization may find it challenging to address their seniors, like the CEO, while presenting their ideas due to their diverse ways of interaction as described in different cultures. Finally, communication has significant impacts on negotiation and decision-making. Generally, different cultures have various means of conducting negotiations and agreeing on settlements (Vasile & Nicolescu, 2016). For instance, Eastern cultures usually base negotiations on personal interactions and common traits, including language, making negotiations, and, consequently, decision-making a long process.
Stereotyping 
The second concern associated with diversity in the workplace is stereotyping, which is based on judging individuals based on pre-conceived perceptions, and is considered to be one of the most common concerns. While stereotyping may occur naturally, in extreme situations it may be derogatory, translating to outright prejudice (Vaux, 2018). Stereotyping occurs on various levels of an organization and is generally propagated in different forms, with the most common form being gender stereotyping, especially against women. Though statistics show women make up approximately fifty per-cent of the general labour force in the United States, this data also shows a variation in compensation and remuneration. Generally, women are paid much less than men, especially in professions considered as male-dominated (Heilman, 2016). For instance, though women continue to be encouraged to take careers in finance and technology-based industries, they continue to be considered inferior, which translates to an unfair variation in remuneration compared to their male counterparts. In most cases, gender-based stereotyping is usually used to fulfil general social perceptions of the victims. For instance, women are generally considered to be inferior to men, meaning they are not supposed to be leaders, but rather, should remain in men’s shadow. Such perceptions prompt for the same presentation at the work place.
Traditionally, it was believed that certain obstacles, commonly referred to using the phrase ‘glass ceiling,’ were explicitly placed in corporate organizations to prevent women from rising up the corporate ladder. These obstacles included policies that confine them to economic and political inferiority, social expectations requiring women to play subordinate to men, biased recruitment protocols, and male-branded jobs and positions in organizations. The phrase was widely used in the 80s to describe impediments present in the different industries preventing women and minorities from achieving professional success (Heilman, 2016). Gender-based stereotyping is commonly used to explain why women generally shy away from specific professions or the general reluctance in women to contribute to group meetings in the workplace. Furthermore, gender-based stereotyping contributes to generally low self-esteem in women operating in male-dominated professions (Heilman, 2016).
Age-related stereotyping is also a significant concern for a majority of companies and organizations seeking to establish a diverse workplace. In this form of stereotyping, characteristics generalized to individuals in specific age brackets and generations are considered to significantly influence how employees in different age spectrums work together (Pytlovany & Truxillo, 2015). For instance, older persons are stereotypically thought to e physically weak, side-lining them from specific job descriptions while the young generation is generally considered to be physically fit, and mostly preferred by organizations. In terms of cognitive abilities, the older generation is generally considered to have a traditional form of thinking while the young people are more tech savvy with generally advanced cognitive abilities. Therefore, the interactions between individuals from the two age brackets may be strenuous, thus becoming a significant concern (Pytlovany & Truxillo, 2015). 
Another age-related concern for a diverse workforce is the unmatched capabilities between the various age groups. Since diversification involves working with individuals from multiple age brackets, grouping individuals from different age brackets often impacts productivity negatively (Pytlovany & Truxillo, 2015). Generally, older individuals are associated with a reduction in cognitive abilities alongside physical changes. Therefore, when placed in the same group with the younger and more vibrant individuals, the older employees are bound to affect productivity adversely (Pytlovany&Truxillo, 2015). Therefore, age difference poses major concerns in highly diverse workplaces. 
Discrimination Concerns
The other concern commonly associated with diversity in the workplace is racial discrimination (Vaux, 2018). By definition, diversity in the workplace entails creating a workforce comprised of individuals from different races and cultures. While such a workforce may be significantly beneficial for an organization, it is commonly associated with racial discrimination concerns. Racial discrimination in the workplace refers to a general exclusion or side-lining of individuals based on descent, nationality, or ethnic origin. Racial discrimination often translates to a general impairment of the target employee’s ability to exercise their roles in the workplace (Jones et al., 2017). Racial discrimination is also a significant impediment to career development for the minority ethnic groups present in a specific organization. Generally, individuals from particular minority groups, such as black communities, often face discriminatory reactions from their peers. Additionally, specific job descriptions are associated with individuals from particular races, for instance manual and low paying jobs are associated with Hispanic communities, which may have adverse impacts on their productivity and their potential to experience career development, especially when operating outside the ‘normal’ fields (Jones et al., 2017). Furthermore, though most organizations strive to achieve a common organizational culture, subcultures in various work groups in the organization are largely driven by race. Often, individuals in these groups are defined on the basis of their culture and race, resulting in side-lining and discrimination against persons from specific races or cultures (Dimitrov, 2017). 


Cost Concerns
Companies and organizations embracing diversity in the workplace stand to benefit from numerous benefits of a diverse workforce, as mentioned above. However, obtaining a diverse workforce can be an expensive affair for most organizations (Vaux, 2018). Generally, a diverse workplace translates to increased investments to meet different employee needs. For instance, an employee workforce that includes physically disabled individuals like the blind may require the organization to invest in providing the necessary equipment and resources to meet these individuals’ needs. Furthermore, having employees using wheelchairs may require for the construction of a ramp to facilitate their access to the business premises. In other instances, diversification of the workforce results from the organization expanding its operations to various physical locations across the world (Vaux, 2018). In such instances, the organization has to spend a significant amount of resources to acquire various individuals in the new locations, and in training them with regards to organizational culture. 
Besides, diversification involves hiring and acquiring professionals from varied areas of specialization and with different professional backgrounds and perspectives regarding specific ideologies to help improve business operations (Vaux, 2018). However, the process of doing so may prove to be an expensive endeavour for organizations in terms of resources and time invested. In general, building a team that truly reflects the diversity of the current world is a relatively expensive affair that may require capital-intensive approaches (Vaux, 2018). Where differences arise between these individuals, the organization may incur huge expenses in dealing with the differences through activities like team-building and training. 
Resistance to Change
Additionally, resistance to change in the organization is another factor that is highly overlooked in various organizations (Vaux, 2018). Despite the numerous benefits that organizations stand to obtain from a diversified workplace, a general resistance to change that follows the process of getting a diverse workforce is another considerable concern for the organization. One source of resistance to change is from the human resource department, which may argue against employment of diverse employees, for instance including the physically disabled, based on the difficulty to manage such a workforce. As discussed, diversification, especially when including these physically disabled persons, can be a relatively expensive affair. However, under the federal Americans with Disabilities Act of 1990 (ADA), employers are discouraged from discrimination against qualified individuals with disabilities, with such actions attracting penalties (Ellis, 2020). Another source of resistance is the employee workforce. As discussed, diversification may mean acquiring more qualified individuals, which could mean the current employees, may feel threatened. Such feelings could significantly impact the organization negatively, affecting its productivity and performance. 
Respect Issues
Another concern associated with diversification in the workplace that is also not considered by many institutions as significant is the issue of respect between the different employees (Vaux, 2018). Workplace diversification brings together individuals of different calibres, who hold different personal values, and who are generally different on varies basis. With a highly heterogeneous workforce, issues of respect between the various individuals can be a factor of considerable debate. When individuals stay together for an extended period, they tend to get used to each other, and such may contribute to general erosion in fundamental values like interpersonal respect (Jones et al., 2017). Additionally, issues like unprofessional behaviours, such as bullying, are bound to crop up in the organization, resulting in strained relationships and the creation of sterile environments.
Respect issues are also closely associated with the age difference issue, which is also an issue of considerable concern in a diverse workforce.
Psychology of Change
A major misconception among the business elites is that workplace diversity refers to the process of meeting specific needs, as mentioned in classification criteria, including race and gender classifications. However, diversification involves processes that are more complex and may sometimes take an entirely new direction on employee outlook regarding their perceptions of the working environment and the relationships existing between individual employees (Hilton & Anderson, 2018). However, diversity impacts more than the physically visible factors in an organization, such as employee productivity and company productivity. Diversity can significantly impact the human side of change, which, according to the psychology of change, refers to the science and art of studying human behavior as it relates to transformations in their environments (Hilton & Anderson, 2018).
[bookmark: _Hlk47390703]As organizations and companies contemplate improving diversity in the workforce, one major concern is the impact of these changes on employees psychologically. In the psychology of change framework, agency, which is the cognitive desire to work with purpose, comprises two major components, power, and courage (Hilton & Anderson, 2018). Diversity has considerable impacts on both elements of agency, which are a reflection of the individual employees. One of the areas of concern for the psychology of change is in unleashing intrinsic motivation. In general, triggering inherent motivation refers to the process of providing an enabling environment where individuals can provide services based on individually held values, to achieve a common objective (Hilton & Anderson, 2018). However, the diversification of the labour force may make this entirely impossible to achieve. As mentioned earlier, having a diversified labour force translates to a wide range of individual needs, which may be impossible to meet. Therefore, diversification poses significant challenges for organizations that rely on employee self-drive to achieve specified organizational goals. 
Additionally, in terms of interpersonal relations, the psychology of change is concerned with positive interpersonal relationships that encourage purposeful actions among employees. At the interpersonal level in the psychology of change framework, the objective is to create a conducive environment that promotes the positive operation of the individual employees and the group as a whole (Vaux, 2018). However, the numerous short-comings of diversity present significant challenges that threaten to impede positive interpersonal interactions between employees, thus, forming a substantial issue of concern for the relevant organization.
Conclusion
The increasing demands for the diversification of workplaces have seen many organizations bring on-board individuals from various cultures, races, age brackets, genders, and nationalities into the same working space (Guillaume et al., 2017). These trends in diversification have seen organizations experience numerous advantages that would otherwise not have been experienced. However, diversification has brought with it a fair share of challenges and concerns. These include communication concerns, where information sharing is negatively impacted by such issues as fluency and accents, stereotyping of individuals, where individual employees are judged based on generally held perceptions relating to their age and gender (Vaux, 2018). Discrimination is another concern associated with diversification in the workplace, where individuals from specific groups are often side-lined in organizational operations. Furthermore, diversification has also been associated with increased costs, regarding investments that come with a diverse population. Finally, a concern that is often overlooked by businesses is the psychological impacts of change, which has significant implications on employee interactions and productivity (Vaux, 2018). 
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category is direct versus indirect communication (Hussain, 2018). For instance, Western cultures embrace direct communication, while most Eastern cultures follow indirect communication structures. The difference in these two has a significant influence on the way individuals from the two cultures respond to each other, thus affecting cohesiveness in the organization.
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