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Answers

Q1 Why do organisations try and achieve diversity and/or equality?

A1 Organisations have a number of reasons for attempting to achieve equality and/or diversity:- 

For some organisations, the threat of incurring high legal costs and fines through being taken to tribunal (plus the ensuing bad publicity) is the main reason. 

In recent years, however, the case for diversity making business sense (see answers c, d and e) has been developed and is now being acknowledged by a wide variety of organisations in the private sector such as banks and supermarkets. 

In the public and voluntary sectors, managing diversity is being seen as a way of making organisations more effective and particularly of delivering effective services to an increasingly diverse population of service users. 

Q2 What does equality mean?

A2 Equality can mean any of these things. 

B) is the most basic definition. However, it ignores the fact that not everyone starts from the same point. For example, women who have had children may have less experience than men of the same age; people who have immigrated to this country might have English as a second language. This could mean that these people do not have such a good application form or perform so well at interview even though they are as able or more able to carry out the job. Some organisations have moved further, and are taking a wider view of equality, for example D) and E). 

Q3 What is the difference between equality and diversity?

A3 Organisations have very different definitions of these terms, so you could probably find an organisation for which each of these answers is true. 

C) and E) are probably the best answers. Equality traditionally means gender and race equality. Diversity takes into account all differences, including physical ability, sexual orientation, age, and also different ways of working, different perspectives, different experiences, and different cultures. It values the different contributions different people can make, whereas equality has sometimes in the past meant trying to make everyone the same. 

Managing diversity needs to be geared towards organisational needs. It thus becomes integrated with organisational development and development of people in the organisation. It is essential that equality or diversity are not regarded as an add-on, but are seen as just one piece of a bigger jigsaw. 

Q4 What does diversity cover?

A4 C) — Diversity covers all differences between people. 

See Answer to Question 3. 
Q5 How can equality be achieved in organisations?

A5 The alternatives given here (except F which is not likely to be helpful) are all initiatives that can be and are taken to try and bring about equality in an organisation. 

In isolation, they are unlikely to be effective. For example, many organisations appoint an equality officer, but that person then struggles to make real progress on equality/diversity because she (usually a woman) has to battle against a resistant culture, is given little support, has difficulty getting the funding needed for training, and becomes isolated. 

In other words, equality/diversity initiates are more likely to be successful if they take a strategic and systematic approach, thinking about all aspects of the organisation. Piecemeal approaches do not work, because there is likely to be some other aspect of the organisation that will work against any equality initiatives. 
Q6 Who is the best person to achieve equality in organisations?

A6 The race, gender, or sexual orientation of the person chosen to lead equality initiatives is not important. What is important is that:- 

They have support from the top of the organisation 

They are given the resources and power to change things 

They have the skills, experience and expertise necessary to fulfil the role 

They are able to respond to the needs of the organisation and the people in it. 

Support from the top is essential to equality in organisations, but initiatives driven from the top can be blocked by people lower down the organisation. And people at all levels of the organisation can be drivers for equality, and it is important to use their potential. 
Q7 What is required to bring about diversity?

A7 B) and F) are usually not true, but all the other possible answers are useful drivers for equality. 

Equality/diversity is enacted at the individual level, in how people treat each other. It is not only a question of systems (e.g. for recruitment and appraisal) but also of day-to-day relationships. Personal change is therefore essential. 

The most effective organisational initiatives are those that integrate equality/diversity with organisational needs and take a systematic approach to the whole organisation. In the same way that the most successful interventions with people are those that address equality at the same time as addressing their current concerns and needs, and that work with the whole person. This includes self-awareness and attitudes as well as giving people information about equality and raising their awareness. 
Q8 What are the biggest barriers to achieving equality or diversity in an organisation?

A8 Whilst men are often barriers to equality and women can sometimes be, it is culture and power relations that will be the biggest blocks to achieving equality unless they are addressed. Other initiatives will only have a limited effect if people with decision-making power, and day-to-day behaviour and values (as shown in the culture) are working against them. This is why support from the top is also crucial. 

For equality/diversity to be achieved, the issues need to be discussed openly. People need to be able to voice their feelings, even if they are not politically correct. People change most easily in a culture of openness, support and challenge, not in one of criticism. 

