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quantify diversity ROI, but metrics are at-
tainable. If you start with a plan that estab-
lishes your company goals and maps out
a strategy, you can document the benefits
and obstacles of a diverse team’s function-
ality that will best benefit your business.

Why it’s important

Since the country's demographics are
continually changing, a failure to branch
out and move past your comfort zone when
hiring and communicating with employees
will ultimately result in financial punish-
ment for the business.

“You have to push yourself to be in front
of opportunities,” says Monica Maldonado,
president and CEO of Interprint Communi-
cations Inc., a Decatur printing company.
“As a Hispanic woman, I've had to reinvent
the wheel each time I have pitched my ser-
vices to a new company. New relationships
can be difficult at the start. I think busi-
nesses can be leery of what and who they
aren’t accustomed fo working with. In the
past, doing business with diverse groups
of people wasn’t an aspect vou couldn't do
business without. But today, if you want to
expand, you have to learn to get past pet
peeves.”

U.S. Census Bureau reports show Hispan-
ics are the fastest-growing population, with
an increase of 121 percent since 1999. The
Asian population nearly doubled since 1990
and the African-American population is
predicted to increase to 65.7 million strong
by 2050, an increase of 15 percent since
2008.

“When recruiting employees, you need
to cast a broader net to allow for a wider
range of candidates to apply,” says Jenni-
fer Melton, EEOC/diversity management
consultant for F&H Solutions Group. “But
proper management is needed — affinity
groups and employee resource groups are
helpful.”

Affinity networks — employer-recognized
employee groups
who share a com-
mon race, gender,
national origin or
sexual  orientation
— are a great way
to attract and retain
diverse employees.
Networking by affin-
ity groups reduces
turnover and gives
companies insights
to consumers they
otherwise may have
never understood.

General Motors Corp.’s People with Dis
abilities Affinity Group has been a consis-
tent resource for providing input and sup-
port relative to accessibility of products
and services. The group played a role in
helping OnStar develop the addition of

Jennifer Melton,
EEOC/diversity
management consuliant,
F&H Solutions Group
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““You have to push
yourself to be
in front of
opportunities.”

Monica Maldonado,
president and CEO,
Interprint Communications Inc

TTY capability, the text telephone for the

hearing impaired, for OnStar-equipped ve-

hicles. Another example of diversity was

witnessed in PepsiCo Inc.'s Hispanic pro-
fessional organization called Adelante. Its
Hispanic employee network provided in-

~ sights that resulted in the development of

the guacamole chip. In the first year of dis-
tribution, PepsiCo’s Frito-Lay division sold
$100 million in Lay's guacamole chips.

“Diversity allows everyone to understand
others’ lives,” Menkin says. “This knowl-
edge helps everyone keep rolling in the
same direction.”

What you need to know

Diversity isn’t about being politically
correct; it's about keeping vour business
compelitive.

“Effective diversity isn’t about meeting

The List

Local Diversity
Management Companies

Atlanta Diversity Management

68 Mitchell St. S.W.

Atlanta, GA 30303

(404) 330-6416

M Supports and promotes diversity

W Provides an Equal Business Oppor-
tunity Program (EBQ)

American Institute for Managing
Diversity Inc.

1200 West Peachtree St., N.W., Suite 3
Atlanta, GA 30309

(404) 575-2131

www.aimd.org

M Provides educational programs on
diversity

M Nonprofit organization

Atlanta Legal Diversity Consortium
Sutherland Asbiil & Brennan LLP
999 Peachtree St. N.E.

Atlanta, GA 30309

(404) 853-8497

www.aldcinc.org

B Provides diversity counseling and
advice to employers

M Develops programs and policies to
resolve employer issues

F&H Solutions Group

1275 Peachtree St. N.E., Suite 600
Atlanta, GA

(404) 888-3800
www.fhsolutionsgroup.com

M Strategic diversity planning

M Counseling for businesses

Georgia Institute of Technology
Office of Diversity Programs
Division of Student Affairs
Georgia Institute of Technology
Atlanta, GA 30332

(404) 894-2561
www.diversity.gatech.edu

B Provides mentoring on diversity
M Diversity training
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quotas, it’s about functionality and mak-
ing your business better through under-
standing, taking action and creation of
a desirable product,” Melton says. “You
must do this tactfully. Recruit for core
competencies with consideration to all of
the candidates’ abilities. Think about how
they can make you stronger.”

Keep in mind the customers who you
want to atiract and then investigate op-
portunities in markets in which you want
to expand or improve business, If you're
interest is in attracting a broader cus-
tomer base, employees should mirror
the communities in which you want to
expand. Forge relationships with diverse
community organizations and let them
know about opportunities in vour orga-
nization. Sponsoring events that inter-
est diverse groups makes your company
more attractive to diverse candidates.
For exaiple, host events in coordination
with Cinco de Mayo, Chinese New Year
or Disability Awareness Month, and make
your business’s diversity interests and job
openings known.

If vou've established affinity groups
within your company, they can also help
with recruiting. They may be able to give
you suggestions that will help your busi-
ness attract more diverse candidates and
olfer ideas of where to post positions.

Starting an affinity group is easy.

“Initiate employee resource groups by
providing the resources, such as the fa-
cility or work hours, in which they can
meet,” Melton says. “Employee resource
groups can give a better idea to employ-
ers as to where women, for example, or
Latinos may look when sceking employ-
ment. If you are posting job openings in
one newspaper or on one Web site, those
might not be sources in which diverse
groups are seeking employment. Job fairs
are an excellent place to recruit. Post new
openings on local Web sites, (and at) col-
leges historically known to have minority
or diverse students.”

Hiring managers also need to keep in
mind how to motivate and manage their
staff as part of a recruiting plan. Experts
encourage incentives for staff contribu-
tions to a diverse work force, considering
employees’ job satisfaction can be your
best advertising.

“In order for companies to compete in
a global and multicultural economy, they
must understand and leverage diversity
in all areas of their business,” Maldonado
says. “The diversity of their marketplace
should be reflected in the workplace as
well as the supply chain. There must be an
investinent toward diversity efforts. Not
investing in diversity because you feel you
have a diverse work force 1s like not in-
vesting in a financial department because
your finances are currently in check.” <«
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Diversity Stats

The Smart Business Poll is a survey of local executives regarding their attitudes and opin-
ions on a series of topics. Interviews are conducted by telephone. Senior executives inter-
ested in participating in the poll can e-mall thelr contact infermation to poll@sbnantne.com.

When hiring, how important is diversity to you?
Very important

Somewhat important

Do you have an official diversity policy?

What priority does having a diverse work force have in
your business plan?
High

Medium

Low EEPTTTY

Do you think it is important to your customers that you
have a diverse work force?

Yes
o T

Do you hire staff in a wide range of ages that can relate to a
broad range of clients?
Yes 89%

No IEEEA

Is it possible to go too far with diversity efforts?
Yes 82%
No 18%

How much money do you spend annually on diversity
efforts?
Less than $1,000
$1,000 - $5,000
$5,000 - $10,000




