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1.3: Diversity and the Workforce

2. How diverse is the workforce?

In 1997, researchers estimated that by the year 2020, 14% of the workforce would be Latino, 11% Black, and 6% Asian. Because
of an increase in the number of racial minorities entering the workforce over the past 20 years, most of those projections have been
surpassed as of 2016, with a workforce composition of 17% Hispanic or Latino of any race, followed by 12% Black and 6% Asian
(see Figure 1.3.1). American Indians, Alaska Natives, Native Hawaiians, and Other Pacific Islanders together made up a little over
1% of the labor force, while people of two or more races made up about 2% of the labor force. Women constitute approximately
47% of the workforce compared to approximately 53% for men, and the average age of individuals participating in the labor force
has also increased because more employees retire at a later age. Although White people still predominantly make up the workforce
with a 78% share, the U.S. workforce is becoming increasingly more diverse, a trend that presents both opportunities and
challenges. These demographic shifts in the labor market affect the workforce in a number of ways due to an increasing variety of
workers who differ by sex, race, age, sexual orientation, disability status, and immigrant status.
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Figure 1.3.1: Percentage distribution of the labor force by race (Attribution: Copyright Rice University, OpenStax, under CC-BY
4.0 license)

Gender

Increasingly more women are entering the workforce. Compared to 59% in 1977, the labor force participation rate for men is now
approximately 53% and is expected to decrease through 2024 to 52%. As the labor force participation rate decreases for men, the
labor force growth rate for women will be faster. Their percentage of the workforce has steadily risen, as can be seen in Figure
1.3.2, which compares the percentage of the workforce by gender in 1977 to 2017.

Although more women are entering the labor force and earning bachelor’s degrees at a higher rate than men, women still face a
number of challenges at work. The lack of advancement opportunities awarded to qualified women is an example of a major
challenge that women face called the glass ceiling, which is an invisible barrier based on the prejudicial beliefs that underlie
organizational decisions that prevent women from moving beyond certain levels within a company. Additionally, in organizations
in which the upper-level managers and decision-makers are predominantly men, women are less likely to find mentors, which are
instrumental for networking and learning about career opportunities. Organizations can mitigate this challenge by providing
mentors for all new employees. Such a policy would help create a more equal playing field for all employees as they learn to orient
themselves and navigate within the organization.
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Figure 1.3.2: Percentage Distribution of the Labor Force by Sex (Attribution: Copyright Rice University, OpenStax, under CC-BY

4.0 license)
One factor that greatly affects women in organizations is sexual harassment. Sexual harassment is illegal, and workers are
protected from it by federal legislation. Two forms of sexual harassment that can occur at work are quid pro quo and hostile
environment. Quid pro quo harassment refers to the exchange of rewards for sexual favors or punishments for refusal to grant
sexual favors. Harassment that creates a hostile environment refers to behaviors that create an abusive work climate. If employees
are penalized (for example by being demoted or transferred to another department) for refusing to respond to repeated sexual
advances, quid pro quo sexual harassment has taken place. The telling of lewd jokes, the posting of pornographic material at work,
or making offensive comments about women in general are examples of actions that are considered to create a hostile work
environment. According to the Equal Employment Opportunity Commission, sexual harassment is defined as the “unwelcome
sexual advances, requests for sexual favors, and other verbal or physical harassment of a sexual nature. Harassment can also
include offensive remarks about a person’s sex.” Although both men and women can be sexually harassed, women are sexually
harassed at work more often. In addition, Black and other minority women are especially likely to be subjected to sexual
discrimination and harassment.

Figure 1.3.3: The treatment of women in business has become a hot topic in corporate boardrooms, human resources departments,
and investment committees. Tamara Johnson, who is profiled in the opening feature to this chapter, moves beyond simply
acknowledging widespread discrimination to focusing on solutions. Also on the agenda: the need to improve diversity and
inclusion across the board and breaking through the glass ceiling. (Credit: Tamara Johnson/ Attribution 2.0 Generic (CC BY 2.0))
It is in the organization’s best interest to prevent sexual harassment from occurring. Ways to do this include companies providing
ongoing (e.g., annual) training so that employees are able to recognize sexual harassment. Employees should know what constitutes
acceptable and unacceptable behavior and what channels and protocols are in place for reporting unacceptable behaviors. Managers
should understand their role and responsibilities regarding harassment prevention, and a clear and understandable policy should be
communicated throughout the organization.
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Just as gender-based discrimination is illegal and inappropriate, so is discrimination or mistreatment based on pregnancy,
childbirth, or related medical conditions. While organizations may have different policies regarding maternity and paternity leave,
they must comply with both the Pregnancy Discrimination Act and the Family Medical Leave Act.

Race

Another important demographic shift in workforce diversity is the distribution of race. (Note that we are using categories defined
by the U.S. Census Bureau. It uses the term “Black (African American)” to categorize U.S. residents. In this chapter, we use the
term “Black.”)

While the White non-Hispanic share of the workforce continues to shrink, the share of racial and ethnic minority groups will
continue to grow. Specifically, Hispanic people and Asian people will grow at a faster rate than other racial minorities, and
Hispanic people are projected to make up almost one-fifth of the labor force by 2024. The projected changes in labor force
composition between 2014 and 2024 are as follows:

White non-Hispanic participation in the labor force will decline by 3%. Other groups’ share of the labor force is expected to
increase: Black (10.1%), Hispanic/Latino (28%), Asian (23.2%), and Other groups (i.e., multiracial, American Indian, Alaska
Native, Native Hawaiian, and Other Pacific Islanders) labor force share is expected to increase by 22.2%. With the workforce
changing, managers will need to be mindful of issues employees encounter that are uniquely tied to their experiences based on race
and ethnicity, including harassment, discrimination, stereotyping, and differential treatment by coworkers and decision-makers in
organizations.

Discrimination Against Black Employees

Race is one of the most frequent grounds for discrimination. Although Black people do not make up the largest share of the
workforce for racial minorities, research studies show they face discrimination more often than other racial minorities. As a matter
of fact, some experts believe that hiring discrimination against Black people has not declined over the past 25 years while
workplace discrimination against other racial minority groups has declined.

ETHICS IN PRACTICE

Discrimination in the Sharing Economy—#AirbnbWhileBlack

Airbnb, a popular home-sharing website founded in San Francisco in 2008, offers millions of homes for short-term rental in
more than 190 countries. This company has revolutionized the sharing economy in the same way that ride-sharing services
such as Uber and Lyft have, and according to the company, the site’s drive to connect hosts and potential renters has been able
to contribute to the quality of life of both homeowners and travelers. According to Airbnb’s press releases and information
campaigns, their services can reduce housing costs for travelers on a budget and can provide unique experiences for
adventurous travelers who wish to have the flexibility to experience a city like a local. The organization also claims that most
of its users are homeowners looking to supplement their incomes by renting out rooms in their homes or by occasionally
renting out their whole homes. According to a statement, most of the listings on the site are rented out fewer than 50 nights per
year.

Despite the carefully crafted messages Airbnb has presented to the public, in 2016 the company came under intense scrutiny
when independent analyses by researchers and journalists revealed something startling: While some Airbnb hosts did in fact
use the services only occasionally, a significant number of hosts were using the services as though they were hotels. These
hosts purchased a large number of properties and continuously rented them, a practice that affected the availability of
affordable housing in cities and, because these hosts were not officially registered as hoteliers, made it possible for Airbnb
hosts to avoid paying the taxes and abiding by the laws that hotels are subject to.

Title IT of the Civil Rights Act of 1964 mandates that hotels and other public accommodations must not discriminate based on
race, national origin, sex, or religion, and Title VIII of the Civil Rights Act of 1968 (also known as the Fair Housing Act
[FHA]) prohibits discrimination specifically in housing. However, Airbnb’s unique structure allows it to circumvent those
laws. The company also claims that while it encourages hosts to comply with local and federal laws, it is absolved from
responsibility if any of its hosts break these laws. In 2017, researcher Ben Edelman conducted a field experiment and found
that Airbnb users looking to rent homes were 16% less likely to have their requests to book accepted if they had traditionally
African American sounding names like Tamika, Darnell, and Rasheed.
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These findings, coupled with a viral social media campaign, #AirbnbWhileBlack, in which users claimed they were denied
housing requests based on their race, prompted the state of California’s Department of Fair Employment and Housing (DFEH)
to file a complaint against the company. In an effort to resolve the complaint, Airbnb reported banning any hosts who were
found to have engaged in discriminatory practices, and they hired former U.S. Attorney General Eric Holder and former ACLU
official Laura Murphy to investigate any claims of discrimination within the company. In 2016, Airbnb released a statement
outlining changes to company practices and policies to combat discrimination, and while they initially resisted demands by the
DFEH to conduct an audit of their practices, the company eventually agreed to an audit of roughly 6,000 of the hosts in
California who have the highest volume of properties listed on the site.

Sources: AirBnB Press Room, accessed December 24, 2018, https://press.atairbnb.com/about-us/; “Airbnb's data shows that
Airbnb  helps the middle class. But does it?”, The Guardian, accessed December 23, 2018,
https://www.theguardian.com/technolo...vention-survey ; and Quittner, Jeremy, “Airbnb and Discrimination: Why It’s All So
Confusing”, Fortune, June 23, 2016, http://fortune.com/2016/06/23/airbnb...mination-laws/.

Discussion Questions

1. What are some efforts companies in the sharing economy can take before problems of discrimination threaten to disrupt
operations?
2. Should Airbnb be held responsible for discriminatory actions of its hosts?

Currently, White men have higher participation rates in the workforce than do Black men, and Black women have slightly higher
participation rates than White women. Despite growth and gains in both Black education and Black employment, a Black person is
considerably more likely to be unemployed than a White person, even when the White person has a lower level of education or a
criminal record.

Black people frequently experience discrimination in the workplace in spite of extensive legislation in place to prohibit such
discrimination. Research has shown that stereotypes and prejudices about Black people can cause them to be denied the
opportunity for employment when compared to equally qualified White people. It is estimated that about 25% of businesses have
no minority workers and another 25% have less than 10% minority workers. In terms of employed Black people, research has
shown that, regardless of managers’ race, managers tended to give significantly higher performance ratings to employees who were
racially similar to them. Because White people are much more likely to be managers than Black people, this similarity effect tends
to advantage White employees over Black employees. Black people are also significantly more likely to be hired in positions that
require low skills, offer little to no room for growth, and pay less. These negative employment experiences affect both the mental
and physical health of Black employees.

Hispanic/Latino

Hispanic people are the second-fastest-growing minority group in the United States behind Asian people, and they make up 17% of
the labor force. Despite this and the fact that Hispanic people have the highest labor participation rate of all the minority groups,
they still face discrimination and harassment in similar ways to other minority groups. (Note that we are again using the categories
as defined by the U.S. Census Bureau, which predominantly uses the term "Hispanic" to refer to people of Cuban, Mexican, Puerto
Rican, South or Central American, or other Spanish culture or origin.)

Hispanic people can be of any race. As a matter of fact, increasingly more Hispanic people are identifying racially as White. In
2004 almost half of Hispanic people identified themselves racially as White, while just under half identified themselves as “some
other race.” More than 10 years later, approximately 66% of Hispanic people now identify themselves racially as White while only
26% identify themselves as “some other race.” The remaining Hispanic population, totaling approximately 7%, identify as either
Black, American Indian, Asian, Alaskan Native, Pacific Islander, or Native Hawaiian.

Why would a minority identity group identify racially as White? A Pew study found that the longer Hispanic families lived in the
United States, the more likely they were to claim White as their race even if they had not done so in the past. This suggests that
upward mobility in America may be perceived by some Hispanic people to be equated with “Whiteness.” Consequently, Hispanic
people who self-identify racially as White experience higher rates of education and salary, and lower rates of
unemployment. Additionally, only 29% of Hispanic people polled by the Pew Hispanic Center believe they share a common
culture. According to the Pew Research Center, this finding may be due to the fact that the Hispanic ethnic group in the United
States is made up of at least 14 Hispanic origin groups (such as Puerto Rican, Cuban, Spanish, Mexican, Dominican, and
Guatemalan, among many others). Each of these groups has its own culture with different customs, values, and norms.
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These cultural differences among the various Hispanic groups, combined with different self-perceptions of race, may also affect
attitudes toward their workplace environment. For example, one study found that the absenteeism rate among Black people was
related to the level of diversity policies and activities visible in the organization, while the absenteeism rate among Hispanic people
was similar to that of White people and not related to those diversity cues. Results from this study suggest that managers need to be
aware of how diversity impacts their workplace, namely addressing the relationship between Hispanic job seekers or workers and
organizational outcomes concerning diversity policies as it may differ from that of other racial minorities.

Asian and Asian American

Asian people are the fastest-growing ethnic group in the United States, growing 72% between 2000 and 2015. Compared to the rest
of the U.S. population overall, households headed by Asian Americans earn more money and are more likely to have household
members who hold a bachelor’s degree. However, there is a wide range of income levels among the Asian population that differs
between the more than 19 groups of Asian origin in the United States.

Similar to other racial and ethnic minority groups, Asian people are stereotyped and face discrimination at work. Society through
media often stereotypes Asian men as having limited English-speaking skills and as being highly educated, affluent, analytical, and
good at math and science. Asian women are often portrayed as weak and docile. For Asian women, and other minority women as
well, social stereotypes depicting them as exotic contribute to reports of sexual harassment from women minority groups.

The model minority myth is a reflection of perceptions targeting Asian people and Asian Americans that contrast the stereotypes
of “conformity” and “success” of Asian men with stereotypes of “rebelliousness” and “laziness” of other minority men. It also
contrasts the stereotyped “exotic” and “obedient” nature of Asian women against the stereotypical beliefs that White women are
“independent” and “pure.” These perceptions are used not only to invalidate injustice that occurs among other racial minorities, but
also to create barriers for Asian and Asian Americans seeking leadership opportunities as they are steered toward “behind the
scenes” positions that require less engagement with others. These stereotypes also relegate Asian women into submissive roles in
organizations, making it challenging for Asian men and women to advance in rank at the same rate as White male employees.

Multiracial

Although the U.S. Census Bureau estimates that approximately 2% of the U.S. population describes themselves as belonging to
more than one race, the Pew Research Center estimates that number should be higher, with around 7% of the U.S. population
considered multiracial. This is due to the fact that some individuals may claim one race for themselves even though they have
parents from different racial backgrounds. To complicate matters even more, when collecting data from multiracial group members,
racial identity for individuals in this group may change over time because race is a social construct that is not necessarily based on
a shared culture or country of origin in the same way as ethnicity. As a result, multiracial individuals (and Hispanic people) have
admitted to changing their racial identity over the course of their life and even based on the situation. Approximately 30% of
multiracial individuals polled by the Pew Research Center say that they have varied between viewing themselves as belonging to
one race or belonging to multiple races. Within the group polled, the order in which they first racially identified as belonging to one
racial group versus belonging to more than one group varied.

Despite the fact that multiracial births have risen tenfold between 1970 and 2013, their participation in the labor force is only
around 2%. Additionally, multiracial individuals with a White racial background are still considered a racial minority unless they
identify themselves solely as White, and approximately 56% of them on average say they have been subjected to racial jokes and
slurs. Discrimination also varies when multiracial groups are broken down further, with Black—American Indians having the
highest percentage of individuals reporting discrimination and White—Asian people having the lowest percentage.

At work, multiracial employees are sometimes mistaken for races other than their own. If their racial minority background is
visible to others, they may experience negative differential treatment. Sometimes they are not identified as having a racial or ethnic
minority background and are privy to disparaging comments from unsuspecting coworkers about their own race, which can be
demoralizing and can lead to lower organizational attachment and emotional strain related to concealing their identity.

Other Groups

Approximately 1% of the labor force identifies as American Indian, Alaska Native, Native Hawaiian or Pacific Islander, or some
other race.
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Age

The age distribution of an organization’s workforce is an important dimension of workplace diversity as the working population
gets older. Some primary factors contributing to an older population include the aging of the large Baby Boomer generation (people
born between 1946 and 1964), lower birth rates, and longer life expectancies due to advances in medical technology and access to
health care. As a result, many individuals work past the traditional age of retirement (65 years old) and work more years than
previous generations in order to maintain their cost of living.

Figure 1.3.4 compares the percentage of the population over the age of 65 to those under the age of 18 between 2010 and 2016. The
number of older individuals has increased and is projected to reach 20.6% by the year 2030 while the number of younger
individuals has steadily decreased within that time period. These numbers imply that organizations will increasingly have
employees across a wide range of ages, and cross-generational interaction can be difficult to manage. Although older workers are
viewed as agreeable and comfortable to work with, they are also stereotyped by some employees as incompetent and less interested
in learning new tasks at work compared to younger workers. Studies have found support for the proposition that age negatively
relates to cognitive functioning. However, if managers offer less opportunity to older workers solely because of declining cognitive
functioning, it can be detrimental to organizational performance because older workers outperform younger workers on a number
of other job performance measures. Compared to younger workers, older workers are more likely to perform above their job
expectations and follow safety protocols. They are also less likely to be tardy, absent, or abuse drugs or alcohol at work compared
to their younger counterparts.
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Figure 1.3.4: Change in U.S. population by age (Attribution: Copyright Rice University, OpenStax, under CC-BY 4.0 license)

Sexual Orientation and Gender Identity

Sexual orientation diversity is increasing in the workforce. In June 2020, the Supreme Court ruled that the Civil Rights Act
prohibits discrimination based on sexual orientation and gender identity. Until this ruling, only 21 states and Washington D.C.
prohibited such discrimination. With this new federal protection, individuals cannot for employment or fired for their sexual
orientation, gender identity, or gender expression. However, although the Civil Rights Act does not provide federal protection to
lesbian, gay, bisexual and transgender, and queer/questioning (LGBTQ) employees, that protection is not complete. LGBTQ people
can still face other types of discrimination inside and outside of the workplace, and some employers and lawmakers may take up
the issue in the future. On a positive note, more than half of the Fortune 500 companies have corporate policies that protect sexual
minorities from discrimination at work and offer domestic-partner benefits. Many employers are beginning to understand that being
perceived as inclusive will make them more attractive to a larger pool of job applicants. Furthermore, many organizations have
come to recognize that gender and sexual orientation equity aligns to their mission and ethics.

Unfortunately, the percentage of hate crimes relating to sexual orientation discrimination has increased. Indeed, LGBTQ employees
are stigmatized so much that in a recent study, researchers found that straight-identifying participants were more attracted to
employers with no job security to offer them compared to gay-friendly employers. In other words, individuals would waive job
security to avoid working with sexual minorities. Also, compared to heterosexuals, sexual minorities have higher education
levels but still face hiring and treatment discrimination frequently.
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LGBTQ employees are often faced with the decision of whether or not to be truthful about their sexual orientation at work for fear
of being stigmatized and treated unfairly. To be clear, any stigmatization is the fault of the people who mistreat others, and
sometimes even the organization itself. But as a result, LGTBQ and other people may choose to engage in what is sometimes called
passing, or the decision not to disclose something about oneself. Passing often involves a great risk of emotional strain that can
affect performance and wellbeing. Individuals who pass may distance themselves from coworkers or clients to avoid disclosure
about their personal life. This behavior can also result in decreased networking and mentoring opportunities, which over time can
limit advancement opportunities. The decision to be transparent about sexual orientation is sometimes called revealing. Just like
passing, revealing has its own set of risks including being ostracized, stigmatized, and subjected to other forms of discrimination at
work. However, compared to passing, the benefits of building relationships at work and using their identity as a catalyst for
tolerance and progressive organizational change may outweigh the risks when LGBTQ employees decide to reveal. The decision to
"come out" should be made exclusively by the individual; "outing" someone else as any sexual orientation or gender identity is
considered highly inappropriate and hurtful, and may have employment-related consequences.

Research shows that when laws are passed to prevent sexual orientation discrimination, incidents of workplace discrimination
decrease. This same effect occurs when firms adopt policies that protect the rights of sexual minority employees. By creating a safe
and inclusive work environment for LGBTQ employees, companies can create a culture of tolerance and trust for all employees
regardless of their sexual orientation or gender identity.

MANAGING CHANGE

Removing Bias In Recruiting

An increasing number of companies are testing new and innovative methods of recruiting. In many cases, firms remove any
identifying information about applicants during the recruitment process. An example of this may include anonymous
applications that omit fields requesting information such as an applicant’s name or age. Using computer application
technology, some companies like Google administer surveys to their anonymous applicants that measure the abilities required
for the job before they are considered in the next step of the recruitment process. Alternatively, companies may request that
applicants remove identifying information such as names and address from their resumes before applying for positions. As
resumes are received, hiring managers can assign a temporary identification number.

Although more companies are using this method of recruiting, the idea is not new for symphony orchestras, many of which
have been using this type of auditioning since the 1970s. In some instances, musicians audition behind screens so they are
evaluated only by their music. This process removes bias associated with race and gender because the performer cannot be
seen and only heard. A study investigating this practice examined 11 symphony orchestras that varied their auditions.
Researchers found that those orchestras that held "unseen" auditions increased the likelihood that a woman would be hired by
between 25 and 46%. A recruitment process like this can help organizations attract more candidates, hire the best talent,
increase their workplace diversity, and avoid discrimination liability.

In other efforts, organizations work to alter their job descriptions to remove terms that result in gender or other biases. By
involving diversity and equity experts, and sometimes using artificial intelligence-based language analysis, recruiters can
eliminate unintended barriers and improve their hiring processes. Sources: Grothaus, M. (Mar 14 2016). How “blind”
recruitment works and why you should consider it. Fast Company. Retrieved from
https://www.fastcompany.com/3057631/...hould-consider; and MlIller, C.C. (Feb 25, 2016). Is blind hiring the best hiring? The
New York Times Magazine. Retrieved from https://www.nytimes.com/2016/02/28/m...st-hiring.html.

Discussion Questions

1. Should all companies change their resume screening and interview processes to eliminate biases or are there exceptions that
must be considered?

2. If improved recruiting helps eliminate bias during the recruitment process, then what does that say about social media
platforms such as Linked In that are commonly used for recruiting applicants? Will using those platforms expose
companies to greater liability compared to using more traditional means of recruiting?

3. How does working to eliminate bias recruiting help organizations? How may it hinder organizations?

Immigrant Workers

Every year a new record is set for the time it takes to reach the U.S. cap of H-1B visas granted to employers. H- 1B visas are a type
of work visa, a temporary documented status that authorizes individuals to permanently or temporarily live and work in the United
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States. As a result of the demand for work visas by employers, the number of immigrant workers in the U.S. workforce has steadily
grown within the last decade from 15% in 2005 to 17% in 2016. Compared to those born in the United States, the immigrant
population in America is growing significantly faster. This is partly because of the U.S. demand for workers who are proficient in
math and science and wish to work in America.

Although a huge demand for immigrant labor exists in the United States, immigrant labor exploitation occurs, with immigrant
employees receiving lower wages and working longer hours compared to American workers. Foreign-born job seekers are attracted
to companies that emphasize work visa sponsorship for international employees, yet they are still mindful of their vulnerability to
unethical employers who may try to exploit them. For example, Lambert and colleagues found that some of the job-seeking MBA
students from the Philippines in their study believed that companies perceived to value international diversity and sponsor H-1B
visas signaled a company wishing to exploit workers. Others believed that those types of companies might yield diminishing
returns to each Filipino in the company because their token value becomes limited. In news stories, companies have been accused
of drastically shortchanging foreign student interns on their weekly wages. In another case, Infosys, a technology consulting
company, paid $34 million to settle allegations of visa fraud due to suspicion of underpaying foreign workers to increase profits.

Other Forms of Diversity at Work

Workers with disabilities are projected to experience a 10% increase in job growth through the year 2022. This means that more
public and corporate policies will be revised to allow greater access to training for workers with disabilities and employers. Also,
more companies will use technology and emphasize educating employees about physical and mental disabilities as workplace
accommodations are used more often.

In the past, the United States has traditionally been a country with citizens who predominantly practice the Christian faith.
However, over the past almost 30 years the percentage of Americans who identify as Christian has significantly decreased—by
approximately 12%. Over that same time period, affiliation with other religions overall increased by approximately 25%. The
increase in immigrant workers from Asian and Middle Eastern countries means that employers must be prepared to accommodate
religious beliefs other than Christianity. Although federal legislation protects employees from discrimination on the basis of race,
religion, and disability status, many employers have put in place policies of their own to deal with the variety of diversity that is
increasingly entering the workforce.

1. How is diversity defined in relation to the workplace?
2. What are the components that make up a diverse workplace and workforce?

1.3: Diversity and the Workforce is shared under a not declared license and was authored, remixed, and/or curated by LibreTexts.
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