Building Inclusive Systems
to Achieve Cultural Diversity

Cultural diversity in the workplace is a complex issue that can be difficult for
companies to address. On its face, cultural diversity is when different
ethnicities, nationalities, races, generations, education levels,
socioeconomic statuses, abilities, genders, religions, and/or sexual
orientations are represented within a workplace.
Diversity can have a direct impact on your bottom line and your success as
an organization. Having a diverse range of talent and a broad range of skills
among employees increases the potential for higher rates of productivity.
A diverse workplace is one of the main factors potential employees take into
account when considering a job, according to a survey done by Glassdoor.
Having a culturally diverse workforce is essential, but which people you hire
is only one part of the equation, and having a diverse variety of groups
represented is not the same as achieving a diverse, inclusive and equitable
workplace.
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Systems in the
Workplace
Workplaces consist of systems, both complex and
straightforward. Everything from how we hire
employees to our project management and evaluation
processes is an example of a company system.
Suppose a system within your organization, like hiring,
is inherently biased. If this were the case, it could not
be fixed by simply replacing the person carrying out
the task - the system itself needs to change.

Identifying
Oppressive Systems
Oppressive systems are often the result of
underlying bias, whether conscious or
unconscious.
Unconscious bias is by definition something we
are often unaware of. They create barriers that
prevent diversity and inclusion in the workplace
and stifle creativity and innovation, but it is
inaccurate to assume that we cannot train
ourselves to become conscious of these biases
and then learn to design better systems that
account for the potential for human bias and
error.
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Examples of Oppressive Systems
Oppression in Hiring

While hiring from referrals
or from what is considered
"good schools" may not
appear to be a wrong
decision, the unintended
consequence is that you're
always hiring the same
type of person, creating a
"more of the same"
environment.

At XYZ Company, we have a
process in place to hire employees.
Our recruiter receives multiple
resumes for which she is
responsible for then sorting into
desirable or undesirable
candidates. She will interview the
candidates deemed desirable.
Our recruiter has not received
training on how to identify and
manage biases.
She uses a point system to
determine which candidates to
interview.
She tends to award points to people
from what she considers "good
schools," and she consistently
gives higher points to people
referred by current employees.

We cannot assume
oppressive systems do
not exist because we
have hired a diverse
group of people.

Oppression in Evaluation
This same type of scenario will then play out in the review or evaluation process.
We have a team member who recently had their first child.
Their managers assign them fewer projects because they feel the employee
probably doesn't want the extra work or can't handle the extra work.
When it's time for this team member's evaluation, they are held back from
advancement because they haven’t been seen to carry as much of the project load
as their peers.
Further down the line, this results in pay inequities that can be directly attributed to
the moment since birth of employees first child.
This process perpetuates the cycle even further, assuring only a specific type of person
receives promotions advancement opportunities.

Oppression in Feedback and
Sharing of Ideas
The sharing of ideas is critical in most workplaces, and who is sharing those ideas
leads to either a genuine sharing of diverse ideas or an echo chamber.
Employers tend to think of cis, white-presenting men as having more potential than
minority groups, whether they have proven a track record of good ideas or not.
Employers then tend to value the opinion of a cis, white-presenting male over that of a
minority based on this perceived "potential."
Sometimes this judgment is the result of an unconscious bias and other times it’s not.
There are plenty of examples where the “good old boys club” mentality is celebrated
openly and encouraged in the ranks. Take, for example, the Gentlemen’s Clubs that are
still in existence today. How many backroom deals are made without input from
valuable members of the organization not allowed in the club? Plenty.
We have an LGBTQ team member who often makes suggestions but is ignored
because he doesn't have the same "potential" as his peers.
He is then passed over on opportunities because of this perceived lack of potential.
And we're back in the same situation. Suppose an employee is perceived to have less
potential or worth but doesn't have ample opportunity to prove himself. How can he be
expected to break this cycle, this barrier to advancement? Or, how can that employee
break this cycle if they’re not invited to the table (or “the club”)?
These examples are why we must examine the nature of every workplace system we
use. We cannot assume bias does not exist because we have hired a diverse group of
people.
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Bottom Line
Culturally diverse teams drive innovation, are more productive, and report higher job
satisfaction.
More than 3 in 4 employees and job seekers (76%) report a diverse workforce is an
important factor when evaluating companies and job offers. -Glassdoor Study
In a major long-term study, companies that had the best corporate cultures, that
encouraged all-around leadership initiatives, and that highly appreciated their employees,
customers, and owners grew 682 percent in revenue. During the same period of
evaluation — 11 years — companies without a thriving company culture grew only 166
percent in revenue. This means that a thriving company culture leads to more than four
times higher revenue growth. - Smarp
Designing and implementing inclusive systems that allow for varied cultural, cognitive,
and psychological norms is critical to creating workplaces where diversity can thrive.
LTHJ Global considers inclusive systems design to be one of the cornerstones of any
successful company culture, and believe it will have a direct impact on your bottom line.
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About LTHJ GLobal
The LTHJ Global mission is to support and
empower someone like you. We believe if you
are reading this, then you are intended to make
important changes in your workplace and in
your industry as a whole.
Our expert team members are pioneering consultants, researchers, curriculum designers
and operations leads who have dedicated their lives to being on the cutting edge of
inclusive design, the theory and practice of diversity, equity, and inclusion (DEI), brain
science, leadership development and trauma-informed coaching.
We are pioneering the next phase of work by moving from theory to practice, and
together we will help you design a future where diversity is the norm, not the exception.

You are intended.

