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MEMO  

To: Smith Consulting LLC Team Leaders 

From: Joe Smith, President, CEO  

Date: February 10, 2020  

Subject: Enhancing Diversity and Inclusion Initiatives 

 I write to share the problem of the ongoing trend of identity politics in the workplace and 

the effects it is having on our team.  I offer some guidance to come up with possible solutions as 

well.  

Smith Consulting LLC recently took on a case to resolve an EEO complaint involving 

some insensitive remarks repeatedly made by senior leadership at a communications firm.  Our 

company strives to be as diverse as possible and our operating procedures support that equal 

opportunity is paramount to productivity and morale.  We modeled our vision after companies 

like Xerox who have been advocating diversity for over 50 years (Stallings-Johnson, 2018).  

However, a recent anonymous source reported to Human Resources that while our workforce is 

diverse on paper, our inclusion of certain ideas is not being properly incorporated in our 

corporate strategy.  This revelation concerns me and I know we can do better.   

 I suggest we address this problem by utilizing a two-prong approach; improved hiring 

initiatives and current team member diversity training.  Our first goal is to better scrutinize our 

prospective employees and ensure they are capable of thriving in a diverse workforce (Wentling 

& Palma-Rivas, 2000).  By ensuring all new hires know what is expected of them there should 

be a downturn of exclusionary practices from our newest team members.  Our second phase of 

the plan will be re-education of the current team members.  Diversity and inclusion should be a 

synonymous phrase, as many other corporations are discovering (Roberson, 2006).  Our re-

education will begin with a inclusion policy drafted by myself with input from the other team 

leaders.  We will model our education plan after another successful company and ensure all 

members are clear on our policies.  We will also form diversity caucuses among the employees 

to keep them talking and bringing up new ideas.  They will work with the management team to 

achieve common business objectives, encourage open communication, and further promote an 

inclusive environment (Stallings-Johnson, 2018).  It is important that employees feel safe, 

involved, and respected, with opportunities to share ideas and perspectives (Northouse, 2018).  

Additionally, all managers should treat everyone fairly without discrimination. With these 

initiatives and strong management support I know we can ensure all our team members are 

valued and feel included.   

Please bring any additional ideas and concerns with you to Tuesday’s staff meeting.   
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