Answers to Review and Discussion Questions

Question 1: 
How did the workforce diversity at the 1870s compare with that of the 2000s?

Answer: In the 1870s, the nature of work itself was changing from agrarian to industrial. Early factories looked to the growing population of immigrants to supply the necessary labour. Diversity meant the integration of people from other countries into the South African culture and workforce. In the 2000s, the view of diversity has changed. It has gone beyond a focus on compliance to becoming regarded as smart business practice. Diversity programmes in the workplace help employers to reduce turnover and realise cost savings as well as competitive advantage.

Question 2: How can an employer best recruit and retain a diverse workforce?

Answer: Answers will vary. Students may discuss assimilation, managing and valuing diversity, employment equity programmes, and flexible practices. Flexible practices may include telecommuting, flexible work schedules, job sharing, and part-time work.

Question 3: What are the major reasons managers should value diversity?

Answer: Some reasons include cost benefits through reduced turnover and absenteeism, the chance to get the right person for the job, the ability to better value the diverse customer and to compete in a global marketplace, and the public relations (and ultimately, bottom line) benefits of having a diverse workforce and a positive image.

Question 4: 
Should new employees be assimilated into the organisation's culture?

Answer: According to the text, no. Assimilation is based on bias and demeans the value of diversity.

Question 5: 
What are the keys to developing a successful diversity programme?

Answer: Keys to developing a successful programme are (a) commitment by top management, (b) specific goals at each organisation level accompanied by the proper rewards, (c) sensitisation of the entire workforce, and (d) development of specific programmes.

Question 6: 
What are the primary and secondary dimensions of diversity?

Answer:  Primary dimensions are human differences such as age, ethnicity, gender, race, physical abilities/qualities, and sexual/affectional orientation. Secondary dimensions include education, geographic location, income, marital status, military experience, religion, work experience, and parental status.

Question 7: 
Can the stereotypes of senior workers be changed by awareness training?

Answer: Yes. It is a long process and individuals must be willing to reevaluate and reprogramme deeply held beliefs. Clarification of values, increasing understanding of perceptual differences, and exploration of cultural assumptions are important methods of awareness training that may prove beneficial.

Question 8: 
How can an employer minimise its legal liability in the area of sexual harassment?

Answer: Employers need to have clear policies and guidelines related to sexual harassment that take into account: (a) presumption of guilt, (b) the reasonable woman standard, (c) confidentiality, (d) documentation, (e) clarity, and (f) training.

Question 9: 
Define the two major types of sexual harassment - quid pro quo and hostile environment. Which occurs more often? Which is more serious?

Answer:  Quid pro quo sexual harassment occurs when a threat or promise is made in exchange for a sexual favour. In order to threaten or promise, the harasser has to be in a position to follow through. Usually the harasser is the immediate supervisor, but sometimes he or she is higher up on the organisational ladder. Hostile environment sexual harassment is conduct that interferes with an individual's work performance and can come from anyone in the workplace: supervisors, co-workers, and even outsiders such as visitors or customers. One incident of harassment cannot establish a hostile work environment. Generally, the offensive conduct is frequent, repetitive, and part of an overall pattern that cannot be explained by coincidence. A victim may not be able to prove a particular monetary loss through a demotion or any specific job action. In fact, money damages may not have occurred. Unlike quid pro quo, job or money losses are  not required; hostile environmental harassment includes unwelcome sexual advances, requests for sexual favours, verbal or physical conduct of a sexual nature, and actions that alter the conditions of the victim's employment and create an abusive working environment. While hostile environment cases occur more often both types are serious and subject to the law.

Question 10: What is meant by the term "diversity?" Why is diversity training an important concern for HR management?

Answer: Diversity refers to differences among people, including age, race, religion, gender, and national origin. A diverse population affects an organisation's application pool, providing an opportunity to tap a broader set of people, ideas, and experiences. This can help an organisation better adapt to customer needs. Diversity brings the possibility of conflict. Diversity training has as its purpose to minimise discrimination and harassment lawsuits.

PAGE  
2

