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Introduction

We all know someone who seemed to have the perfect high-powered job, complete with status, prestige and pay package.  Yet they leave the job for something which would seem demeaning to their character, including less pay and no fringe benefits.  Even with today's uncertain economy and global competition, many people still find a pleasant working environment more important than remuneration.  

Discussion

One problem I see in the business hierarchy is the "status-symbol syndrome", which is characterized by fake smiles, insincere wishes and grapevine gossip.  Leaving some to feel like an outcast because of their ongoing alienation from their colleagues.

We all have heard of "clicks", it happens anytime a group of people get together. Some seem to gather by race, gender, age or other similar characteristics. Or some may just choose to congregate based on personal likes and dislikes, insecurities or intimidation factors.  On the surface this seems perfectly harmless to pair up and be around people you prefer but, this type of behavior in the workplace has a darker side as well.  It can leave people feeling inferior, as if the estrangement is deliberate.  In some cases it can be based on cultural clashes, jealousy or body dysmorphia.  These  exclusionary practices are obviously a desperate need for social acceptance, but at the expense of another.  They inflict a negative stigma on some unfortunate person  through unflattering speech disguised in the form of jokes; and entice others to treat them with the same aversion.  Some peers may hide their disapproval, in fear that they may be subjected to the same discriminatory practices.  Whereas others find some form of vindication by degrading others, as this behavior seems to have some magical properties, it boosts their ego and hides their own flaws simultaneously.  This type of behavior if left unabated, will ultimately have long-lasting and detrimental effects on the entire working environment. 

According to (Dickie, C. 2009, p. 130) "workplace friendships can have a negative effect on a organization, due to issues such as favoritism and gossip; decreasing productivity and increasing turnover rates".  But he also concedes that bonding within the workforce can assist in inhibiting racism and gender biases (Dickie, C. 2009, p. 130). 

Cultural references seem to play a large part in discriminatory practices within workplace.  Deep-rooted lack of self-esteem can make people repeatedly point out the differences between themselves and others.  To continuously make references to those characteristics can be seen as stereotyping, even bordering on harassment.  

Stereotyping 

In today's society cultural diversity is an unavoidable consequence of globalization (Murphy 2009, p. 2).  Whenever a business has to integrate multicultural colleagues, one can expect different interpretations of similar situations. Even non-verbal forms of communication could be perceived as being insulting for one ethnic group, yet be funny or have no meaning at all to the other (Luthar, 2007, p. 170); (Adams, S., 1999, p. 109). Cultural expressions can alter meanings even when the language is exact in its interpretation (Schneider, A. 2002, p. 105).

There is a correlation between stereotypical jokes or comments and a higher turnover rate in a multicultural workplace (Komaki, J., L. 2007, p. 631, 634).  Stereotyping is allegedly an outdated practice however, according to the "social identity theory", individuals have an inherent need to classify themselves and others into categories and groups. This ideology or ingrained imagery is learned behavior, imposed by society to further perpetrate a class system (Mason, 2007, p. 2014).  

Cultural over-sensitivity?

Casual comments and office humor can cross the boundaries of decorum and insult other nationalities however unintentional. The management of a firm can only make assumptions about the expressed prejudicial behavior of their employees; which can have a stifling effect on the overall success of the organization, not to mention being  illegal (Schneider, A. 2002, p. 106).  In some instances the perceived offensive comments could be a matter of language misinterpretation (Sethi, D., et., al. 2009, p. 2). There could also be an overly sensitive view towards any reference to ones own culture (Crossman, J. M., et. al, 2007, p. 156).  Making "cultural-specific flaws" effect the meaning and thus intent of the communication (Schneider, A. 2002, p. 110).  In a study by (Luthar, 2007) a critical finding of the study was that heritage and cultural values were a constant reference when forming opinions about the appropriateness of workplace interactions (Luthar, 2007, p. 171). 

The Price of Human Capital

If a business focus is primarily on the induction, training and development of employees, managers can expect a future profit from their initial outlay. However if  the focus narrows to valuing human capital, as opposed to revolving employees, the potential for increased economic growth is exponential (Vithana, et. al, n.d., pg. 556 ).       It would be an error to underestimate the earnings attributable to human resources. As well as the acquisition cost or replacement cost necessary to replace skilled workers (Vithana, et. al, n.d., pg. 556 ).  
Mend the Soul
One way to ensure that organizations are fit for humans to inhabit them, is create an atmosphere of mutual respect. Where discrimination is not tolerated, nor is gender or age bias.  This utopia will see that compensation is fair, advancements that are based on merit or academic achievements and the enhancement of Organizational citizenship. 

A study conducted by a study Morgan, D. & Zeffane, R. , 2003, pg. 55, suggests that in human resource management (HRM), trust is incredibly important for sustaining individual and organizational effectiveness.  If trust is eroded within business environment it can have a snowball effect, which ultimately releases employees from moral obligations towards the company.  As well as affects their consistency overall honesty and competency.  This is especially true during times where disagreements, conflicts or a crisis are present.  These conditions of uncertainty make optimal trusting relationships necessary in order to avoid a hostile environment (Morgan, D. & Zeffane, R. , 2003, pg. 59). 
Unleash Capability

According to Pook, K., & Warden, C. n.d., pg., 333, " Humankind has a great ability to learn by using reflection on past and present incidents, actions and reactions, for designing and optimizing future behavior.  At the same time these capabilities are often insufficiently valued for improving business competitiveness and sustainability".

Business thrives on knowledge-based societies and economies, and existing resources need to be managed to maximize the greatest good ( Pook, K., & Warden, C. n.d. , pg., 334).  To effectively manage key social functions, management needs to "harness individual experience and expertise" and provide a positive environment where people are willing to share their knowledge for the benefit of all ( Pook, K., & Warden, C., n.d., pg., 335).
Foster Renewal

With the uncertainty of in the economy today, many employees are seeking long-term remuneration . Pension plans that create a sense of stability are vital in retaining educated and skilled staff.  "Risk budget " is a concept were the companies major exposures are estimated, to ensure the amount of equity capital necessary to support each plan is available on-demand.  This can help management mitigate future short falls regarding asset allocation, and guarantee future pension compensation plans (Merton, R., M. 2006, p.g. 15). Employees that feel their future is assured are more likely to remain loyal to the company.
Expand Minds

To be a exceptional leader you have take risks, in that you need to choose people who are unlike yourself.  One should not be intimidated by someone more skilled, experienced or better educated themselves.  The strongest of leaders empower others to delegate authority and allow them to learn through making mistakes (Sorcher, M. & Brant, J., 2002, pg. 81).   

If individuals are too confined with rigid policies and procedures, it has a tendency to alienate others and inhibit innovation.  The best leaders thrive on dealing with complex situations in creative ways (Sorcher, M. & Brant, J., 2002, pg. 81). 

Distribute Power

Assessments are often based on irrelevant, intangibles such as hearsay, gossip, observation of a casual nature or insufficient data. (Sorcher, M. & Brant, J., 2002, pg. 80). There also seems to be a tendency to incorporate a "halo type effect", as certain characteristics and attributes are overvalued, making fundamental mistakes when picking team leaders.  For promotional purposes, a full range of criteria should be assessed when choosing a leader, not the least of which is personal integrity (Sorcher, M. & Brant, J., 2002, pg. 80).  
Seek Balance

According to research by Morris, M., et, al., 2009, pg. 419, the "employment lifecycle" consists of several stages, whereas management needs to strategically plan how to best deal with human capital.  Issues include: 

· acquisition of competent workers, 

· the allocation of suitable jobs, 

· developing citizenship within the organization,

· competently appraising and evaluating based on merit, 

· and the conservation or retention of skilled staff.

In order to sustain a competitive advantage, a business has to match the right employee was jobs based on their knowledge ability and motivation to achieve business objectives consistent with the firm goals (Morris, M., et, al., 2009, pg. 420).

Recommendations

Ways to mitigate intentional or unintentional discriminatory practices on the job include:

· Have a mission statement, that outlines the expectations and values of the firm.  Clearly outlining the consequences of failing to it adhere to the policies and practices indicated the company (Schneider, A. 2002, p. 106). 

· Acknowledge and give accolades to those who implement the ideology of the company with the greatest amount of organizational citizenship. 

· Make communication the key factor in every hierarchy or level of the company.  Where management are open to ideas, and all voices/opinions are respected.

· Provide compensation based on performance and goodwill.
· Offer advancement opportunities that enhance job security such as pension plans or ownership options.
· Ensure workplace issues/problems are dealt with fairly; maintaining a pleasant 


environment.
· Be aware of cultural sensitivity and promote a geocentric working environment; free from harassment, discrimination, or gender bias. 

· Allow flexibility around working hours with options such as job sharing. If necessary provide retaining, reassignments or relocate employees to find the best fit.

· Subsidize health care and childcare to be supportive of the family unit, as well as encourage family social events.

· Show appreciation for human capital, be socially responsible, walk to talk.
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