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			– Abby Ahlers, Librarian/Media Specialist,

			Village Christian School

			The topic is fascinating and a crucial issue in HRM these days. The chapters are written in an orderly manner. Everything looks good to me. 

			– Fariba Azizzadeh, Ph.D, Assistant Professor,
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			Introduction

			Although the focus of this book is on diversity in the workplace, diversity is prominent, significant, and encountered in many other environments. It is an aspect of an individual’s daily personal life that is taken to work with them consistently.

			Some individuals infer a positive correlation between an organization’s success and the diversity it embraces. For others, merely hearing the word diversity feels like an imposed buzzword that makes people antsy about getting along at work.

			Many organizations and leaders have determined that diversity is essential to a company’s growth and overall health. Entities have begun listening to the outpouring cries of their employees and the communities in which they serve and operate. Leaders understand that their role in supporting the organization’s evolution requires an authentic desire to promote effective change within and around the company. Additional training, recruitment strategies, and retention efforts are a few ways many organizations address the needs of employees and the community while also leading change. All of these efforts are a response to the realization that embracing and incorporating diversity provides significant benefits to any organization.


      Even with so many individuals urging companies to become a more accurate reflection of the diversity that exists in society, there are still many employees and others who have grown weary of the conversations and attention companies are devoting to diversity. To many, talks about diversity may feel like a trendy notion ignited by a workplace buzzword. This book will demonstrate that diversity is much more than a buzzword. In fact, diversity is far too ingrained in historical experiences and cultural identity to marginalize it into a trendy notion of how to improve the work environment. Diversity has been a driving force in workplace decision-making for centuries and remains relevant to the current matters affecting workplace success. 

			It is no secret that the world is constantly changing. Over the past several decades, organizations have experienced progressive transitions in pay equity laws, women’s rights, civil rights, and, more recently, opinions surrounding health and medical independence. The COVID-19 pandemic seemed to disrupt work-life balance when employees had to decide whether to wear a mask at work or risk losing their jobs. Workers faced decisions about taking vaccines to promote safety, choosing remote employment, and childcare alternatives. Many aspects of how people live gradually penetrate the realm of how they work, all leading to changes sparking worldwide conversations. Correspondingly, throughout all of the change, diversity lingers in the background, influencing decision after decision in both work and daily living. 

			To successfully navigate gradual changes and their impact on the workplace, organizations must recognize fluctuations in societal norms, rules, laws, opinions, and individuals’ behavior. Failure to detect when changes are occurring otherwise causes companies to suffer stagnated growth and declines in the economic and cultural stability. Therefore, companies must pay closer attention to the positive and negative effects that changes in the environment and society impose on working conditions. 

			Often, activities occurring in different cultural, economic, political, and social climates manifest through the behaviors and beliefs of individuals. It is difficult to acknowledge and address the workplace impact of climate changes without also understanding how diversity manifests in a person’s day-to-day living conditions, holistically.

			Progressive companies with visionary leaders can transition and grow to adapt to changes around them. A viable goal for leading organizations is to recognize, respond to, and nurture diversity within individuals that influence the workplace. At work, such diversity among people impacts the ability to create, manage, and grow successful organizations. 

			Human Resource professionals, managers, and organization leaders all have vested interests in diversity and its impact on a company. However, anyone exploring cultural, social, economic, or political studies will enhance their insights by broadening their diversity literacy. 

			Diversity in the Workplace introduces easy-to-interpret content that explains critical concepts surrounding identity, diversity, microaggressions, privilege, ethics, inclusion, advocacy, leadership, cultural awareness, corporate responsibility, and other factors that branch from one’s individuality. Once people can identify and understand how these aspects of diversity collectively affect a culture, they can be applied to the workplace for improved results.

		


		
			Who can benefit from the book?

			
			This book concisely explains challenging concepts and provides clear examples, so any professional new to the workforce can become aware of and understand diversity literacy. It is also comprehensive enough to offer organizations, leaders, and tenured professionals, deeper insight into the impact of diversity in the workplace that may have traditionally been overlooked, disregarded, or misunderstood. 

			The book’s target audience includes:

			●HR Professionals

			●Undergraduate and Graduate students focusing on: Business, HR, Ethics, Political Climate, Sociology, Critical Race Theory (CRT), Organizational Development, Organizational Change, Change Management, History (Business Related), or similar disciplines

			●Professionals new to the workforce (or recent graduates) 

				
		


		
			How to use the book

			This book introduces the historical impact of identity and diversity on the workplace. It provides a firm foundation for individuals and organizations to learn why diversity, equity, and inclusion (DE&I) are essential in the work environment.

			●Each chapter progressively explores the importance of understanding how identity and diversity affect individuals at work.

			●Readers should read with the intent to enhance knowledge and understanding concerning various types of diversity like race, gender, sexual orientation, age, etc., rather than to determine right vs. wrong.

			●Several chapters include a section titled “Reflection” that may focus on the entire chapter or subsections of the chapter. The Reflections section is designed to evoke critical thinking so that readers can demonstrate practical knowledge based on the content from the section.

			●Reflection sections do not include answers. However, professors, facilitators, and others may encourage readers to utilize the section for critical thinking exercises and working through scenarios that could present various options.

			●In sections concerning workplace decisions, where a scenario is presented and the reader is asked to reflect on options, the reader should take the perspective of an organizational leader, manager, HR professional, or a similar role to determine potential actions based on the scenario. (Note: Readers can also reflect on the scenario from an individual perspective, determining possible actions that could be taken if the situation were personal and the reader is now equipped with additional knowledge concerning expectations in the workplace.)

			●The book’s content does not represent the author’s personal, political, social, or other views. It is a compilation of information to enhance the knowledge and understanding of professionals in the workplace concerning diversity, equity, and inclusion.  

		


		
			Chapter 1
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									Identity


		
		



    Chapter one introduces the term identity and its significance in understanding diversity. Personal and cultural identity are defined and explained in order to build a foundation for how individuals and groups are perceived within individual communities, society, and the workplace. The content includes historical background, theories, ideas of various academics, and events that have influenced the evolving definition of identity. The chapter outlines key concepts including privilege, white fragility, intersectionality, and multiculturalism, to expound on the perception of identity by oneself and others.




    Key learning objectives should include the reader’s understanding of the following:

    
    
    ●Definition of key terms: identity, privilege, white fragility, intersectionality, and multiculturalism

    ●Historical background and significance of individual and cultural identity

							●Theories associated with identity formation

							●Ways to categorize identity

							●Early impact of identity on work and workers

							●Different types of privilege commonly associated with the work environment


   

A logical approach to explaining diversity and its workplace impact begins with understanding identity. It may seem trivial to ask Who am I? or What am I?, but these questions are foundational for enlightenment concerning oneself and others. Identity is a key component of diversity. In its simplest terms, identity is defined as the characteristics that describe who someone or what something is. It includes elements that are inherent to identity such as one’s race or eye color. However, a more comprehensive description may expound the definition by adding terms like memories, values, experiences, relationships, beliefs, or awareness to replace or enhance the word characteristics. 

Relationships that are cultivated at different stages in life or with different people also make up identity. Assigning titles like parent, co-worker, friend, partner, or supervisor can be how someone may begin to identify their own role in a relationship. Each role is further characterized by expectations ingrained into one’s perceived identity. 

Specific beliefs, values, or memories may collectively form a version of someone that helps describe their identity. These internal characteristics influence the choices that a person makes throughout their life. However, it is important to note that these descriptors, just like external ones, evolve over time.

Features like height and eye color are also commonly used to describe a person. On most state driver’s licenses, government agencies add these external characteristics along with a photographic image to serve as the basis of one’s visible identity.

Even with such a broadened scope of descriptors, the definition of identity may still feel somewhat incomplete if a person is asked, “Who are you?” That is because identity could essentially be anything for anyone. 

At work, a lack of understanding one’s own identity or the critical aspects of others’ identity can detrimentally affect an entire organization. It is not essential to know or understand every element of a person that defines them. It is, indeed, impossible. However, learning the aspects of a person’s identity that are incorporated into their daily work-life and that help define their role as an employee, co-worker, supervisor, boss, or customer is pertinent for evaluating diversity in the workplace.

The Iceberg Example

A common reference that helps unveil the mystery of identity is the iceberg. An iceberg is a large piece of ice that sits in the middle of a larger body of water. The small portion of the frozen-solid mass visible above the waterline is referred to as the tip of the iceberg. The tip is typically only one-eighth of the entire iceberg, so the majority of the mass floats below the water’s surface. The hidden portion may take many shapes and can be extremely dangerous to travelers if they make wrong assumptions regarding its size or strength.

Figure 1.1
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Ship meets an iceberg - infographic template by lenoleum – Adobe Stock File #:162757715

Similar to the iceberg example, individuals have features that appear evident to others. However, those external features make up only a small portion of the person’s identity. The unseen characteristics like values, beliefs, and experiences account for just as much in ascertaining a person’s true identity. 

Categorizing Identity

What makes sense? How can I figure it all out? These questions speak to the natural human inclination to find meaning in the things around them. Seeking connections and correlations is how many people rationalize the world. Even infants, who may not know the definitions or use for specific objects, have a natural inclination. If they are hungry, a toddler may put things into their mouth. Sometimes they even do it when they are not hungry. However, something motivated them to figure out if the object in front of them and their ability to place the object in their mouth would work well together. The unexplainable desire to form a connection between two or more things is how we begin to categorize those things. 

First, determining that things with different characteristics can be separated from things that have similar characteristics allows those things to be sorted. Sorting requires identifying and comparing features that are distinctly different from one thing and the next so that each distinctive feature can be categorized.

There are countless ways to categorize identity. A witness to a hit and run accident may describe a vehicle as red or blue. The vehicle may be a car or a truck, or large or small - all these descriptors are seemingly straightforward. However, when talking about a person, the same witness may refer to a driver as the victim or perpetrator. They may describe characteristics traditionally associated with a male or female, such as a beard or color of make-up. Although these descriptors may also seem, at first glance, straightforward, they could be far more complex depending on a myriad of factors. 

Referring to previous examples, the ways in which identity could be sorted are based on a person’s visible characteristics and those that are not visible. Although these two categories may seem relatively simple, categorizing them is more complex. Just like in the iceberg example, it would be a mistake not to consider various aspects of what is unseen. 

For now, think of identity using three very large buckets: 1) things that are visible, seen, or observed 2) things that are not visible or able to be seen or observed, and 3) what is believed, perceived, or assumed. You can begin to sort almost anything using these three broad categories. Still, it gets tricky, because as you will learn later, every aspect of identity is not always evident enough to categorize.

A More Heroic Example of Identity

Use Clark Kent, for example. If you have no idea who he is, then discussing identity is perfect because you get to figure it out. If you are familiar with his character, this example should help broaden your knowledge about identity.

On the surface, Clark Kent is a man traditionally defined by his shy, modest, and common behavior. He wears glasses, stumbles, and has a regular job as a reporter. He is often described as handsome and mild-mannered. Clark Kent grew up on a farm and was adopted by two loving parents who happened to stumble across him after he was abandoned on their farmland as an infant. 

Each of these descriptive characteristics can be categorized and put into the bucket for things seen or observed. They include Clark’s mannerisms, physical attributes, relationship roles, and other identifiers that others can visually or interpersonally interpret.

Relying only on the bucket that holds visible or observed interpretations of one’s identity leads to a failure in understanding and acknowledging true identity. For instance, Clark also has an alter ego, Superman. While Clark and Superman are indeed one in the same person, not all of the traits that give Clark his superhuman abilities are visible. Imagine that Clark Kent never had a red cape, tights, or took off his glasses. Would that stop him from possessing the characteristics that most people associate with Superman? For instance, Clark has superhuman strength, heat and x-ray vision, super hearing, and even the ability to fly. Without ever witnessing Clark Kent do any of these things, would he still possess all of these abilities and characteristics? The answer is yes. Dressed and operating under the visible guise of Clark Kent, he would still possess all of the internal (unseen) characteristics and abilities of Superman.

Figure 1.2
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There are now two buckets of identifiers. Those that can visibly be seen or interpreted and those that Clark Kent still possesses but that are not visible or immediately observed. Clark’s alter ego abilities and characteristics as Superman can go in the bucket of things unseen. 

Finally, the third bucket holds beliefs, perceptions, and assumptions. Start with Clark’s beliefs. Even if he is not dressed up in his cape, does Clark believe he can fly? Does he believe he can hold a busload of kids in the air? What about the people who have heard stories about someone who flies through the air but have never witnessed it for themselves? Do they believe Clark Kent could have these capabilities? Could some people assume that because he can fly and lift a bus that he is also completely invincible? 

Clark’s beliefs about himself, perceptions that others gather from stories they have heard, or even the assumptions that people make are all important, because they do not have to be seen to become defining descriptors for Clark’s identity. They are still elements of what makes Clark Kent who he is. They are still elements of what makes Clark Kent and others believe Clark can do what he can do. 

Identity At Work

Perhaps for Clark Kent, it was rough growing up having to hide all of his experiences and hidden talents. Although he made a conscious effort to hide them for his safety, privacy, or other reasons, hiding them did not negate them. In the workplace, there are millions of Clark Kents. Not all of them have superhuman abilities, and in most cases, you will never see coworkers or team members put on a red cape.  However, some people do have exceptional talents, characteristics, and skills. Some people may deliberately shelter aspects of their identity while others may want to express elements of what makes them unique.

Talents come in the form of specialized knowledge, skills, and abilities. For example, describing someone with good listening and communication skills could be the defining descriptor differentiating between a good therapist and one who is not as skilled at their job. All of the characteristics that uniquely define who or what a person is helps to identify them. Identity is, therefore, something that is broadened in scope by both the possessor of the characteristics and the interpreter distinguishing the characteristics. 

At work, identity is also expressed in many forms, which we will discuss throughout this book. Learning more about identity will provide a solid foundation for understanding diversity. Employers categorize individuals before they are even a part of a company. They start with the recruitment process. Sometimes individuals are categorized by educational credentials, such as those having a degree or certification. For certain companies, there are efforts to hire veterans, disabled or bilingual individuals. These distinguishing factors are all elements of identity, and subsequently, diversity, among applicants, candidates, or employees. As we move forward, you will learn how identity and diversity have historically impacted organizations. Professionals seeking to understand diversity better must be open to learning about various aspects of personal identity that make each person uniquely diverse.

						1.1 Historical Background of Identity and Diversity




How Identity Is Formed

Now that you know that identity can be made up of many things, it is equally important to understand how identity is formed. Some aspects of identity are assigned at birth (or soon after), such as a person’s name. Also, at birth, doctors will typically assign a sex, such as male or female, which can be a descriptive identifier for a long time. However, even one’s assigned sex does not confirm their complete identity. 

Personal identity or self-identity is also influenced by parents, peers, childhood experiences, experimentation in adolescence, and many other factors. Scholars have shared several theories about how identity is formed and based their lifelong work on understanding its effects on individuals.

Sigmund Freud (1856-1939) is the founding father of psychoanalysis, which is, among other things, a theory that explains human behavior. According to Freud’s psychoanalytic framework, the human mind is made up of three parts, the id, ego, and superego. Freud proposed that each part is driven by different motives. 

1.	The Id is driven by instinct and desire

2.	The Superego is driven by morality and values, and 

3.	The Ego moderates both the id and superego and creates one’s identity

Freud further contended that events in a person’s childhood greatly influence their adult life and help to shape their personality.

Figure 1.3
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Like Freud, others have explored theories about identity and its formation. Psychologist, Erik Erikson (1902 – 1994), proposed a development theory based on different stages of life. He coined the term ego identity, a conscious sense of the merged different versions of oneself that are developed through social interaction and that constantly change due to new experiences and information acquired in daily interactions with others.

Erikson divided the lifecycle into eight stages that each contained a conflict. According to his psychosocial theory, at each stage of the lifecycle, individuals experience and need to resolve a different type of conflict. To progress through the life cycle successfully, individuals would need to apply a resolution. Successfully resolving the conflict added to the healthy development of their personality and a sense of competence. Erikson believed that the main conflict that occurs during adolescence is identity versus role confusion and failure to master the conflicts at the adolescent stage would lead to feelings of inadequacy.

Adolescents have long faced challenges with forming identity. Insurmountable obstacles and conflicts arise during the adolescent phase which often is a roadblock to fully conquering the many aspects that form one’s identity. Social media, schools, family structures, religious institutions, and even employers contribute to forming adolescent identity. Making decisions such as which sports to play, which friend groups to establish, or what religious affiliation one would like to have, are all conflicts that may present themselves to adolescents. In many cases, by the time some of these conflicts are resolved, an adolescent has begun to transition into adulthood.  At that point, there are new and equally challenging conflicts to conquer. 

In adulthood, individuals may struggle with career choices, the decision to become a parent, retirement, socio-economic responsibilities, and more. Based on Erikson’s and Freud’s theories about identity and the many aspects that it can encompass, it is clear that identity is formed in different ways. It is essential to understand that identity is not an immediate creation but is developmental in nature, as, over time, it builds on changing appearances, experiences, and beliefs. Identity is therefore formed at various stages by exploring different options and committing to an option based upon the outcome of the exploration. This exploration does not consider specific identifying characteristics such as those assigned at birth by another individual. 

Early Impact of Identity on Work

Throughout history, race, skin color, language, ethnicity, and other outward-facing characteristics have long been sources for identifying and categorizing workers. The early 1600s are widely regarded as a landmark, representing what has become acknowledged as the beginning of slavery in America. Although there are several accounts of other acts of slavery before the 1600s, 1619 is documented as a timeframe when human cargo of enslaved persons was brought to colonies to perform work functions for other individuals or entities. 
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