
Thesis statement: While the invigoration of diversity in the workplace may help foster 

a propitious environment for creativity and productivity, diversity should not be forced 

through the recruitment process for the sole purpose of meeting the required quotas, 

increasing sales, or promoting better brand images because it creates reverse 

discrimination, violates merit-based principles, and ultimately aggravates the 

performance of the whole organization. 

Why I choose this thesis: As an international student who has lived and studied in 

several different places and cultures, it becomes rather conventional for me to be 

labeled as someone with a diverse background. Somehow, I develop a special 

attachment to the word diversity and usually consider myself a representation of my 

race, my ethnicity, my country, and my culture whenever I arrive at a new environment. 

However, every now and then, I have been quite ambivalent about the extent to which 

it holds true that diversity supplants merits and qualifications when it comes to the 

admission and recruitment process. By choosing this thesis statement, I can delve 

deeper into this controversial issue and may be able to find the answer to the 

aforementioned question. 

Relevance for business: The 21st century has witnessed a soaring trend in 

companies and organizations embracing diversity and striving to make their workforce 

more dynamic by hiring individuals of different race, ethnic, culture, age, gender, and 

so forth. Diversity and inclusion are usually incoporated into their mision statements, 

but few businesses are actually able to tell the difference between these two words 

that are frequently used either inseparably or interchangebly. This can lead to 

companies’ failure to achieve their stated goals and cause a debatable situation in 

which diversity is forced through the recruitment process to satisfy a quota system, 

increase sales, or promote better brand images. 

What I already know and what I hope to learn: This is going to be a challenging 

issue for me to address because of its complexity and my limited knowledge about the 

topic. Nevertheless, I would like to regard this as a favorable opportunity to broaden 

my horizons about diversity and different concepts associated with it. After doing some 

preliminary research, I have established a fundamental understanding about the 

touchy issue and somewhat get to grips with it. I have also discovered some matters 

that are usually brought to the discussion table when it comes to diversity, such as 

equal opportunity and affirmative action, to name a few. Although these matters are 



more oriented towards the field of social psychology and several of them are 

somewhat legislation-related, it is worth investigating them in order to see their 

interrelation with business and management. 
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