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Question 1.

I can define diversity as the understanding, acknowledging and valuing the differences portrayed by people at the workplace such as gender, race, ethnicity, class, and disabilities. At the workplace, diversity promotes teamwork, acceptance, and respect despite the differences brought by the wide range of backgrounds and demographics. However, diversity arises as an issue at the workplace when the differences are not understood and managed well. For instance, lack of acceptance of the beliefs and diverse cultures from fellow employees can lead to conflicts and hence lack of collaboration. Additionally, distinct differences such as physical disabilities require special navigation features at the workplace for example ramps. Lack of such features makes it difficult for workers to access their working areas. Therefore, it can lead to demoralization and ineffective performance. 

Question 2.

 Working as the supervisor for NYS Medicaid, an agnostic employee reported that they felt uncomfortable seeing “Jesus Saves” as the screen saver on the computer of an employee sitting next to them. Upon receiving the complaint, I did an investigation and realized that it was correct about the screen saver. I also noticed a looming tension between the two workers. I summoned the two employees and explained to them about the freedom of expression and displaying of religious symbols within the workplace. I explained to them having religious symbols at the workplace was allowed but only on personal items such as phones and tablets. However, having religious symbols on computers in the workplace was not right since other workers could use computers which may cause discomfort if they do not conform to the particular belief. My actions resulted in an agreement between the two workers who expressed their respects for each other’s beliefs. The Christian employee also complied and removed the screen saver from the office computer.

Question three.

An inclusive workplace creates a working environment whereby group and individual differences are valued, welcomed and integrated within the organization. The working environment is characterized by fair access to available opportunities and open communication between the workers. The workers also share responsibility as well as accountability. A workplace that does not value the essence of diversity faces problems such increased perceptions of inequity and discrimination. Besides, the workplace also exhibits low morale and lack of worker commitment. Non-diverse working environments also suffer a lack of collaboration and cooperation between workers. At an extent, some workers refuse to work in an environment with a specific type of people hence denying the organization their vital contribution. 

Question Four.

The mission of the office will be; “To strengthen and leverage an inclusive and diverse workplace and workforce by building organizational capacity and leadership capability.” The glossary of terms includes discrimination, race, ethnicity, gender, complaint, workplace, bullying, abusive conduct, inclusion, and diversity. The office will be equipped with interpersonal training materials as well as legal and team building resources. Some of the proposed initiatives include ensuring that all underrepresented workers participate in interviews relating to diversity. Moreover, the office will embark on carrying out a test that will allow the employees to understand communication and working styles. 

Question 5.

Creating a comprehensive list of all dimensions of diversity is difficult because perceptions towards some of the diversity issues keep changing every day. Further, the lack of understanding during the interactions of different people from diverse backgrounds create new dimensions occasionally. Workplace diversity is a complex issue due to the human-made system that comprises many components that interact together (Dike, 2013). Apart from that, the behaviour of the system is determined specific individual behaviours which at times are not accurately predictable. 

Question six.

Knowing the importance of diversity and inclusion at the workplace, I would discern the new organization to show diversity and inclusion from their recruitment, retention of workers and handling of issues arising from diversity. I would expect the new organization to have safe channels through which employees can report any discrimination arising from diversity differences. I would also discern the organization embrace pieces of training that boosts employee satisfaction, fuel their innovation and team building activities centred on diversity. 

Question Seven. 

To achieve an effective training program, I would include experiential training focused on behaviours. A practice-based training will be effective incorporating and developing the necessary skills required in understanding the scope of diversity. I would ensure that the participants apply what they have learned. On the other hand, goal-oriented training is imperative. I would adopt clear metrics to evaluate the effectiveness of the exercise by enumerating action plans and comparing the actions with organizational competencies. Lastly, I would implement frequent assessments at distinct periods for instance quarterly or annually whereby a review of the existing programs and policies for diversity and inclusion is conducted.

Question 8.

In my additional information, I would like to highlight the reasons why some diversity programs fail. The first reason is diversity training. While people are taught how to respond to bias, despite that, most of them soon forget the answers. The positive effects of the training do not last for long and hence the importance of periodical training (Dobbin and Kalev 2016). On the same note, most of the pieces of training use negative messages creating non-impressive sentiments about bias. Second, with a rising application of mandatory hiring tests, managers find it challenging to hire prospective employees whom they please. In such a case, the effectiveness in applying the criteria in curing biasedness is not fruitful. Lastly, companies have outlined grievance procedures. However, many managers rather than changing their behaviour retaliate negatively through ridicule which adversely affects diversity in the workplace.    
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