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ABSTRACT

Organizations, in their strategic plans to gain competitive advantage, must utilize training and develop-
ment initiatives that recognize and exploit the current diversity of the entity as well as developing trends
that willimpact future operations (Wentling & Palma-Rivas, 1997). Unfortunately, in many organizations,
these initiatives are frequently the victim of cost cutting measures in a tough economy. It is critical that
organizations design and implement programs that recognize the diversity of the organization and the
customers they serve. It is important to consider how training and development models can support any
desired organizational outcomes and diversity objectives. As our definition of diversity changes, this
evolution and its impact on training and development curriculum will challenge organizations to review
learning curriculum trends, program goals, expenditures, organizational commitment, and achievement.
Because of these changes, training professionals should continuously assess learning outcomes, analyze
the results, and implement improvements as indicated.

As the world becomes smaller through globalization and the definition of diversity expands to accom-
modate new dimensions, it becomes increasingly important to identify and measure these changes and
interpret how they influence strategic decision-making within organizations. To achieve an organization §
stated goals, it is not only important to recognize this diversity, but also build programs to incorporate
the benefits of diversity while minimizing any negative aspects associated with this construct. Sharing
case studies of best practices will highlight successes that can be used as models for those organizations
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that are addressing their training needs in the area of organizational diversity. This chapter will share
tools designed to help organizations evaluate their needs in terms of diversity training and development.
These resources can help training and development professionals identify needs, design curriculum,
create evaluation tools for assessment, and evaluate costs to deploy strategic training and development

programs.

INTRODUCTION

In today’s corporate world, organizations need
to create value and develop innovative practices
that will lead to a competitive advantage in the
marketplace. To manage effectively, organizations
must value diversity and make it an integral part
ofthe organization (Gilbert, Stead, & Ivancevich,
1999). By using diversity management strategies in
training and development programs, corporations
have the ability to enhance their organizational
effectiveness and maximize profits. Cox and Blake
(1991) indicated that diversity management can
lead to the following competitive advantages for
organizations: cost savings, resource acquisi-
tion, marketing success, enhanced creativity, and
problem-solving and system flexibility.

As a result of this paradigm shift, many
corporate settings are creating a culture which
values and appreciates diversity in the workplace.
Organizational benefits for managing cultural
diversity to achieve competitive advantage in-
clude cost reduction, effective use of recruitment
resources, and cultural insightamong all employee
groups, increased problem-solving capability, and
promotion of system flexibility (Gilbert, Stead,
& Ivancevich, 1999). The presence of a diverse
organization allows a corporation to reach a
broader consumer base and market share. When
implemented appropriately, training and develop-
ment initiatives that support diversity manage-
ment strategies have the potential to dramatically
enhance an organizational structure and achieve
the objectives of all stakeholders.

Another way to interpret how an organization
uses human resources to support the organiza-
tional objectives is to determine if an HR system
is utilized. According to Lepak, Liao, Yunhyang,
and Harden (2006), an HR system is comprised of
the organization’s HR practices and policies. An
example of an HR practice that supports diversity
training is making diversity training part of the
onboarding process for all new employees as well
as refresher courses during the course of employ-
ment. The corresponding HR policy that supports
that practice would be a policy that requires all
new hires to attend training sessions designed to
introduce the new employee to the organizational
culture, code of conduct, business practices, and
commitment to diversity in the workplace. The
HR system, comprised of the HR policies and
practices that support the strategic goals of the
organization, should influence an employee’s
knowledge, skills, abilities, motivation and ef-
fort, and create opportunities for employees to
contribute in a meaningful way to the overall
success of the organization (Lepak, et al., 2006).

This chapter will address the subject of diver-
sity management strategies as it directly relates
to training and development initiatives within
the corporate setting. Further, the authors seek
to widen the definition of diversity to support the
growth of an effective training and development
program that utilizes theory, systems, processes,
and tools to advance organizational learning and
support effective human resource practices.
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