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The following material has been reproduced, strictly for educational and illustrative purposes,
related to the material’s subject. The material is intended to be used in the University for
International Cooperation’s (Universidad para la Cooperacién Internacional: “UCI”, for its
acronym in Spanish) virtual campus, exclusively for the teaching role and for the students” private
studying, in the Management Skills course which is part of the academic program.

UCI wishes to state its strict adherence to the laws related to intellectual property. All digital
materials that are made available for a course and for its students have educational and research
purposes. The use of these materials is not intended for profit. It is understood as a special case
of use for distance education purposes, in places where it does not conflict with the normal use of
the document and where it does not affect the legitimate interests of any actor.

UCl does a FAIR USE of the material, based on the exceptions to copyright laws set out in the
following regulations:

a- Costa Rican Legislation: Ley sobre Derechos de Autor y Derechos Conexos (Law on Copyright
and Related Rights), No.6683, dated October 14™ 1982, Article 73 and Ley Sobre Procedimientos
de Observancia de los Derechos de Propiedad Intelectual (Law on Procedures for Enforcement of
Intellectual Property Rights), No. 8039, Article 58, which allow for the partial copying of works for
educational illustration.

b- Mexican Legislation: Ley Federal de Derechos de Autor (Federal Law on Copyright), Article 147.

c- Law of the United States of America: In reference to fair use, it is contained in Article 106 of the
copyright law of the United States (U.S. Copyright - Act), and establishes a free use of documents
for purposes such as criticism, comments and news, reports and teaching (which includes making
copies for classroom use).

d- Canadian Legislation: Copyright Act C-11, makes reference to exceptions for distance
education.

e- WIPO: Within the framework of international legislation, according to the World Intellectual
Property Organization (WIPO), this matter is foreseen by international treaties. Article 10(2) of the
Berne Convention allows member countries to establish limitations or exceptions regarding the
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possibility for legal use of literary or artistic works, by way of illustration for teaching, through
publications, radio broadcasts, or sound or visual recordings.

In addition, and by UCI’s indication, virtual campus students have a duty to comply with what is
stated by the relevant copyright legislation in their country of residence.

Finally, at UCI we reaffirm that we do not profit from the works of third parties, we are strict about
plagiarism, and we do not restrict in any way, neither our students, nor our academics and
researchers, the commercial access to, or acquisition of, any documents available in the publishing
market, may it be the document directly, or through scientific databases, paying themselves for
the costs associated with such access or acquisition.
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About DEI (adapted for learning purposes)

INTRODUCTION

People will typically be more enthusiastic
where they feel a sense of belonging and see

themselves as part of a community than they

by the sense of belonging they feel at work.
According to Maslow’s Hierarchy of Needs, a sense
of belonging falls on the third level. Human
beings not only need food and water to survive
but to feel like they belong in a community.

While the workplace isn’t necessarily a place
where you go to make friends, the general
attitude and mindset you have toward work
and fellow coworkers can cultivate a sense
of belonging. There is nothing worse than
having the “Sunday Blues,” where you start

ethnicity, religion, disability, culture, and sexual
orientation.

As separate terms, diversity refers to differences
in people, ranging from their cultures to
their work styles and personalities. Elements
of diversity include demographics, educational
background, socio-economic status, marital
status, physical abilities, and mental abilities.
Diverse teams are those that embrace differences
amongst team members rather than advocating
for uniformity in identity and expression.

will in a workplace in which each person is
left to his own devices. —Alfie Kohn

Did you know that a third of your life will be spent
at work? That adds up to 9,000 days and 72,000
hours at the office. Your level of satisfaction
at work matters because it can determine the
quality of your overall well-being.

Many employees are waking up to the realization
that their job satisfaction isn’t predicted by salary

increases and bonuses alone. It is also impacted

feeling anxious just thinking about stepping
into a work environment that doesn’t value nor
accommodate your needs as an employee.

Before we go any further, we must define what
exactly we are speaking about when mentioning
diversity, equity, and inclusion (DEI). First and
foremost, DEI is a term used to describe
programs and policies that seek to promote
the participation and representation of minority
and marginalized social groups at work. These

groups may be categorized by age, gender, race,

Equity is often confused with equality, although
they refer to different concepts. Equality means
treating every employee the same and offering
them the same amount of resources and
opportunities. On the surface, this is what every
organization wants—to treat employees equally.
However, diverse teams consist of employees who
did not receive the same start in life and therefore
enter the workplace already at a loss.

For example, even though men and women have
the right to work, women enter the workforce



at a disadvantage due to balancing caregiving at
home and still putting in the hours to advance
their careers. This heavy load on their shoulders
has a ripple effect when it comes to their career
and financial advancement. Equity goes beyond
equality and seeks to recognize each employee’s
background, which impacts their performance
and development at work, then award resources
and opportunities according to their unique
circumstances.

Then we have the third concept of inclusion,

The best way to understand who is represented
by DEI programs and policies is to consider
minority and marginalized groups in society; the
same social dynamics and hierarchies are often
reinforced at work, which is why there are efforts

to correct these inequalities.

For instance, statistics show that in 2020, women
earned 80 cents for every dollar earned by men;
and women only occupied 26% of leadership
roles (Gitnux, 2023). More recent statistics
published in 2023 show that ethnic minorities

that respond to these core values of human
relations and spend over $8 billion a year on
programs and training initiatives to support
teams in adopting these values (Williams &
Dolkas, 2022). Yet despite investing so much into
these initiatives, data shows that not much has
changed. In fact, one research study showed that
the positive results of some DEI programs only
last for about two days.

There are plenty of reasons why some DEI
programs don't work. The first is the unrealistic

which refers to making sure that every employee
feels accepted at work. This concept is closely
tied to the sense of belonging that we all desire
to feel when placed in a group setting. Inclusive
teams are those that create and reinforce a culture
of open communication, collaboration, and
participation. Essentially, by improving diversity
and equity, teams are able to become more
inclusive and establish a positive and supportive
work environment.

(i.e., marginalized ethnic groups such as the
Hispanic, Asian, African American, American
Indian, and Alaska Native) make up 10% of the
entire workforce and 6% of senior management
positions. Moreover, 24% of Hispanic and
African American employees report experiencing
discrimination at work, compared to 15% of
Caucasian employees (Gitnux, 2023a).

Diversity, equity, and inclusion are hot topics in
the corporate world right now. U.S. companies

have gone as far as creating specific departments

expectations placed on employees to change
after attending a once-off training workshop
or weekend team-building. Another reason is
implementing DEI programs without adjusting
workplace policies and systems. While the
programs are good, the fundamental structures of
the organizations don’t support positive change.
Research conducted by Deloitte also showed that
DEI programs were more likely to be sustainable
and help to achieve business outcomes when
coupled with inclusive leadership (Hawley, 2023).



To avoid spending hundreds of thousands, if not
millions of dollars, on DEI policies and programs
that look good on paper but have no real impact,
it is important to take a moment and learn
how diverse, equitable, and inclusive teams and

cultures are built.

IN SUMMARY

Undertaking DEI initiatives can be uncomfortable
due to the type of conversations that need to be
had, which require employees to step outside of
their comfort zones. However, prioritizing DEI is
the best way to attract and retain the best talent
and invest in the growth of your company.
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