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Abstract

Many companies have implemented policies that ensure there 1s
no discrimination in the hiring process. While these policies are
a good thing for businesses to implement, we reviewed literature
that shows how the hardships and discrimination that a diverse
workforce face may go overlooked. There can be differences 1n
things like tasks given to different groups of individuals, which
can lead to differences in standards and promotability for
different groups of individuals. These aspects can cause workers
to be unhappy 1n the workplace, causing them to leave and
volding the positives that are gained from hiring policies
designed to create a diverse workforce. Support systems, as well
as randomizing assignments for different tasks, are ways to
reduce disparities in the workplace.

Introduction

Research within workplace discrimination 1n hiring practices
has been heavily produced and looked 1nto, however, once a
more diverse workforce 1s established, the workplace
environment can still be seen as highly exclusionary. Workers
who belong to minority groups may have unfair workplace
tasks and receive different treatment based on their minority
status, which can lead to lower promotability, a more hostile
workplace environment, and different assessment standards just
to name a few. This study looks to explore these specific
workplace climate aspects once a diverse workplace 1s
cultivated, and what the implications of these topics are for a
company. From this research we see that minority workers are
treated differently based upon their minority status and because
of this there need to be new policies implemented in companies
to resolve whatever workplace 1ssue there 1s specific to the
company, some of these policies include mentoring, and
increasing minority representation, especially in leadership
positions.

We conducted a literature review looking at workplace
discrimination and the impacts within the workplace. We looked
for articles discussing the terms, workplace performance,
workplace bias, labor discrimination, and work climate.

The results of this study show that workplace discrimination does not end
with eliminating biases 1n the hiring practices of companies. We found that
the work climate 1s different depending upon an employee’s minority status.
For example, 1t was seen that LGBTQ+ scientists faced a more hostile
workplace environment than straight scientists in the same sector, 1n this
case science. It was also found that this workplace hostility can lead to
employees leaving their job (Dyer et al., 2019). It was found that black
managers that believe the company they work for values diversity has a
negative effect on their intention to quit. This 1s because black managers
feel more attached emotionally to a company that they believe values
diversity. White managers also felt less likely to quit if their company
values diversity (McKay et al., 2007). Even 1f employees stay at a firm that
they believe does not value diversity, their performance may be affected. In
a study conducted 1n France, researchers examined cashiers. Managers’
biases were measured using implicit association tests. It was then looked at
to measure how managers assess employees based upon their biases. It was
seen that biased managers score minority employees lower than white
employees. (Glover et al., 2017).

There 1s also a difference 1n promotion and raises for minority workers.
When promotions and raises are determined by an individual basis it 1s
possible for the manager’s personal bias to influence their decision for
promotions and raises. Previous research shows that promotional rates differ
depending upon a persons’ race or gender. This promotional difference
remains consistent, even when worker performance 1s the same. A specific
study looked at newly hired employees and their promotional rates. It was
found that men are more likely than women to be promoted even when the
employee’s age, tenure, education level, occupation, and performance
evaluation scores are the same (Blau et al., 2007).

There 1s also a difference 1n assessment and evaluations for minority
workers. One study looked at publications for professors in the United
States. This study showed that the number of co-authored papers had more
of a positive effect for men being promoted rather than women, even when
the number of publications and quality of publications are controlled to
remain the same (Sarsons et al., 2021). Another study was outlined looking
at the difference 1n employee evaluation ratings based upon race.
Supervisors rated how well salespeople performed 1n the company. The
results showed that black employees received lower ratings than white
employees even when they are equally as productive. The study also looked
at how white supervisors measured white and black employees and 1t was
found that white employees were still judged better even when objective
performance was measured by added controls. Furthermore, black
supervisors rated white employees lower than the white employees that
white supervisors measured (Elvira et al., 2001).

Hiring equality doesn’t equate to workplace equality.
Minority workers face clear disadvantages and overt
discrimination.

Employee perceptions of the company can lead to
employees leaving their jobs. It 1s important for workers to
view their firm's diversity and inclusivity highly as 1t leads
to loyalty and emotional connection to the company.
Biases against minority workers 1n the workplace can lead
to a change 1n employee behavior that can be detrimental
to the workplace and the individual.

Workplace policies must be reformed 1n order to promote
equality within the workplace

Minority worker retention would be increased with new
policies to promote equality within the workplace.
Policies can include mentor- mentee programs to promote
equality between worker and boss, as well as establishing
networks for minority workers.

Randomizing workplace tasks can lead to equality.
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