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ABSTRACT

The growing acceptance of marrying across racial and ethnic lines (as reflected in US census statistics) 
together with the growth of demographic changes across workplaces is fueling fears among some who 
see their culture being threatened and react by engaging in overt discrimination. One concern regards 
employers having access to databases containing talented individuals who are ready to work. Their 
choices hinge on the abilities required to further their enterprise. Paradoxically, a business’s culture’s 
greatest strength could be its greatest weakness when not consistent with sound business strategies. 
Moreover, when such a culture prevents a firm from meeting competitive threats, this can lead to the 
firm’s stagnation and ultimate demise. Diversity has never been thought of as a strategy until now. This 
chapter explores workforce diversity.

INTRODUCTION

Workplace diversity refers to the similarities and differences among people employed within an organiza-
tion. Aspects of workplace diversity may include age, race, gender, personality, religion, sexual orienta-
tion, and education. When the coal mines closed; when the factory jobs disappeared; when Bessemer 
Road and Petticoat Lane and other high street businesses began taking down signs and logos; when the 
population started a steady decline; and when the healthcare industry was on the brink of bankruptcy; 
the residents of Tottenham, London, England or Hazelton, Pennsylvania, USA flocked downtown for 
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their annual Funfest regardless of age, race, age, gender, religion, or education (Norris and Laub, 2018). 
The Tottenham, London festival brings together a diverse population ranging from African, Americans, 
Asiatic, Caribbean, European, Hispanic, and many other peoples who claim the British Isles as their home. 
In Hazelton, Pennsylvania, the festival attracts all those who are fascinated with aspects of American 
culture including beer, wine, music, and fancy attire (Norris and Laub, 2018).

BACKGROUND INFORMATION

Symbols of the Cities

Each week, in Tottenham City, the Hotspurs Stadium on White Hart Lane hosts live national and Eu-
ropean football/soccer matches attended by more than 100,000 fans, with millions more watching the 
games on television. The crowds include Africans, Asians, Indians, Pakistanis, West Indians, and na-
tive Europeans. London demographic data show the presence of minorities in the workplace and in the 
school system. The demand for healthcare impacts children and adults from all races and ethnic groups.

Today’s youth are of a different complexion than the youth of 50 years ago. Norris and Laub (2018) 
show that in America, the color of non-Hispanic whites is less than 50% of the youth population in 632 
of America’s 3,142 counties. Most of these are in southern and coastal states. It implies that employers 
have a wider selection of talent. Norris and Laub suggested that by 2020, 50.2% of American children 
will be from today’s minority groups. By 2044.5, 50.3% of Americans of all ages will be from those 
same groups.

Organizational Culture

In Schein (1992), organizational culture encompasses values and behaviors that contribute to the unique 
social and psychological environment of an organization. According to Needle (2004) organizational 
culture represents the collective values, beliefs and principles of organizational members and is a product 
of factors such as history, product, market, technology, strategy, type of employees, management style, 
and national culture; culture includes the organization’s vision, values, norms, systems, symbols, lan-
guage, assumptions, environment, location, beliefs and habits. In later research, Edgar (2013) asserted 
that a chronic issue in conceptualizing culture is whether to think of it as a static property of a given 
organization…its shared customs, beliefs norms and values and tacit assumptions or whether to think 
of principles as a dynamic human process of constructing shared meaning. Culture creation is one of 
the unique human characteristics of humans, being based on our capacity to be self-conscious and able 
to see ourselves and others from each other’s points of view. It is this reflexive capacity of humans that 
makes culture possible. Schein suggested that given these human characteristics, it was then clear that 
culture was both a process and a state.

In Freiberg and Freiberg (2013), it is suggested that for many years companies have relied on em-
ployee surveys and gone are those days. The people doing the job need to be far more than satisfied. 
They essentially should be enthusiastic about the company. They must to continue to learn and improve 
their disposition to produce the goods demanded by the customers.



 

 

14 more pages are available in the full version of this document, which may

be purchased using the "Add to Cart" button on the publisher's webpage:

www.igi-global.com/chapter/workforce-diversity/287925

Related Content

“RISE” Up Reduce School Suspensions: Unsilenced Voices of African American Students,

Families, and Communities
Saundra Johnson Austin, Brenda L. Walker, LaSonya L. Moore, Marquis B. Holley, Samuel Larmar Wright,

Sr.and Lisa M. Knight (2022). Implementing Diversity, Equity, Inclusion, and Belonging in Educational

Management Practices (pp. 156-173).

www.irma-international.org/chapter/rise-up-reduce-school-suspensions/308165

COVID-19 as a Barrier to Access for Learning by Persons With Disabilities in Higher Education:

A Case of Kyambogo University, Uganda
Ephraim Lemmy Nuwagaba, Francis John Garuzookaand George Willy Kutosi (2023). Fostering Diversity

and Inclusion Through Curriculum Transformation (pp. 192-212).

www.irma-international.org/chapter/covid-19-as-a-barrier-to-access-for-learning-by-persons-with-disabilities-in-higher-

education/326866

Voices in the Desert: Black Women Faculty in the American Southwest
Xeturah M. Woodley (2019). International Journal of Bias, Identity and Diversities in Education (pp. 1-13).

www.irma-international.org/article/voices-in-the-desert/231470

Monitor and Adjust: Navigating Academe Through the Performance of Equity and Justice
Shallegra Moye (2022). Black Women Navigating Historically White Higher Education Institutions and the

Journey Toward Liberation (pp. 25-50).

www.irma-international.org/chapter/monitor-and-adjust/307814

Democracy as Othering Within Finnish Education
Ashley Simpson (2018). International Journal of Bias, Identity and Diversities in Education (pp. 77-93).

www.irma-international.org/article/democracy-as-othering-within-finnish-education/204616

http://www.igi-global.com/chapter/workforce-diversity/287925
http://www.irma-international.org/chapter/rise-up-reduce-school-suspensions/308165
http://www.irma-international.org/chapter/covid-19-as-a-barrier-to-access-for-learning-by-persons-with-disabilities-in-higher-education/326866
http://www.irma-international.org/chapter/covid-19-as-a-barrier-to-access-for-learning-by-persons-with-disabilities-in-higher-education/326866
http://www.irma-international.org/article/voices-in-the-desert/231470
http://www.irma-international.org/chapter/monitor-and-adjust/307814
http://www.irma-international.org/article/democracy-as-othering-within-finnish-education/204616

