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Communication Process
Definition: The Communication is a two-way process wherein the message in the form of ideas, thoughts, feelings, opinions is transmitted between two or more persons with the intent of creating a shared understanding.
Simply, an act of conveying intended information and understanding from one person to another is called as communication. The term communication is derived from the Latin word “Communis” which means to share. Effective communication is when the message conveyed by the sender is understood by the receiver in exactly the same way as it was intended.
Communication Process
The communication is a dynamic process that begins with the conceptualizing of ideas by the sender who then transmits the message through a channel to the receiver, who in turn gives the feedback in the form of some message or signal within the given time frame. Thus, there are Seven major elements of communication process:
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Sender: The sender or the communicator is the person who initiates the conversation and has conceptualized the idea that he intends to convey it to others.
Encoding: The sender begins with the encoding process wherein he uses certain words or non-verbal methods such as symbols, signs, body gestures, etc. to translate the information into a message. The sender’s knowledge, skills, perception, background, competencies, etc. has a great impact on the success of the message.
Message: Once the encoding is finished, the sender gets the message that he intends to convey. The message can be written, oral, symbolic or non-verbal such as body gestures, silence, sighs, sounds, etc. or any other signal that triggers the response of a receiver.
Communication Channel: The Sender chooses the medium through which he wants to convey his message to the recipient. It must be selected carefully in order to make the message effective and correctly interpreted by the recipient. The choice of medium depends on the interpersonal relationships between the sender and the receiver and also on the urgency of the message being sent. Oral, virtual, written, sound, gesture, etc. are some of the commonly used communication mediums.
Receiver: The receiver is the person for whom the message is intended or targeted. He tries to comprehend it in the best possible manner such that the communication objective is attained. The degree to which the receiver decodes the message depends on his knowledge of the subject matter, experience, trust and relationship with the sender.
Decoding: Here, the receiver interprets the sender’s message and tries to understand it in the best possible manner. An effective communication occurs only if the receiver understands the message in exactly the same way as it was intended by the sender.
Feedback: The Feedback is the final step of the process that ensures the receiver has received the message and interpreted it correctly as it was intended by the sender. It increases the effectiveness of the communication as it permits the sender to know the efficacy of his message. The response of the receiver can be verbal or non-verbal.
7 C’s of Communication
Definition: The 7 C’s of Communication is a checklist that helps to improve the professional communication skills and increases the chance that the message will be understood in exactly the same way as it was intended.
To have effective communication, one should keep the following 7 C’s of communication in mind:
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Clear: The message should be clear and easily understandable to the recipient. The purpose of the communication should be clear to sender then only the receiver will be sure about it. The message should emphasize on a single goal at a time and shall not cover several ideas in a single sentence.
Correct: The message should be correct, i.e. a correct language should be used, and the sender must ensure that there is no grammatical and spelling mistakes. Also, the message should be exact and well-timed. The correct messages have a greater impact on the receiver and at the same time, the morale of the sender increases with the accurate message.
Complete: The message should be complete, i.e. it must include all the relevant information as required by the intended audience. The complete information gives answers to all the questions of the receivers and helps in better decision-making by the recipient.
Concrete: The communication should be concrete, which means the message should be clear and particularly such that no room for misinterpretation is left. All the facts and figures should be clearly mentioned in a message so as to substantiate to whatever the sender is saying.
Concise: The message should be precise and to the point. The sender should avoid the lengthy sentences and try to convey the subject matter in the least possible words. The short and brief message is more comprehensive and helps in retaining the receiver’s attention.
Consideration: The sender must take into consideration the receiver’s opinions, knowledge, mindset, background, etc. in order to have an effective communication. In order to communicate, the sender must relate to the target recipient and be involved.
Courteous: It implies that the sender must take into consideration both the feelings and viewpoints of the receiver such that the message is positive and focused at the audience. The message should not be biased and must include the terms that show respect for the recipient.


Effective Communication
Definition: An Effective Communication is a communication between two or more persons wherein the intended message is successfully delivered, received and understood.
In other words, the communication is said to be effective when all the parties (sender and receiver) in the communication, assign similar meanings to the message and listen carefully to what all have been said and make the sender feel heard and understood. In the business context, the communication is effective if the information shared among the company employees contributes towards the organization’s commercial success.
The effective communication includes not just the way you use the words but also covers several other skills such as, non-verbal communication, ability to understand your own emotions as well as of the other person with whom you are communicating, engaged listening, ability to speak assertively, etc.
There are several barriers to effective communication which are listed below:
 
Semantic Barriers
Organizational Barriers
Psychological or Emotional Barriers
Personal Barriers
Effective communication in the organization enables the employees to deepen their connection with others and improve teamwork, decision-making, and problem-solving capacity. The communication is a skill which is learned, and an individual can gain spontaneity in it by putting in his extra efforts and participating in more public conversations.
Definition: Effective communication is a process of exchanging ideas, thoughts, knowledge and information such that the purpose or intention is fulfilled in the best possible manner. In simple words, it is nothing but the presentation of views by the sender in a way best understood by the receiver.
We can say that it generally involves;
Sender: The person who initiates the process of communication by sending a message;
Receiver: The one to whom the message is to be delivered.
Content: Effective Communication
Characteristics
Skills
Significance
Barriers
[bookmark: Characteristics]Characteristics of Effective Communication
Just delivering a message is not enough; it must meet the purpose of the sender. Keeping this in mind, let us discuss the elements which make communication effective:[image: Characteristics of Effective Communication]
Clear Message: The message which the sender wants to convey must be simple, easy to understand and systematically framed to retain its meaningfulness.
Correct Message: The information communicated must not be vague or false in any sense; it must be free from errors and grammatical mistakes.
Complete Message: Communication is the base for decision making. If the information is incomplete, it may lead to wrong decisions.
Precise Message: The message sent must be short and concise to facilitate straightforward interpretation and take the desired steps.
Reliability: The sender must be sure from his end that whatever he is conveying is right by his knowledge. Even the receiver must have trust on the sender and can rely on the message sent.
Consideration of the Recipient: The medium of communication and other physical settings must be planned, keeping in mind the attitude, language, knowledge, education level and position of the receiver.
Sender’s Courtesy: The message so drafted must reflect the sender’s courtesy, humbleness and respect towards the receiver.
[bookmark: Skills]Effective Communication Skills
Conveying a message effectively is an art as well as a skill developed after continuous practice and experience. The predetermined set of skills required for an influential communication process are as follows:[image: Effective Communication Skills]
Observance: A person must possess sharp observing skills to gain more and more knowledge and information.
Clarity and Brevity: The message must be drafted in simple words, and it should be clear and precise to create the desired impact over the receiver.
Listening and Understanding: The most crucial skill in a person is he must be a good, alert and patient listener. He must be able to understand and interpret the message well.
Emotional Intelligence: A person must be emotionally aware and the ability to influence others from within.
Self-Efficacy: Also, he/she must have faith in himself and his capabilities to achieve the objectives of communication.
Self-Confidence: Being one of the essential communication skills, confidence enhances the worthiness of the message being delivered.
Respectfulness: Delivering a message with courtesy and respecting the values, believes, opinions and ideas of the receiver is the essence of effective communication.
Non-Verbal Communication: To connect with the receiver in a better way, the sender must involve the non-verbal means communication too. These include gestures, facial expressions, eye contact, postures, etc.
Selection of the Right Medium: Choice of the correct medium for communication is also a skill. It is necessary to select an appropriate medium according to the situation, priority of the message, the receiver’s point of view, etc.
Providing Feedback: Effective communication is always a two-way process. A person must take as well as give feedback to bring forward the other person’s perspective too.
[bookmark: Significance]Significance of Effective Communication in Business
You must be wondering, what is the role of effective communication in business? To answer this question, let us understand the following importance of effective business communication:[image: Significance of Effective Communication in Business]
Employee Management: Effective communication ensures self-discipline and efficient management since the employees are heard by the top management, and there is open communication in the organisation.
Team Building: People in the organisation work as a team to accomplish common goals, thus effective communication boosts the morale of the whole team.
Growth of the Organization: It ensures better decision making, intensifies public relations and enhances problem-solving ability. All this leads to corporate growth and development.
Build Strong Relationships: Interactions often simplify things; they positively motivate the employees to perform better and maintain long-term relations with others in the organisation.
Ascertain Transparency and Develops Trust: Effective communication is considered to be a base for building trust and assures sharing of complete information.
Facilitates Creativity and Innovation: It creates an environment where employees are free to share their ideas by exploring their creative and innovative side.
Reduces Misunderstanding: Effective communication eliminates the possibility of confusion and misunderstanding by conveying the message clearly and appropriately.
Organisational Growth: By maintaining cordial relations between the employees and the management, it enhances the functioning and leads to the achievement of corporate goals and objectives.
Organizational Stress
Organizational stress could be well defined as the problem which affects worker’s morale and physical health. This in turn reduces the productivity and increases the disability in working population. There are several theories that describe the organizational stress – socio-ecological approach, person-environment fit, the demand-control support model and the effort-reward imbalance perspective (Wethington 2000) Organizational stress or job stress is very common in any organization. It is the internal and external conditions that create stressful situation and the symptoms that people experience during the job hours. (Walonick 2009) Thus the organization stress could e defined as number of way
Symptoms of Stress can be well defined through three different stages through which body passes. The first stage can be called as alarm reaction where the body prepares for potential emergency through increased blood pressure and with high breathing. All bodily systems provide maximum energy for the fight. The second stage is resistance where the body builds up a tolerance to its effect. During this stage, body’s adaptive energy is being used as shield against the stressor. The third stage is the exhaustion when the body’s adaptive energy is depleted and stress manifests itself through illness, heart ailment etc. (Walonick 2009)
All human being react in the same way to environmental stressors even though each environmental factor varies from one another. Stress can be of short term or long term . Long term stress shows increased resting heart rater which has deleterious effect. Job stress often has substantial negative effect both on physical and emotional health. The symptoms would include – constant fatigue, low energy level, recurring headaches, gastrointestinal disorders, chronically bad breath dizziness, blood pressures inability to sleep, increased aggression and even excessive smoking. (Walonick 2009) All these symptoms when continued can make people more susceptible to major illness.
Causes of Organizational Stress
Stressors can be divided into two – stress caused due to individual or stress caused to environment. Internal or individual stress can be due to fears of inadequacy, guilt feeling and environment threat. Environmental stressors are external which is beyond the individual control. External stressor factor include issues of structure, management use of authority, monotony, lack of opportunity, excessive responsibility, ambiguous demands, value conflicts and unrealistic targets. (Walonick 2009)
Emotionally induced stress can be divided as follows – time stress, anticipatory stress, situation stress and encounter stress. Time stress is caused due to real or imaginary deadline, Anticipatory stress is caused on anticipated unpleasant incident, situational stress as the name suggest is caused due to unpleasant situation and encounter stress is crated by contact with other people. (Walonick 2009) There are several reasons and situation in organizational life that can make it stressful – as mentioned before problems with the physical environment, quality of work, role ambiguities, relationships with supervisors and career development stressors are the main causes of job stress (Walonick 2009)
According to the American Psychological Association, the three types of stress — acute stress, episodic acute stress, and chronic stress — can all make us feel out of sorts or even ill, but chronic stress is often ignored.
Acute Stress. You know the feeling when you’re behind on a seemingly all-important deadline and then you get a call from your child’s school asking you to come by or you barely miss a serious car accident.
Your heart might race and your blood pressure might rise. Your sense of emergency might trigger a migraine or even chest pain.
Other possible symptoms include irritability, anxiety, sadness, headaches, back pain, and gut problems. These may appear for a short time and subside when the stress eases.
Our minds extend acute stress. A recent argument may replay in your mind, keeping you up at night. Or you might keep worrying about the future, a deadline ahead. You might benefit from learning techniques to calm your mind, but stress isn’t interfering with your relationships or career.
Episodic acute stress. Some people experience these mini-crises regularly and live in a state of tension. They may be taking on too much or simply be overburdened by their lives. If you tend to worry, your body will be tense or angry.
The symptoms are similar but occur more often and accumulate.
Maybe your company is poorly managed and your boss is stressed out, passing along emergencies to you. Those tight deadlines keep cropping up.
In modern life, we often can’t take big, immediate actions to solve our problems. Instead, we can take small steps that build up over time.
You might need to spend more time getting physical exercise while rethinking your finances in case you need to quit. You might need the help of a therapist to change your circumstances or your responses to them.
Over time, a pattern of episodic acute stress can wear away at your relationships and work. 
That risk is greater if you turn to unhealthy coping strategies like binge drinking, overeating, or clinging to bad relationships. Many people also slowly give up pursuing pleasurable activities or meaningful goals.
If poorly managed, episodic acute stress can contribute to serious illnesses like heart disease or clinical depression. 
Chronic stress. This is the grinding stress that wears us down over the years. It arises from serious life problems that may be fundamentally beyond our control: poverty, war, or racism.
The demands are unrelenting and you don’t know when they will stop. You get by day by day.
If you had a traumatic childhood, you may experience life as chronically stressful even when the surface appears okay. You believe you are perpetually threatened by poverty or illness even when this is untrue.
Whether the cause lies in your mindset or difficult circumstances, many people stop fighting for change and begin to accommodate chronic stress.
It is important to get all the help you can and not blame yourself — blame will only grind you down further. Chronic stress feeds chronic and acute serious illness.
How can you actually use this information? When you’re overwhelmed, making distinctions — how bad is it really? — may feel impossible or unsympathetic. But distinguishing between these three types of stress will help you see your own circumstances clearly. Are you overreacting, seeing a temporary situation as permanent? Or have you been ignoring the signs for years? Again, blame won’t help. Knowing the three types should also help you find perspective and feel more compassion for other people who are under stress.
Why is stress helpful?
Historically, stress was our friend. It acted as a protective mechanism that warned us of danger; a natural reaction that told us when to run. This response is now referred to as the “fight or flight” response, or the “stress response.” When your evolutionary ancestors saw a saber-toothed cat and ran from it, stress saved their life.
Stress has remained part of the evolutionary drive because of its usefulness in survival. When used at the right time, stress increases our awareness and improves physical performance in short bursts (Van Duyne, 2003).
 Why is stress harmful?
Repetitive exposure of the stress response on our body is proven to lead to long-lasting psychological and physical health issues; these include cardiovascular disease, diabetes, anxiety and depression (“How Does Stress Affect Us?”, 2016).
Stress versus burnout
What’s the difference between stress and burnout? Stress is inevitable. Burnout isn’t.
While stress is our response, burnout is the accumulation of excessive stressors over time, which results in unmanageable stress levels.
American psychologist Herbert Freudenberger first termed the word “burnout” in the 1970s, referring to the effect of extreme stress and high ideals placed on “helping” professionals, such as doctors and nurses (“Depression: What is burnout?”, 2018).
Today, the word has evolved. It is now used more broadly to refer to the consequences of “excessive stress” placed on any individual, no matter their occupation. When we get to the point of no longer being able to cope, we are “burned out,” like a candle.
This is where stress management can offer tools, and help people avoid the unpleasant experience of burnout.
[bookmark: facts-stress-management] 14 Facts About Stress & Burnout
If you’re not yet convinced about the need to prioritize stress management, these 14 facts might help:
Stress has been referred to as the “silent killer” as it can cause heart disease, high blood pressure, chest pain, and an irregular heartbeat (Chilnick, 2008).
Telogen effluvium is the result of hair loss caused by stress that can happen up to three months after a stressful event (McEwen, 2003).
Stress accounts for 30% of all infertility problems. In women, stress can cause spasms in the fallopian tubes and uterus. In men, it can reduce sperm count and cause erectile dysfunction (Bouchez, 2018).
Researchers have found that stress worsens acne, more so than the prevalence of oily skin (Warner, 2002).
Stress can cause weight gain too. The stress hormone cortisol has been found to cause both the accumulation of abdominal fat and the enlargement of fat cells, causing “diseased” fat (Chilnick, 2008).
Correlations have been found between stress and the top six causes of death: cancer, lung ailments, heart disease, liver cirrhosis, accidents, and suicide (“How Does Stress Affect Us?”, 2016).
In children, chronic stress has been found to negatively impact their developmental growth due to a reduction of the growth hormone in the pituitary gland (Van der Kolk, B. et. al., 2007).
The word itself, “stress” stems from the Latin word stringere, meaning “to draw tight” (McEwen, 2003).
In the event of chronic stress, dominant hormones are released into our brain. These hormones are intended for short-term emergencies and in the event where they exist for extended periods they can shrink, impair and kill brain cells (Wallenstein, 2003).
Stress can increase the likelihood of developing blood clots since the blood prepares itself for injuries and becomes “stickier” (Chilnick, 2008).
Chronic stress can place pressure on, and cause damage to arteries and organs. This occurs due to inflation in our bodies caused by cytokines (a result of stress) (McEwen, 2003).
Stress is also responsible for altering our blood sugar levels, which can lead to fatigue, hyperglycemia, mood swings, and metabolic syndrome (“How Does Stress Affect Us?”, 2016).
On a positive note, we can reduce our stress levels by laughing. Having a chuckle, lowers the stress hormones, including cortisol, epinephrine, and adrenaline. Laughing also strengthens our immune system by releasing positive hormones (Wallenstein, 2003).
More good news, especially for chocolate lovers—dark chocolate has been found to reduce stress hormones (Wallenstein, 2003).
[bookmark: tips-stress-management] 7 Tips for Stress Management
Before discussing stress management techniques, there are several factors to consider.
The following 7 tips are adapted from The American Psychological Association (“Check Out the Stress Tip Sheet,” 2018) to support individuals with a stress management plan:
1. Understand your stress
How do you stress? It can be different for everybody. By understanding what stress looks like for you, you can be better prepared, and reach for your stress management toolbox when needed.
2. Identify your stress sources
What causes you to be stressed? Be it work, family, change or any of the other potential thousand triggers.
3. Learn to recognize stress signals
We all process stress differently so it’s important to be aware of your individual stress symptoms. What are your internal alarm bells? Low tolerance, headaches, stomach pains or a combination from the above‘Symptoms of stress’
4. Recognize your stress strategies
What is your go-to tactic for calming down? These can be behaviors learned over years and sometimes aren’t the healthy option. For example, some people cope with stress by self-medicating with alcohol or overeating.
5. Implement healthy stress management strategies
It’s good to be mindful of any current unhealthy coping behaviors so you can switch them out for a healthy option. For example, if overeating is your current go to, you could practice meditation instead, or make a decision to phone a friend to chat through your situation. The American Psychological Association suggest that switching out one behavior at a time is most effective in creating positive change.
6. Make self-care a priority
When we make time for ourselves, we put our well-being before others. This can feel selfish to start, but it is like the airplane analogy—we must put our own oxygen mask on before we can assist others. The simplest things that promote well-being, such as enough sleep, food, downtime, and exercise are often the ones overlooked.
Self-care is group-care. 
7. Ask for support when needed
If you’re feeling overwhelmed, reach out to a friend or family member you can talk to. Speaking with a healthcare professional can also reduce stress, and help us learn healthier coping strategies.
[bookmark: techniques-stress-management] Different Stress Management Techniques & Strategies
These tips are thing we can all benefit from doing more of. The techniques are categorized into three groups:
Action Orientated Approaches: used to take action to change a stressful situation
Emotion-oriented approaches: used to change the way we perceive a stressful situation
Acceptance-oriented approaches: used for dealing with stressful situations you can’t control
Explore the below options and find what combination works best for keeping your stress levels under control. 
Action- Orientated Approaches
Action-oriented approaches allow you to take action and change the stressful situation.
As Nelson &Hurrell said:
“Stress is inevitable, distress is not”
1. Be assertive
Clear and effective communication is the key to being assertive. When we’re assertive, we can ask for what we want or need, and also explain what is bothering us. The key is doing this in a fair and firm manner while still having empathy for others. Once you identify what you need to communicate, you can stand up for yourself and be proactive in altering the stressful situation.
You can read more about how to be assertive here.
2. Reduce the noise
Switching off all the technology, screen time, and constant stimuli can help us slow down. How often do you go offline? It is worth changing, for your own sake.
Make time for some quietness each day. You may notice how all those seemingly urgent things we need to do become less important and crisis-like. That to-do list will be there when you’re in a place to return to it. Remember that recharging is a very effective way of tackling stress.
3. Manage your time
If we let them, our days will consume us. Before we know it, the months have become overwhelmingly busy. When we prioritize and organize our tasks, we create a less stressful and more enjoyable life.
You can learn more with these tips about time management here.
4. Creating boundaries
Boundaries are the internal set of rules that we establish for ourselves. They outline what behaviors we will and won’t accept, how much time and space we need from others, and what priorities we have.
Healthy boundaries are essential for a stress-free life. When we have healthy boundaries we respect ourselves and take care of our well-being by clearly expressing our boundaries to others.
Watch this video to help establish healthy boundaries:
One of the tips in the video can help you prioritize your wants. For example, let’s say you are invited to a social event this weekend, but you have not had any time for yourself. The idea of reading a book and eating Chinese take-out sounds like your dream, but you’re afraid of hurting someone’s feelings if you don’t attend.
According to the video, it could be helpful to consider what you would do, if no one cared either way. If no one cares, maybe you decide to have a low-key evening by yourself. If someone really cares, and that relationship matters to you, you’d probably benefit more from making an appearance at the event.
5. Get out of your head
Sometimes it’s best not to even try contending with the racing thoughts. Sometimes you just need a break. Distract yourself. Watch a movie, phone or catch up with a friend, go for a walk, or do something positive that you know takes your mind off things.
 
Emotion – Orientated Approaches
Emotion-oriented approaches are used to change the way we perceive stressful situations.
In the words of William James:
“The greatest weapon against stress is our ability to choose one thought over another”
6. Affirmations and imagery
The power of positive imagery and affirmations is now scientifically proven to increase positive emotion.
How? When you think of a positive experience, your brain perceives it to be a reality.
So, replace those negative thoughts with positive statements and challenge and change the way you see and experience the world.
7. Cognitive Restructuring
In the mid-1950’s psychologist Dr. Albert Ellis developed what cognitive restructuring, a technique for understanding negative emotions and challenging the sometimes incorrect beliefs that cause them. Cognitive restructuring is a key component of Cognitive behavioral therapy (CBT). More about CBT here.
8. ABC Technique
The ABC technique was also originally created by psychologist Dr. Albert Ellis and was later adapted by Martin Seligman.
The letters ABC stand for; A – adversity, or the stressful event. B – beliefs, or the way that you respond to the event. Then C – consequences, the result of your beliefs lead to the actions and outcome of that event.
Essentially, the more optimistic your beliefs, the more positive the outcome.
More information about this technique and how you can implement it here:
What are the consequences of your current belief systems? It is worth investing in.
 
Acceptance-Orientated Approaches
Acceptance-oriented approaches are useful in stressful situations that you cannot control.
Epictetus, the Greek Philosopher had it right when he said:
“Men are disturbed not by things but by the views they take of them”
9. Diet and Exercise
You’ve heard it before, but you are what you eat. Be mindful of having a balanced and healthy diet. Making simple diet changes, such as reducing your alcohol, caffeine and sugar intake is a proven way of reducing anxiety.
Another guaranteed way to reduce stress is exercise. It’s proven to also be as effective as antidepressants in relieving mild depression.
So… get moving! (We know it’s easier said than done).
10. Meditation and physical relaxation
Use techniques such as deep breathing, guided visualizations, yoga, and guided body scans. These activities help relax the body. Some examples for you to try out are included below.
11. Build resilience
Resiliency is our ability to bounce back from stressful or negative experiences.
To simplify, resilient people are skilled at accepting that the situation has occurred, they learn from what transpired and then they move on.
More about resiliency, along with some worksheets and activities can be found here.
12. Talk it out
Don’t hold it all inside. Talk to someone close to you about your worries or the things getting you down. Sharing worries can cut them in half, and also give you a chance to laugh at potentially absurd situations.
Many of our worries sound a lot less worrisome when we say them out loud.
If you don’t feel up to sharing, writing them down is also a great way to release them. Or maybe engage with an independent professional. There are plenty of services available, including free services, which you can quickly google to find what’s available in your city.
13. Sleep
Getting a good night sleep is fundamental for recharging and dealing with stressful situations in the best possible way. While it varies from individual to individual, on the exact amount of sleep needed, an uninterrupted sleep of approximately 8 hours is generally recommended.
The Impact Of Stress On Businesses And Organisations
Istress (including the symptoms, causes and actions to take to reduce stress, stress management tips and strategies, resilience and how to support people who are stressed) however I thought I would focus in this article on an area which is not often talked about - the impact of stress on businesses and organisations. When stress is discussed the focus is usually on the impact of the stress on the person who is stressed, however a person's stress will also have impacts on their work and their business. If a number of employees are stressed the impact on the business or organisation will escalate. In this article we will discuss the potential impact and also what action a business or organisation may want to take.
Here are some of the impacts that stress can have on a business or organisation: 

Absenteeism, presenteeism and ill health. Employees who are stressed may be absent from work due to stress, they may come to work but not be able to perform their duties to the normal standards and they may suffer from other health problems developing from the stress (e.g. long term chronic, mental health and other conditions and potential addictions). These factors will significantly impact the business or organisation due to lack of resources, the loss of knowledge and experience and the impact of this on other employees. There may also be health and safety incidents as a result of stress. 

Morale and motivation. The above will in turn have an impact on employee morale and motivation, both in terms of the employees who are struggling with stress and the employees at all levels in the organisation who have to pick up their responsibilities. 

Staff turnover, recruitment and training. As a result of the above staff turnover may increase and experienced employees may leave the organisation. The business or organisation will then have to recruit new employees with the associated time and costs of this recruitment and training. 

Productivity and efficiency. Employees who are stressed and coming into work are likely to be much less productive and efficient than usual and this combined with employee absences, low morale and motivation and staff turnover will have a negative impact on overall business and organisation productivity and efficiency. 

Customer service. It is very difficult to maintain customer service levels with staff absences, high staff turnover, morale and motivation issues and low productivity and inefficiencies. Stress can therefore result in customer service issues and problems, with customer complaints and potential loss of customers. 

Communication and relationships. Where employees are stressed another impact can be on communication and relationships in the business or organisation. People who are stressed can be angry, irritable and withdrawn, which together with low morale and motivation and high staff turnover, can impact team dynamics, communication within and outside the company and both internal and external relationships negatively. 

Business and financial performance. All the above will result in a deterioration in the company or organisation performance, in terms of sales, profitability and cash flow.
So what can a business or organisation do to prevent or minimise the above impacts? Here are some ideas: 

Understand the data. A good starting point for any business or organisation is to evaluate the level of stress of its employees by gathering data such as the level of absence, long term illness, staff turnover, Human Resources or Employee Assistance Program calls and health and safety incidents as a result of stress and softer data such as employee feedback, management experience, customer feedback etc. This can be done through surveys, group and team meetings and one to one meetings. You may also want to seek external help with this analysis. 

Risk assess the business or organisation. Alongside the above it is a good idea to risk assess the organisation to understand the current situation in all areas (both what may be creating stress for employees and the impact of stress on the organisation).
Areas to consider include:
- The working environment such as the physical surroundings, equipment provided, and heating and lighting (e.g. a open plan working environment may be creating stress for employees due to high noise levels impacting concentration).
- The culture of the organisation such as support for staff, values and beliefs and management practices (e.g. Management not accepting that there are stress issues and not providing any support to employees or a practice of everyone having to stay until the boss leaves could be creating stress).
- How employees are treated such as clarity of job and role descriptions and objectives, communication on a team and one to one basis, training, expectations around working hours and deadlines and career opportunities (e.g. ambiguous and unclear job and role descriptions and objectives or lack of training or too much or not enough work for or responsibility given to an employee could be creating stress).
- Resourcing such as employing the right number of people to meet the company's requirements and having the equipment to do the job properly (e.g. employees may be stressed because the organisation is under staffed and they are working long and unreasonable hours).
- Scheduling and planning such as poor project planning or management chopping and changing their requirements of their employees (e.g. Unrealistic deadlines and work schedules can create stress for employees).
You will need to personalise any risk assessment to your business or organisation and may want to seek outside help to complete it. There is some useful advice available at the UK Health and Safety Executive website. 

Support individuals with stress management. As an employer you can support your employees to prevent and manage stress. This may be through open conversations with line managers, providing Employee Assistance stress support services, stress management training (such as our online video based stress management course for business owners, directors and managers and listening to employees concerns and taking action to improve things for them. 

Make organisational changes to prevent and reduce stress. The risk assessment will highlight areas that need to be improved or changed in the organisation in order to reduce or prevent employee stress. This could be anything from changing the culture of the organisation to recruiting additional staff. You can get some ideas from the areas mentioned in the risk assessment areas above
ORGANIZATIONAL CULTURE DEFINITION AND CHARACTERISTICS
Organizational culture includes an organization’s expectations, experiences, philosophy, as well as the values that guide member behavior, and is expressed in member self-image, inner workings, interactions with the outside world, and future expectations. Culture is based on shared attitudes, beliefs, customs, and written and unwritten rules that have been developed over time and are considered valid (The Business Dictionary).
Culture also includes the organization’s vision, values, norms, systems, symbols, language, assumptions, beliefs, and habits (Needle, 2004).
Simply stated, organizational culture is “the way things are done around here” (Deal & Kennedy, 2000).
While the above definitions of culture express how the construct plays out in the workplace, other definitions stress employee behavioral components, and how organizational culture directly influences the behaviors of employees within an organization.
Under this set of definitions, organizational culture is a set of shared assumptions that guide what happens in organizations by defining appropriate behavior for various situations (Ravasi& Schultz, 2006). Organizational culture affects the way people and groups interact with each other, with clients, and with stakeholders. Also, organizational culture may influence how much employees identify with their organization (Schrodt, 2002).
In business terms, other phrases are often used interchangeably, including “corporate culture,” “workplace culture,” and “business culture.”
Nature of Organizational Culture
“According to Banks, J.A., Banks, & McGee, C. A. (1989). Culture is defined as values, symbols, interpretations, and perspectives that distinguish one person from another in modernized societies; it is not material objects and other tangible aspects of human societies. People within a culture usually interpret the meaning of symbols, artefacts, and behaviours in the same or in similar ways”. Culture can also be defined as sharing of beliefs, values, behaviours and customs that the society will cope with and relates with one another which are transferred from one generation to generation through teaching and learning.
Culture is one of those terms that are difficult to understand, but everyone knows it when they sense or observe it. For instance, the culture of a big organisation to maximise profit is different from government hospital to render services to the public which is quite different than that of a university or college which is to give quality education to students.
ORGANISATIONAL CULTURE
“Atkinson defines organisational culture as the collection of traditions, values, policies and attitudes that constitutes a pervasive context for everything we do and think in an organisation”. Organisational culture is the way work is been performed whether it is acceptable or not acceptable and the behaviour or actions are encouraged or discouraged. The culture of organisation is linked to the personality of an individual.
MODELS OF ORGANISATIONAL CULTURE
There are four models of organisational culture. They are:
Power culture: Power culture is mostly found in small entrepreneurial organisations and it relies on trust, and personal communication for effectiveness. Control is exercised by selection of key individuals. It is a political organisation which decisions taking largely on balance of influence. They are few rules and procedures and little bureaucracy.
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Role culture: Role culture rest on the strength of strong organisation pillar. These are the specialist of the company. Such as Finance, Production, Administration, Marketing, Purchasing etc. Their roles or job description are more important than any individual in the organisation and their position is the main source of power.
Task culture: Task culture bring right resources and people into the organisation.
Person culture: Person culture exists when the employee think they are more superior or important than the organisation.
CORPORATE CULTURE
Organisations have set of values and goals that help them to achieve their aims and objectives. Corporate culture is described as collection of values, systems, beliefs, and processes that give the company its own special attitude. Every organisation has a corporate culture and standard that oversees the operation of the company. These standards can be in form of rules, procedures and policies that will determine the standard the organisation will operate.
Organisation Profile of Avon UK
Avon is the company for women, is a leading global beauty company, which generate more than $10 billion income annually. Avon is the first in the world’s that has largest direct selling. Avon markets to women in more than 100 countries through approximately 6.5 million active independent Avon Sales Representatives. Avon’s product line includes beauty products, as well as fashion and home products, and features such well-recognized brand names as Avon Colour, Anew, Skin-So-Soft, Advance Techniques, Avon Naturals, and mark. Learn more about Avon and its products.
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Its provide good and innovative quality products to customers at reasonable prices. Product lines include Avon make-up, Avon fragrance, ANEW skincare, Skin So Soft and Advance Techniques. Avon also sells different range of wellbeing products, jewellery, lingerie, accessories and gifts. More products carry the Avon name than any other brand in the world.
Presently in the UK, Avon now reaches one in three women, with six million women seeing an Avon brochure every three weeks through Avon sales representatives.
As the company for women, Avon is committed to supporting the causes that matter most to women – breast cancer and domestic violence. Globally, Avon has raised over $800 million to date as the world’s largest supporter of women’s causes.
The mission of Avon is to be the company that best understands and satisfies the product, service and self-fulfilment needs of woman globally. The core five values of Avon are Trust, Respect, Belief, Humility and Integrity.
Before we dive into the different types, let’s go back to square one. Company culture — often called organizational culture — is defined as the shared values, attitudes and practices that characterize an organization. It’s the personality of your company and it plays a large part in your employees’ overall satisfaction. 
A common misconception is that core values, employee perks and the like are the cornerstone of a strong company culture. In reality, your core values should guide your company culture, but are by no means an exhaustive effort, and benefit packages should be a byproduct of your deliberate work to create an enjoyable office environment.
A strong company culture will attract the right candidates for the job and keep them engaged as employees. According to a recent Glassdoor study, 77% of adults would evaluate a company’s culture before applying to an open position. Perhaps more impactful, 56% rank an organization’s company culture as more important than compensation. 
Creating a winning company culture takes a lot of time and effort — your corporate culture must accurately reflect your values and align with your overall mission. It’s a big to-do, but don’t get discouraged: your efforts will pay off in the long run.
Now, let’s dive into the four main company culture types.
 
4 TYPES OF ORGANIZATIONAL CULTURE
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Robert E. Quinn and Kim S. Cameron of the University of Michigan at Ann Arbor (Go Blue) investigated the qualities that make businesses effective. From a list of 39 attributes, the researchers identified two key polarities: (1) internal focus and integration vs. external focus and differentiation, and (2) flexibility and discretion vs. stability and control. 
These qualities are visually represented within the Competing Values Framework, which is part of the validated and widely-used Organizational Cultural Assessment Instrument. A quick Google search might pull up articles that mention anywhere from five to eight types of corporate cultures. However, Quinn and Cameron’s four types are generally accepted and appear to influence any variations.
 TYPE 1 - CLAN CULTURE
Primary Focus: Mentorship and teamwork
Defining Qualities: Flexibility and discretion; internal focus and integration
Motto: “We’re all in this together.”
About clan culture: A clan culture is people-focused in the sense that the company feels like one big happy family. This is a highly collaborative work environment where every individual is valued and communication is a top priority. Clan culture is often paired with a horizontal structure, which helps to break down barriers between the C-suite and employees and encourage mentorship opportunities. These companies are action-oriented and embrace change, a testament to their highly flexible nature.
Benefits: Clan cultures boast high rates of employee engagement, and happy employees make for happy customers. Because of its highly adaptable environment, there’s a great possibility for market growth within a clan culture.
Drawbacks: A family-style corporate culture is difficult to maintain as the company grows. Plus, with a horizontal leadership structure, day-to-day operations can seem cluttered and lacking direction.
Where you’ll find clan culture: Adaptable, team-oriented with a horizontal structure? It’s no surprise that clan cultures are often seen in startups and smaller companies. Young organizations that are just starting out put a heavy emphasis on collaboration and communication, leadership looks to employees for feedback and ideas and companies prioritize team-building. 
For companies with a large percentage of employees working remotely like HR tech provider Hireology, creating an empathetic and communicative company culture is key to success. “When you have a blended team, your local staff can help bridge gaps and build empathy,” says Joel Schlundt, Vice President of Engineering at Hireology. The team coordinated job swaps to help employees better understand and appreciate their peers’ roles.
How to create this culture within your organization: To cultivate a clan culture within your company, your first step is to turn to your employees. Communication is vital to a successful clan culture, so let your team know that you’re open to feedback. Find out what they value, what they’d like to see change, what ideas they have to help push the company further. Step two: take their thoughts into account and put them into action.
 TYPE 2 - ADHOCRACY CULTURE
Primary Focus: Risk-taking and innovation
Defining Qualities: Flexibility and discretion; external focus and differentiation
Motto: “Risk it to get the biscuit.”
About adhocracy culture: Adhocracy cultures are rooted in innovation. These are the companies that are on the cutting-edge of their industry — they’re looking to develop the next big thing before anyone else has even started asking the right questions. To do so, they need to take risks. Adhocracy cultures value individuality in the sense that employees are encouraged to think creatively and bring their ideas to the table. Because this type of organizational culture falls within the external focus and differentiation category, new ideas need to be tied to market growth and company success.
Benefits: An adhocracy culture contributes to high profit margins and notoriety. Employees stay motivated with the goal of breaking the mold. Plus, with a focus on creativity and new ideas, professional development opportunities are easy to justify.
Drawbacks: Risk is risk, so there’s always a chance that a new venture won’t pan out and may even hurt your business. Adhocracy cultures can also foster competition between employees as the pressure to come up with new ideas mounts.
Where you’ll find adhocracy culture: Think of Google, Facebook or Apple — these are companies that embody the external focus and risk-taking nature of adhocracy culture. They run on creative energy and doing what hasn’t been done before. Adhocracy cultures are commonplace within the ever-changing tech industry where new products are being developed and released on a regular basis.
How to create this culture within your organization: Depending on your industry, it may be hard to develop an authentic adhocracy culture that includes a high-risk business strategy. However, implementing strategy and brainstorming sessions provides employees with the opportunity to share big ideas that can help to propel the company further. Rewarding successful ideas encourages teams to think outside of the box, too.
 TYPE 3 - MARKET CULTURE 
Primary Focus: Competition and growth
Defining Qualities: Stability and control; external focus and differentiation
Motto: “We’re in it to win it.”
About market culture: Market culture prioritizes profitability. Everything is evaluated with the bottom line in mind; each position has an objective that aligns with the company’s larger goal, and there are often several degrees of separation between employees and leadership roles. These are results-oriented organizations that focus on external success rather than internal satisfaction. A market culture stresses the importance of meeting quotas, reaching targets and getting results. 
Benefits: Companies that boast market cultures are profitable and successful. Because the entire organization is externally focused, there’s a key objective employees can get behind and work toward.
Drawbacks: On the other hand, because there’s a number tied to every decision, project and position within the company, it can be difficult for employees to meaningfully engage with their work and live out their professional purpose. 
Where you’ll find market culture: The goal of a market culture company is to be the best in its industry. Because of that, these are often larger companies that are already leaders of the pack. They’re looking to compete and beat out anyone else that may compare.
For an industry leader like Bluecore, a retail marketing platform that utilizes AI technology, providing employees with clear objectives helps the team provide the all-star customer service it’s known for. “Our team is clear on its goals and we are incentivized through compensation structure and recognition,” says Vice President of Customer Success Kim Surko. “With that foundation, we can apply our personality and values to define how we will accomplish those goals.” 
How to create this culture within your organization: Because every aspect of a market culture is tied to the company’s bottom line, start by evaluating each position within your organization. Calculate the ROI of every role and ascribe reasonable benchmarks for production. Consider rewarding top performers to encourage similar work.
 TYPE 4 - HIERARCHY CULTURE
Primary Focus: Structure and stability
Defining Qualities: Stability and control; internal focus and integration
Motto: “Get it done right.”
About hierarchy culture: Companies with hierarchy cultures adhere to the traditional corporate structure. These are companies focused on internal organization by way of a clear chain of command and multiple management tiers that separate employees and leadership. In addition to a rigid structure, there’s often a dress code for employees to follow. Hierarchy cultures have a set way of doing things, which makes them stable and risk-averse.
Benefits: With internal organization as a priority, hierarchy cultures have clear direction. There are well-defined processes that cater to the company’s main objectives.
Drawbacks: The rigidity of hierarchy cultures leaves little room for creativity, making these companies relatively slow to adapt to the changing marketplace. The company takes precedence over the individual, which doesn’t necessarily encourage employee feedback.
Where you’ll find hierarchy culture: Hierarchy cultures can be found at both ends of the corporate spectrum, from old-school organizations to those of the customer service industry, such as fast food restaurants. These are companies that are hyper-focused on how day-to-day operations are carried out and aren’t interested in changing things up anytime soon.
How to create this culture within your organization: The first step to establishing a hierarchy culture is to button up your processes. If the chain of command has some gaps, fill them. Consider every team and department to ensure they have clear long- and short-term goals.
Your company culture says a lot about your team and what you value, and job seekers can pick up on that almost immediately. Evaluate your existing company culture and take stock of what truly matters to your organization — where are you aligned and where are your areas for improvement? While you can exert control over your company culture, keep in mind that the office dynamic will shift as you onboard new team members, so hire for culture add, not fit.
Change affects your most important asset, your people. Losing employees is costly due to the associated recruitment costs and the time involved getting new employees up to speed. Each time an employee walks out the door, essential intimate knowledge of your business leaves with them.
WHAT IS EFFECTIVE ORGANIZATIONAL CHANGE MANAGEMENT?
A change management plan can support a smooth transition and ensure your employees are guided through the change journey. The harsh fact is that approximately 70 percent of change initiatives fail due to negative employee attitudes and unproductive management behavior. Using the services of a professional change management consultant could ensure you are in the winning 30 percent.
In this article, PulseLearning presents six key steps to effective organizational change management.
1. Clearly define the change and align it to business goals.
It might seem obvious but many organizations miss this first vital step. It’s one thing to articulate the change required and entirely another to conduct a critical review against organizational objectives and performance goals to ensure the change will carry your business in the right direction strategically, financially, and ethically. This step can also assist you to determine the value of the change, which will quantify the effort and inputs you should invest.
Key questions:
• What do we need to change?
• Why is this change required?
2. Determine impacts and those affected.
Once you know exactly what you wish to achieve and why, you should then determine the impacts of the change at various organizational levels. Review the effect on each business unit and how it cascades through the organizational structure to the individual. This information will start to form the blueprint for where training and support is needed the most to mitigate the impacts.
Key questions:
• What are the impacts of the change?
• Who will the change affect the most?
• How will the change be received?
3. Develop a communication strategy.
Although all employees should be taken on the change journey, the first two steps will have highlighted those employees you absolutely must communicate the change to. Determine the most effective means of communication for the group or individual that will bring them on board. The communication strategy should include a timeline for how the change will be incrementally communicated, key messages, and the communication channels and mediums you plan to use.
Key questions:
• How will the change be communicated?
• How will feedback be managed?
4. Provide effective training.
With the change message out in the open, it’s important that your people know they will receive training, structured or informal, to teach the skills and knowledge required to operate efficiently as the change is rolled out. Training could include a suite of micro-learning online modules, or a blended learning approach incorporating face-to-face training sessions or on-the-job coaching and mentoring.
Key questions:
• What behaviors and skills are required to achieve business results?
• What training delivery methods will be most effective?
5. Implement a support structure.
Providing a support structure is essential to assist employees to emotionally and practically adjust to the change and to build proficiency of behaviors and technical skills needed to achieve desired business results. Some change can result in redundancies or restructures, so you could consider providing support such as counseling services to help people navigate the situation. To help employees adjust to changes to how a role is performed, a mentorship or an open-door policy with management to ask questions as they arise could be set up.
Key questions:
• Where is support most required?
• What types of support will be most effective?
6. Measure the change process.
Throughout the change management process, a structure should be put in place to measure the business impact of the changes and ensure that continued reinforcement opportunities exist to build proficiencies. You should also evaluate your change management plan to determine its effectiveness and document any lessons learned.
Key questions:
• Did the change assist in achieving business goals?
• Was the change management process successful?
• What could have been done differently?
Is your business going through a period of organizational change? PulseLearning can assist in managing the change process to meet business goals and minimize the associated impacts. PulseLearning is an award-winning global learning provider experienced in change management consultancy and developing engaging and innovative eLearning and blended training solutions.
Three Types of Change Management Models
While there are many change management models, most companies will choose at least one of the following three models to operate under:
1. Lewin’s Change Management Model
2. McKinsey 7-S Model
3.Kotter’s 8 Step Change Model
Lewin’s Change Management Model
This change management model was created in the 1950s by psychologist Kurt Lewin. Lewin noted that the majority of people tend to prefer and operate within certain zones of safety. He recognized three stages of change:
1. Unfreeze - Most people make an active effort to resist change. In order to overcome this tendency, a period of thawing or unfreezing must be initiated through motivation.
2. Transition - Once change is initiated, the company moves into a transition period, which may last for some time. Adequate leadership and reassurance is necessary for the process to be successful.
3. Refreeze - After change has been accepted and successfully implemented, the company becomes stable again, and staff refreezes as they operate under the new guidelines.
While this change management model remains widely used today, it is takes time to implement. Of course, since it is easy to use, most companies tend to prefer this model to enact major changes.
McKinsey 7-S Model
The McKinsey 7-S model offers a holistic approach to organization. This model, created by Robert Waterman, Tom Peters, Richard Pascale, and Anthony Athos during a meeting in 1978, has 7 factors that operate as collective agent of change:
1. Shared values
2. Strategy
3. Structure
4. Systems
5. Style
6. Staff
7. Skills
The McKinsey 7-S Model offers four primary benefits:
1. It offers an effective method to diagnose and understand an organization.
2. It provides guidance in organizational change.
3. It combines rational and emotional components.
4. All parts are integral and must be addressed in a unified manner.
The disadvantages of the McKinsey 7-S Model are:
- When one part changes, all parts change, because all factors are interrelated.
- Differences are ignored.
- The model is complex.
- Companies using this model have been known to have a higher incidence of failure.
Kotter’s 8 Step Change Model
This model, created by Harvard University Professor John Kotter, causes change to become a campaign. Employees buy into the change after leaders convince them of the urgent need for change to occur. There are 8 steps involved in this model:
1. Increase the urgency for change.
2. Build a team dedicated to change.
3. Create the vision for change.
4. Communicate the need for change.
5. Empower staff with the ability to change.
6. Create short term goals.
7. Stay persistent.
8. Make the change permanent.
Significant advantages to the model are:
- The process is an easy step-by-step model.
- The focus is on preparing and accepting change, not the actual change.
- Transition is easier with this model.
There are some disadvantages offered by this model:
- Steps can’t be skipped.
- The process takes a great deal of time.
It doesn’t matter if the proposed changed is a change in the process of project planning or general operations. Adjusting to change is difficult for an organization and its employees. Using almost any model is helpful, because it offers leaders a guideline to follow, along with the ability to determine expected results. This is helpful because change is difficult to implement and manage.
Cultural Diversity
By cultural diversity, we mean a wide range of cultural differences between nations. With the growth of globalization, a larger number of companies are competing for not only domestic market but also global market. Globalization is a trend in hospitality industry, too. There have emerged more and more international hospitality companies. Along the continued globalization of hospitality industry, in the domestic market, more migrant workers get into the workforce. That’s why managing cultural diversity at workplace is becoming a big issue to most of employers in this industry. More companies are more sophisticated in managing cultural differences – for example, giving language training to overcome communication barriers, adopting corporate diversity programs, etc. Meanwhile, many companies in this industry still have difficulties in effectively managing cultural diversity. They face challenges and find difficult to overcome them. I will be listing up these challenges later in the post. Now comes an overview of benefits of cultural diversity.
MANAGING CULTURE DIVERSITY
Though challenges exist, there are some approaches that can effectively help hospitality companies to manage cultural diversity.
To successfully manage your multicultural workforce, you should first be aware that majority and minority cultures don’t always share experiences. Also, the following strategies can help you break cultural barriers and enjoy advantages from cultural diversity. The strategies include:
•             Creating programs that improve awareness of cultural diversity
•             Improving positive attitudes towards cultural differences
•             Realizing the same points of view and relations among different ethnic groups
•             Being flexible in communication
•             Showing personal concerns and confusions when encountering cultural obstacles
•             Establishing cultural diversity committees
Aside from these strategies, other effective approaches to manage cultural diversity at workplace are:
•             Define organizational values and policies
Ensure you give proper answers to these questions before deciding fundamental policies and ethics of your organization: what the organization eventually aims at; what image you want to promote to apply effectively cultural diversity workforce in hospitality management; what kind of workforce you want in the future; what kind of workforce characteristics are vital for the performance.
•             Adopt employee relationship management system
To integrate workers from different cultures into the workplace, managers should create good relationship with them. Some programs can help develop the relationship – they are, language teaching, celebrating different religious or traditional holidays of employees, involving employees’ families into some company activities, etc. Indeed, creating such a family atmosphere helps increase retention. To successfully create such an atmosphere through programs, managers first should try to know personalities and background of their people. For example, managers can have conversations with employees during the down time or social events to understand more about them. Employees commonly like being listened and respected.
•             Develop a diversity management training program
Training program is another factor that ensures effective management of cultural diversity. Amid increased globalization of hospitality industry, diversity management training programs such as cross-cultural training can help overseas managers to learn about different cultures and help them develop skills of managing cultural diversity issues. That so doing can significantly decrease the potential costly failure due to cultural difference problems. Not only managers, diversity management training should be implemented in all levels in the hospitality industry.
•             Optimize cultural diversity training
The cultural diversity training involves understanding what it is, why it is important, understanding culture at all levels, from individual, national to organizational levels. Trainers need explain the behavioral influences of culture on the job and define the phenomena of stereotypes, assumptions, prejudice. Diversity training is intended for understanding, seeing things in new way, reflection and realization. As said above, diversity training should be applied both to employees and management and supervisors. To make the training more convenient, you can integrate diversity into already existing training. For instance, combining it into current supervisorial training.
Also, measurement and accountability are required in training. There can be assessments to draw employees’ attention on the topic. Assessments help reach learning intentions like knowledge increase, behavior and attitude change.
The skills and attributes of trainer need be suitable for the task. They have to be flexible, manage conflicts, and manage group dynamics. Also, diversity training can have multiple teaching methods – for example, role play, video, theatre, quiz, small group work. It is important to decide which method will help people learn.
•             Use language bank
Another effective tool is language bank. It is a program that workers are available to interpret different languages for other workers who need translators. The language bank helps better understanding and communication between workers with different languages.
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