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The Diversity Plan
Introduction
[bookmark: _GoBack]The American society is diversifying racially at a greater pace never experienced before.  Projections are that the population of minority groups in the United States will rise to 50% of the total population by the year 2050 (Kim, 2006). The population which is comprised of white people, black people (of African descent) and the people from Asian descent will continue to diversify even in the future, driven by forces of immigration and natural population increase. This diversity in populations is also manifested in the workforce of the United States. An industry has to seek their employees from a workforce that is comprised of people of different races, people who trace their ancestry to different continents of the world. 
Consequently, a company that values diversity will end up with employees of different races, who profess different faith and who have different cultural orientations. The cultural orientation that comes with the diversity of the workforce also implies that employees will have different values, dress codes, religious beliefs, and etiquettes. This diversity is however desirable because it brings different valuable talents to the organization that implements diversity (Harvey & Allard, 2015).  The benefits of diversity can only be accrued if it is well planned, otherwise, cost of diversity might outweigh its benefits. 
Importance of Diversity Planning
According to Kim (2015), it is relatively more important and difficult to manage diversity than to manage a homogenous workforce. This is the very basis and rationale for the planning of diversity. While homogeneity can easily be managed without a plan, diversity planning is a requisite condition for effective management of the diverse workforce.  As noted by Kim (2006) the demographic shift experienced in the United States have affected the workforces thus necessitating diversity planning, if the industries have to take advantage of the diverse workforce at their disposal. 
For example, since the racial diversity of workers brings about a diversity of talents in the organization, careful diversity planning would ensure that the organizations recognize and harness the potentials and talents that they have to increase their competitiveness. With racial diversity in the organization's workforce, conflicts are inevitable (Kim, 2006). Diversity planning ensures that the company can predict the possible conflicts that may emerge, put up measures to prevent them and proved ways of resolving them in the event that they manifest. 
Some of The Steps Introduced in The Diversity Plan
The first step to this diversity plan would be to determine areas of competence and talents that the organization needs.  A racially diverse workforce comprises different abilities and talents (Harvey & Allard, 2015; Kim, 2006) and thus the organization has the opportunity to choose the competencies that would help it achieve its goals. This step would also ensure that the organization does not hire individuals who would not impact on its vision, and this way, it avoids wasteful expenses on employees it does not need.
 After determining the competencies needed, the organization needs to constitute a team responsible for hiring the workforce. The team will then advertise and select from the applicants the best-suited candidates for the positions that the organization would want to fill. This team’s greatest challenge would be to ensure that while they are looking for competent people, the end result has to be a diversity of the hired workforce. 
The next step would be to take measures that combat discriminations and promote inclusiveness (Kim, 2006). The organization should take measures such as changing its culture to value racial inclusivity and formulate rules that encourage inclusivity at the expense of racial discrimination. The employees and managers are then made to believe in these values and to adhere to these rules. This step would help reduce conflicts and promote sharing and learning in the organization. For example, the company can formulate a policy that requires that when assignments are to be assigned to a group, that group has to be comprised of workers from different races, so as to foster learning, sharing, and multiplicity of ideas. 
The diversity plan should also include a step to create a learning and collaborative environment (Kim, 2006). Since racial diversity is a new phenomenon in the organization, both the workers and organization need to continuously learn how to operate in the framework it produces.  For example, both the workers and the managers have to learn how to communicate to people from different cultures, they have to learn how to approach different issues relating to colleagues’ culture and how to harness each other's potential. 
The plan can achieve this by providing for orientation programs for new employees, benchmarking opportunities for managers in the organization that have effectively managed racial diversity, and enrolling workers into workshops. The organization should also value collaborative work rather than individual assignments so as to take advantage of the multiple ideas that exist in the organization's workforce. The collaborative environment should also be promoted by advocating cultural tolerance and mutual respect for an individual’s ideas. 


Challenges in The Implementation of The Plan
Lack of coherence among the workforce may hinder successful implementation of the plan. As noted by Kim (2006), lack of coherence usually interferes with implementing racial diversity in a workforce. This is a challenge in the United States where particular races do not want to harmoniously mix with the other races, thus making it difficult to have workers operate in a racially diverse group. Negative attitudes and behavior among workers (and sometimes mangers) may also affect the implementation of this plan in the United States.  For example, in the United States the people of the white race usually show prejudice, stereotypes, and discrimination against people of colour (Kim, 2006). 
These negative behaviours may lead to sharp conflicts in the organization between workers of different races. In the unlikely event of such conflicts, the advantages of racial diversity (discussed earlier in this paper) will not be realized, and even the implementation of racial diversity in the organization may fail altogether. In the global workforces, the challenge would be the hiring of an inexperienced workforce, due to affirmative action. In the global workforce, it might occur that all the applicants who fit the competencies required belong to one race, thus making it difficult to diversify the workforce. In such a situation the organization may find itself with limited options to implement this plan, especially if other remedial measures are not put in place. 
Control Measures
The plan provides for the formulation of dispute management strategies so as to help ensure harmony and coherence. These strategies include having supportive values and norms, rules that forbid discrimination as well as bodies within the organization that identify and manage conflicts that might hinder implementation of the plan. Recognizing efforts of the workers regardless of their race would also help in combating discrimination and prejudice. In this case, the management will be exemplary in practicing fairness while dealing with workers, encouraging meritocracy and taking disciplinary measures to those who engage in discrimination. 
Conclusion
Racial diversity in the workforce has benefits including the multiplicity of ideas and innovations. Diversity planning is necessary in this case to harness workers potentials and avoid conflicts. The organization has to identify competencies required, cultivate an environment for inclusivity and also provide conflict resolution mechanisms, as part of the racial diversity plan.
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