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Introduction 

The aim of this research paper is to evaluate 

a key tenant of the Soapbox model; thus, the 

question ‘How can diversity enhance 

connectivity’ was formed. As part of their 

mission, Soapbox aims to instil a culture of 

connectivity and trust within society. Its 

philosophy argues that connectivity is the key 

to enhancing individual wellbeing, and thus 

the relative current atomisation of society is 

allowing our differences to divide us instead of 

uniting us. To support or refute Soapbox’s 

claims, a meta-analysis was conducted, 

drawing upon peer-reviewed articles from 

psychology, sociology, behavioural studies, 

and economics. The findings revealed 

diversity can enhance connectivity through the 

development of a positive and open mindset. 

Research in this field thus supports Soapbox’s 

claims. However, further research is required 

to cover the complexities of this question.  

This paper will begin with an exploration of 

whether diversity can enhance connectivity. 

Subsequently, it will address the impact of 

diversity on our society and conclude with a 

discussion of the findings.  

Findings 

Current research proposes that diversity can 

disrupt group functioning or, conversely, allow 

for collective creativity and insight (Fernandes 

& Polzer, 2015). Traditionally, diversity has 

been defined through visible differences 

between people. However, there are 

essentially two kinds of diversity, ‘inherent’ 

and ‘acquired’. Inherent diversity includes 

traits we are born with, such as sex or 

ethnicity, whilst acquired diversity refers to 

traits we gain from experience (Hewlett, 

Marshall and Sherbin, 2013). For this paper, I 

define diversity as a “combination of our 

differences that shape our view of the world, 

our perspective and our approach” (Deloitte, 

2011); which Soapbox argues is essential to 

enhance connectivity.  

Literature on diversity conveys that we often 

find ourselves divided based on inherent 

characteristics. Hofhuis, Van der Rijt, & Vlug 

(2016) found that this can sometimes lead to 

negative outcomes, specifically in work 

settings. They express that in culturally 

diverse organisations, employees often prefer 

associating with members who belong to the 
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same cultural group, as it helps them predict 

and give meaning to their social environment 

(Hofhuis, Van der Rijt, & Vlug, 2016). An 

empirical study conducted by Fernandes & 

Polzer (2015) reinforces this, establishing that 

members of a group are more likely to 

collaborate with similar group members to 

gratify their sense of identification and social 

integration. These empirical studies suggest 

that such self-categorisation inhibits 

connectivity, leading to “intergroup conflict, 

poor communication and low cohesion, which 

further affects team morale and performance 

within an organisation” (Fernandes & Polzer, 

2015, p. 2).  

Despite this tendency towards homogenous 

self-division within organisations, scholars in 

this field of research argue that diversity can 

enhance connectivity and can have many 

positive effects on society, if looked at from the 

right perspective. Phillips (2017) states that 

when people are connected, different 

information, opinions, and perspectives can 

be shared, enhancing creativity. He further 

argues that diversity leads to better decision 

making and problem solving, supported by 

Fernandes and Polzer’s (2015) 

aforementioned study which highlighted that 

heterogenous groups solve problems more 

effectively than homogenous groups. An 

atmosphere that promotes positive diversity 

can enable us to form deeper genuine 

connections across backgrounds and social 

divides (Hofhuis, Van der Rijt, & Vlug, 2016). 

This notion has received continuous evidence, 

most recently by Janssens and Zanoni’s 

(2021) case study focusing on middle-aged 

and elderly woman of diverse cultural 

backgrounds. These women formed a knitting 

club within their community, where, on a 

weekly basis, they share knowledge, lived 

experience, and engagement with novels, 

music, and so forth. Janssens and Zanoni 

(2021) assert the communal endeavour of 

knitting enables these women to connect 

through “reciprocal gestures of mutual care 

and recognition”. It fosters a diaspora of 

shared experiences and memories where 

mutual connections are formed. Thus, through 

embodying a positive outlook on diversity and 

embracing our differences, we are prompted 

to develop a better connection with others and 

drive engagement across cultural lines. 

Organisational studies also demonstrate that 

diversity is imperative both in driving market 

growth and building connectivity within the 

workplace. Hewlett, Marshall, & Sherbin 

(2013) find that companies with more diversity 

are more successful, because the team is 

better able to understand a wider range of 

clients’ needs. Their research finds that a 

team member who shares a client’s ethnicity 

is 152% more likely to understand their client 

better when compared to team members who 

do not share that ethnicity (Hewlett, Marshall, 

& Sherbin, 2013). Additionally, Hewlett, 

Marshall, & Sherbin (2013) argue that leaders 

need acquired diversity to help establish a 

culture within the organisation that enables 

employees to feel open to contributing their 

thoughts and connect with each other on 

building innovative ideas. Talbert (2015) 
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emphasises this point, however, further 

expresses that diversity will also help the client 

increase their own satisfaction, further driving 

continued client engagement. Of course, it is 

not always easy to bridge social divides, 

whether they are cultural or personal, 

however, we can still be part of a movement 

without identifying with other members of the 

group, as long as there is still a shared goal 

that connects one another (Poletta & Jasper, 

2001). Thus, whilst diversity can divide us 

when we remain closed minded, it can also 

unite us if we keep an open mind and embrace 

our inherent and acquired differences as a 

strength of diverse collaboration.  

 

Discussion 

Literature on this topic has revealed diversity 

can in fact enhance connectivity when we 

allow it to. Diversity is essential for stronger 

relationships, economic projects, and problem 

solving. When we promote and incorporate a 

positive climate that supports diversity, 

genuine connections can emerge, resulting in 

many positive benefits for society, specifically 

in organisational settings. Empirical studies 

show that these connections are only possible 

if we learn to accept and embrace our 

differences by seeing how it can impact our 

society for the better. By learning to embrace 

diversity, we can build connected 

communities that strive to help one another 

remain educated on wide-ranging cultural 

needs and practices.  

One of Soapbox’s key stated aims is that 

societal change be driven on a grassroots 

individual level, rather than enforced from 

above. Current research thoroughly supports 

this by showcasing how diversity can 

enhance connectivity and allow individuals to 

create empowering structures within their 

society. Our differences can connect us to 

achieve the change we desire.   
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