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The Downsides of Forcing Diversity 

Introduction 

Through increasing interconnectivity, the modern business has expanded its operations into 

a global market. As a result of the digital technology revolution, the market in which our society 

functions has become broader as well as increasingly complex. Despite their increasing global 

presence, companies often must produce goods or services with local relevance to be competitive 

(Lindner, 2015). In order to pursue this aspect of “local relevance”, there has been a growing 

demand for creativity within the workplace. According to Castañeda et al. (2018), “fostering 

employees’ ability to produce both novel and useful ideas within cross-cultural environments has 

gained enormous importance” (p. 116). These authors have demonstrated a positive correlation 

between cultural intelligence and multicultural creativity, which can be defined as the capacity to 

develop innovative ideas within cross-cultural environments. Therefore, in order to compete in an 

evolving marketplace, companies must increase the cultural intelligence of their employees. 

Multicultural creativity leads to the development of diversified ideas more in tune with the interests 

of the customers, which ultimately leads to further profitability of the company. Forbes Magazine 

states that companies with more culturally and ethnically diverse executive teams are 33% more 

likely to see better-than-average profits (Strauss, 2018). As a result, pressure is placed on leadership 

within companies to increase profits through diversifying their executive teams. The accepted metric 

of the success of these social initiatives within the workplace is short-term profitability; however, 
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this metric is limited in its capacity to measure the effects of diversity on the social environment 

within the company.  

With the increasing spotlight on diversity within the workplace, there has been considerable 

pushback against social initiatives, which are often deemed to be inauthentic and ineffective. In the 

workplace, there is a growing sense of diversity fatigue for certain individuals in leadership positions 

within companies (Hsu, 2017). Not only are managers under pressure to fill quotas of diversity set 

by a company, but they are also constantly “fearful of saying anything that departs from the ‘correct’ 

line on any diversity-related matter” (Schumpeter, 2016, p. 3). Furthermore, bias training and 

diversity workshops are typically deployed as reactionary measures following a company scandal, 

rather than a proactive measure, which debases these initiatives from genuine measures of inclusivity 

into artificial, required responses. (Hsu, 2017). Current dialogue about diversity discusses not only 

the issues surrounding the implementation of diversity, but also the various forms of diversity that 

can manifest in society. As a result of fear in relation to the ramifications of coming across as 

unsympathetic to minorities, diversity is being quantified within the workplace to ensure that 

companies escape the watchful eye of a culture of accountability. This method of manipulation is 

intended to skew narrow views of diversity to benefit companies, rather than the minority groups 

they are supposedly attempting to integrate. However, by converting the cultural intricacies of 

diversity into minority quotas, resentments can arise within the workplace, leading to degradation of 

interpersonal relationships. Interpersonal relationships within the workplace are harmed by a forced 

sense of diversity inspired by a capitalistic culture focused on social accountability.   

Analysis of Modern Dialogue on Diversity 
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Modern dialogue regarding diversity addresses the issues with its implementation as well as 

the ways in which it can be evaluated. Ta-Nehisi Coates, an accomplished writer focused on the 

intersection of culture, politics, and social issues, highlights that “a mature and serious diversity 

doesn't simply try to find people who already agree with the agenda, instead it opens the agenda…to 

change” (Coates, 2010, p. 2). While this statement isn’t necessarily intended to address the issue of 

forced diversity, it does highlight the pure intentions of diversity. The concept of diversity “refers 

to…[the] many different kinds of people [that] drive cultural, economic, and social vitality and 

innovation” (Greater Good Science Center, 2019, p. 1). By building a “mature diversity”, a team of 

individuals can lay the groundwork for the development of multicultural creativity. In contrast, 

pursuing a narrow view of diversity through quotas stunts the reason behind diversity in the first 

place, and does not open the agenda to change. For example, defining the diversity of a company by 

the amount of employees with different skin colors ignores the many challenges and experiences 

faced by those of different genders and socioeconomic backgrounds, among other factors. A blend 

of these unique experiences within a team of individuals provides the basis for further creativity, 

rather than shoehorning a faux sense of diversity into a company through rigid quotas. 

While some individuals may classify diversity as more of an intangible factor within a team, 

or a “willingness to open the agenda”, other modern writers adopt a more numerical process to 

analyze the progress of diversity. In an interview with Johnson & Johnson, Professor Henry Louis 

Gates, Jr., a distinguished authority on African American history in America, spoke about the status 

of African Americans in the time period since the work of Martin Luther King Jr. While he 

acknowledged some areas for improvement in American society, including the rising rate of 

incarceration for African Americans as well as high poverty rates, he stated that progress can be seen 
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through increasing diversity. In order to highlight this progress in diversity, he states that “there 

have never been more diverse television shows and films than there are today” and that “four of the 

five Oscar-nominated documentaries are by black directors” (Weller, 2017, p. 3). Therefore, it seems 

reasonable to conclude that Gates bases diversity of the American film industry on the number of 

diverse films, or the amount of black directors nominated for an Oscar. This form of understanding 

regarding diversity is frequently used in the workplace in the form of employee demographic data. 

According to the Los Angeles Times, diversity initiatives in Apple have failed because minority 

representation in the workplace only rose “from 22% of the workforce in 2016 to 23% in 2017” 

(Lien, 2018, p. 3). By using a percentage statistic to determine what percentage of the office is a 

minority, data is separating workers into distinct categories. Diversity is no longer about the blend of 

unique experiences; instead, it is a barrier between people in the workplace which hinders the 

development of collaboration. 

The conflicting use of these two metrics of diversity provides an accurate indication of the 

differences in understanding in relation to diversity. At its base, diversity is about having a blend of 

different experiences and backgrounds to inspire new directions. In that case, opening the agenda, 

or being amenable to change, is the type of intangible metric that should be used for a concept like 

diversity, which is difficult to translate into data. However, many writers within the field of diversity, 

such as Henry Louis Gates, point to statistics about underrepresentation as indicative of a lack of 

diversity. Therefore, their evaluation of diversity is limited to the number of people who they define 

as diverse within the specific structure they are observing. This numerical analysis not only offers a 

narrow glimpse of diversity, but also inspires the type of “quota hiring” that can impede the 

integration of minority workers within the workplace. However, Gates’ analysis isn’t intended to 
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promote the hiring individuals solely on the basis of diversity; rather, this is more of an analysis of 

the fruits of the labor of inclusivity as well as a general pride regarding other African Americans that 

had succeeded in a society that had previously repressed them. As a result of the U.S. becoming a 

more inclusive society, African Americans have been able to succeed within the film industry, which 

has led to the diversification of the field. This understanding of Gates’ analysis ties in with the 

overall argument about the purpose of diversity, which is to be an indicator of the success of 

companies’ ability to integrate different groups to promote a shared creativity, rather than the initial 

objective. 

The Management of Diversity 

Forced diversity can lead to a breakdown in interpersonal relationships, which can contribute 

to a lack of trust and heightened sense of exclusion within the workplace. Trust forms from the 

commonalities between individuals that promote a shared experience. Previous research has 

indicated that similarity breeds interpersonal attraction, which forms a platform from which 

relationships between colleagues can develop (Montoya et al., 2008). However, an increasing focus 

on diversity leads to the trust that develops through sharing a common background frequently being 

overlooked for the cultural sensitivity that results from employing people with vastly different 

experiences and backgrounds. Research produced by Castañeda et al. (2018) has claimed that 

“tensions and conflicts unavoidably take place as organizations become more culturally diverse” (p. 

116). Different cultures are likely to come into conflict within the workplace, as cultural barriers as 

well as differing work methods may develop into underlying aggressions. However, while diversity 

makes the initial development of trust more difficult, that doesn’t necessarily mean that culturally 

different individuals are unable to form interpersonal relationships within the workplace. Within the 
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workplace, teams of individuals considered to be diversified had a higher degree of variance in their 

performance than homogeneous teams, with groups more likely to produce innovative ideas yet also 

more likely to fail completely (Schumpeter, 2016). The success of work within teams provides a 

good indication of the levels of trust between members of the team, and the wide range of success 

indicates that culturally diverse teams have the ability to integrate and succeed through effective 

management. Furthermore, diversity within a team may make the development of trust more 

difficult for individuals associated with typical common backgrounds in the workplace, such as white 

males, but the management of this shared background may work to prevent the social exclusion of 

minorities or others from different backgrounds. While the concept of diversity may place an initial 

handicap on interpersonal relationships between certain individuals, the management of diversity in 

the workplace ultimately determines the development of bonds of trust. 

The implementation of diversity in the workplace without creating tensions within team 

frameworks requires the organic development of a diversified team, rather than focusing on a 

narrow sense of diversity advocated by a modern culture of forced diversity. When the focus of a 

company is centered on building diversity, it “creates the fundamental problem of labeling people 

and placing them into buckets, which fosters division” (Gaudiano, 2018, p. 4). When hiring 

individuals based only on their differences, those employees will be defined by those differences, 

rather than their contributions. Beyond the economic benefits of having a diverse set of employees, 

there has been an increasing sense of social accountability within the workplace. Social 

accountability involves the “citizen engagement and the public responsiveness of states and 

corporations” (Fox, 2015, p. 1). By pressuring the government and corporations, citizens can help to 

guide these entities to better decisions and work to reduce corruption. Countless benefits that have 
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arisen from this movement, an example of which can be seen through the TV mini-series The Loudest 

Voice. Not only does it call attention to viewers about the issues regarding sexual assault that plagued 

women working under Roger Ailes, the CEO of Fox News, but it also provides inspiration for other 

women to speak out. However, there are downsides to the constant scrutiny practiced by modern 

society. Many companies looking to quickly diversify the office will base decisions on employment 

by narrow indicators of diversity, such as race, rather than a combination of unique backgrounds 

and experiences that provides a new perspective for an executive team. This short-term outlook has 

a negative effect on other employees within the workplace, who perceive reactionary social initiatives 

as artificial and unsuccessful (Hsu, 2017). Not only does this diminish the perceived importance of 

diversity, but it also promotes a negative stereotype that minority applicants were only hired to 

diversify the office, leading to questions about their qualifications. The management and 

implementation of diversity within the workplace affects its perception by other employees, which 

directly impacts receptiveness to diversity initiatives.  

The Development of Inclusivity 

The issues between genuine diversity and forced diversity have generated particular interest 

in relation to colleges. Colleges, like most other businesses, face pressure to instill more diversity, 

and there have been obvious measures to increase the racial/ethnic diversity of each incoming class. 

However, these initiatives, intended to help provide an education to all, regardless of the 

opportunities provided to them, are skewed to benefit the university, rather than low income 

individuals. In 2018, Harvard admitted its most diverse class in its history, with 15 percent of its 

members being African-American, 23 percent being Asian-American, and 12 percent identifying as 

Hispanic/Latino. Despite this, Harvard’s recent classes have had up to “23 times as many 
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high-income students as low-income students” (Larkin, 2018, p. 6). Therefore, even though colleges 

portray a strong racial and gender diversity, low income minorities do not benefit from these efforts. 

Facing scrutiny for the public to become more diverse, Harvard and other schools increased their 

racial diversity and used it as a metric of their general diversity. Other businesses have attempted to 

follow the example set by Harvard to escape scrutiny, yet this creates several social problems within 

an organization, as hiring diverse applicants based solely on what minority groups they identify with 

results in “discomfort, anxieties, fears, stereotypes, and anger [that] persist and derail attempts at 

creating an inclusive society and cultures” (Onwuameze, 2018, p. 1). As a result, it is evident that 

organizations should not aspire towards the goal of diversity. Diversity should not be the focus of an 

organization; rather, it should be the reward of a company becoming more inclusive. 

Attempting to make an organization more inclusive is distinct from making it more diverse, 

as increasing diversity implies the hiring of those from different backgrounds, while increasing 

inclusivity implies that individuals from different backgrounds are further integrated. If a company 

directly attempts to address issues with diversity by hiring diverse candidates, those new employees 

will be subjected to “backlash from members of the privileged majority who feel that their company 

is discriminating against them” (Gaudiano, 2018, p. 3). This will lead to a hostile work environment, 

which may discourage other minority applicants from considering the business. As stated previously, 

sharing a common background provides grounds for the development of trust. If an executive team 

is dominated by individuals of the same background, placing an individual of a different background 

on the team will exclude them from connections formed by the team. Feelings of being "out of the 

loop or uninformed about information that is mutually known by others” can result in “ostracism in 

the workplace”, which clearly separates minority workers from other employees (Kouchaki & 
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Wareham, 2015, p. 547). By attempting to create an inclusive environment, in which qualified 

applicants of all backgrounds are valued and respected in the work environment, the pool of 

employees will gradually come to represent individuals from all different backgrounds and minority 

applicants can become more integrated within the workplace. An inclusive environment would 

involve the development of trust between individuals through humanization and defining the other 

as more than just the demographics that they identify with. Inclusivity opens a company up to the 

intangibles that define our outlooks on life, such as our experiences and upbringings, that are 

overlooked by demographic data yet are critical to developing multicultural creativity. 

The Challenges of Developing Inclusivity 

The approach of making a company or executive team more inclusive is flawed when the 

group of applicants does not provide an adequate representation of minority groups. This can occur 

due to a variety of factors that prevent access to relevant educational opportunities, such as the 

prevalence of crime, socioeconomic backgrounds, and racism/misogyny. In order to begin to 

address systemic flaws within society that prevent the advancement of minority groups, efforts must 

be made to promote the “integration of immigrants and ethnic minorities in host communities…to 

ensure equal opportunities” (Acharya, 2016, p. 493). This can be accomplished through educational 

opportunities, which allow for individuals that identify with minority groups to further integrate into 

society while receiving the tools necessary to improve their socioeconomic standing. However, 

colleges often skew diversity in their favor and provide another barrier for the representation of 

minority groups in the workplace. Similar to the concept of pink capitalism, which is a growing 

culture of LGBTQ+-focused marketing which is seen as “exclusionary to non-white, non-cisgender, 

lower-income LGBTQ+ people”, colleges and other educational facilities have obviosuly 
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demonstrated that there is a “correct” way to be diverse (Leimkuhler, 2018, p. 1). Pink capitalism has 

determined that the ideal member of the LGBTQ+ community is a white, upper class individual; 

similarly, colleges have demonstrated that diversity is welcomed as long as the individual can pay 

hundreds of thousands of dollars for an education. In a society where a culture of accountability 

places immense pressure on companies to address the underrepresentation of minorities, their 

efforts should be redirected from increasing diversity within the office to addressing barriers placed 

in front of minority individuals. By sponsoring educational initiatives, companies can develop 

pathways for minority applicants to enter the workforce, which provides a long term solution to a 

disparity in representation. 

By developing educational initiatives instead of reactionary and inauthentic diversity 

initiatives, companies can further the genuine diversity of the applicant pool and reduce office 

tensions. Low-income communities are often overlooked by the government in relation to funding, 

with “school districts with the highest rates of poverty receive less funding per student than those 

with the lowest rates of poverty” (Camera, 2018, p. 1). These barriers can be eased by the 

investments of companies interested in providing educational initiatives in low income areas. By 

investing in education, companies are dedicated to providing equal opportunity to all, rather than 

providing greater opportunities to select members of minority groups to portray a false view of 

diversity. Furthermore, these initiatives can benefit the company by developing a pipeline of talented 

minority applicants that can directly transition into the company (Buttner et al., 2009). This model 

mediates the limitations of inclusivity, as it can assist low income individuals who face obstacles 

when pursuing the training and experience necessary for many technical jobs. Instead of addressing 
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an original injustice in the education system with a second injustice in the hiring process, companies 

can begin to address systemic factors that prevent the development of genuine diversity.  

Conclusion 

As a result of a constant pressure to pursue diversity, companies pursue short-term fixes to 

portray a faux image of diversity rather than addressing their inclusivity to inspire authentic and 

enduring diversity. A culture of accountability places immense burdens on companies to act in the 

short-term, yet diversity is ultimately a long-term reward for practicing good standards of inclusivity 

and being open to different agendas. Providing frameworks for dialogue between individuals is 

critical for establishing shared experiences which are not as naturally formed between diverse 

individuals, and efforts must be taken to develop a foundation for interpersonal relationships. By 

pursuing consistent inclusivity, rather than short-term fixes intended to increase diversity, conflicts 

within the workplace can be mediated and minority applicants will have the support system needed 

by any employee to successfully integrate into the team community.  

While consistent inclusivity, from education to the workplace, can help to form genuine 

diversity and lessen conflict over time, calls for diversity will continue to face underlying backlash. 

This fits into a larger conflict between a society that constantly demands for change and those who 

fear the repercussions of big changes. This fear has manifested in strong opposition against many 

growing sentiments, such as climate change action and pro-choice movements. These sentiments 

have inspired an incredible level of support from typically younger people that want to see change, 

but have also inspired a great deal of underlying resentment from those who believe that changes are 

being forcibly implemented on their lives and beliefs. In relation to diversity, this can be seen in 

people that believe that minority workers are unqualified and are stealing jobs from people like 
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themselves, who they perceive to be more qualified. More broadly speaking, the culmination of 

underlying resentment against change has manifested in the election of Trump, whose election is 

frequently attributed to the often-underestimated importance of the “silent majority”. According to 

Seth Blumenthal, a writer for the Washington Post, the concept of the silent majority “is inextricably 

intertwined with backlash politics of the sort promoted by Trump”. This majority is united not by a 

particular demographic, but a “a feeling of dispossession…in times of great change” (Blumenthal, 

2019, p. 2). Diversity quotas that determine that a company should hire an individual almost solely 

based on their affiliations with a minority group is simply fighting the exclusion of one group with 

the exclusion of another, and helps to foster this feeling of dispossession. While a more gradual 

development of diversity through promoting inclusivity may still inspire opposition to change, these 

changes are less likely to seem threatening and artificial to the silent majority and more likely to 

inspire a multicultural creativity that demonstrates the benefits of an honest diversity. 
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