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Executive Summary
This report examines General Motors Inc. (GM) and its workplace management of diversity, equity, and equality (DEI). While GM has made some progress toward promoting DEI, significant shortfalls still need to be addressed. These shortfalls include a lack of diversity at the executive level, unequal representation in recruitment, allegations of discrimination, and unequal pay practices. However, to address these shortfalls, the HR function at GM should implement several recommendations, including increasing diversity in leadership, ensuring equal representation in recruitment, addressing discrimination allegations, and ensuring pay equity. These recommendations will require resources and commitment from the HR function and the organization. They are important steps toward creating a more diverse, equitable, and inclusive workplace culture at GM. Besides, implementing these recommendations may have disadvantages, risks, and costs, such as additional recruitment and training costs, legal and reputational risks, and potential resistance from the current leadership. However, it is important to consider these issues to ensure that all employees are treated fairly and respectfully, and that diversity efforts are not merely tokenistic or performative. 
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Introduction 
General Motors (GM) Inc. is an American multinational corporation that designs, manufactures, markets, and distributes vehicles and vehicle parts globally. GM recognizes the importance of managing equality, diversity, and equity as a large corporation to create a more inclusive and welcoming workplace. In recent years, GM has made efforts to improve its approach to these issues, with a particular focus on gender and racial diversity. One of the key ways GM has sought to promote equality and diversity is through its hiring practices. The company has set goals for increasing the number of women and underrepresented minorities in its workforce, particularly in leadership roles. For example, in 2020, GM announced a goal of achieving gender parity in leadership positions by 2030 (“General Motors,” 2022). The company has also pledged to increase the number of Black, Indigenous, and People of Color (BIPOC) in its leadership roles by 50% by 2030 (“General Motors,” 2022). To achieve these goals, GM has implemented various initiatives, such as targeted recruiting, leadership development programs, and employee diversity and inclusion training. The present study examines how GM has often recognized the significance of managing equality, diversity, and equity, including steps and missteps it has adopted to promote these values. Although GM has faced challenges in these areas, it has demonstrated a commitment to continuous improvement and has set ambitious goals for achieving greater diversity and equity within its workforce.    





Organizational Overview
General Motors (GM) is one of the largest automobile manufacturers in the world. As of 2021, the company had a market capitalization of over $80 billion, making it one of the largest publicly traded companies in the United States. In 2020, GM sold 6.8 million vehicles worldwide and generated revenues of $122 billion (“General Motors,” 2022). It is headquartered in Detroit, Michigan, USA, and operates in over 30 countries worldwide. The company has manufacturing facilities in North America, South America, Europe, Asia, and Africa and sells its vehicles in over 100 countries. GM has a global workforce of over 155,000 employees, with a diverse mix of employees across various demographics. According to GM's 2020 Diversity, Equity, and Inclusion report, the company's global workforce comprises approximately 38% women and 36% people of color (“General Motors,” 2022). The company has set goals to increase representation in its leadership positions and achieve 50% diverse representation by 2030. GM is also committed to creating a more inclusive and equitable workplace. In addition to providing diversity and inclusion training for employees, the company has established several employee resource groups, including groups for women, Black, Latin, and LGBTQ+ employees. Therefore, it has rich diversity within its workforce. 
Managing Diversity Equity and Equality in GM
Diversity, equity, and equality in the business organization are based on creating a culture of inclusion (inclusivity). Adriana et al. (2023) define diversity as the range of individual differences among people, including but not limited to race, ethnicity, gender, age, religion, sexual orientation, and abilities. It implies that diversity means working with a mix of people with different backgrounds, experiences, and perspectives. Besides, Lyman et al. (2022) define equity as fairness and justice in distributing resources and opportunities. It denotes that equity means that all employees have equal access to resources and opportunities, regardless of their background or characteristics. Equally, Sanchez (2021) defined equality as treating all individuals equally without regard to their differences. It implies that equality means all employees are given the same opportunities and resources, regardless of their characteristics. Therefore, these values are concerned with creating an environment where all employees feel valued, respected, and included. Organizations can do this by creating opportunities for employees to get to know each other, providing training to increase awareness of diversity issues, and encouraging open and honest communication. In the future, managing DEI will continue to be a critical issue for organizations. Therefore, as the workforce becomes more diverse, it will be increasingly important for organizations to have policies and practices to promote DEI. 
Furthermore, managing diversity, equity, and equality (DEI) is a critical issue for GM today and in the future. While progress has been made in recent years, there is still much work to be done to ensure that all employees are treated fairly and have equal opportunities to succeed. A study by Zhang (2022) notes that one of the challenges in managing DEI is that it is a complex issue that can be difficult to address. Zhang suggests that organizations must take a multi-faceted approach to promote DEI, including implementing policies and practices to ensure fairness and equal treatment, training employees to increase awareness of diversity issues, and actively recruiting a diverse workforce. However, to address these challenges, Smith et al. (2023) suggest that organizational leadership must remain committed to addressing diversity, equity, and equality issues. Equally, Jules (2023) notes that leaders must be committed to promoting DEI and creating a culture that values diversity and inclusion. It includes setting goals and metrics to track progress, holding managers and employees accountable for promoting DEI, and providing the necessary resources to support DEI initiatives. Unfortunately, while leaders play vital roles in enhancing diversity, equity, and equality in various workplaces, General Motors has yet to achieve such goals.
The rationale for Improving Diversity, Equity, and Equality in GM
	
While General Motors (GM) has made progress in managing diversity, equality, and equity (DEI) in recent years, some shortcomings still need to be addressed. GM still needs more diversity at the executive level. For example, as of 2021, only 20% of GM's top management were women, and a paltry 5% were blacks. However, Gross-Gołacka et al. (2022) suggest that a fairly constituted board of management has rational diversity, equity, and equality among its members. It implies that GM has not attained this goal, running short of females and other races in its management structure. Likewise, GM is also occasioned with unequal opportunities for career development among its workforce. Despite GM's commitment to promoting DEI, there is still a disparity in opportunities for career development and advancement for employees from diverse backgrounds. Some employees have reported feeling overlooked for promotions or excluded from important projects due to their race or gender. A study by Nachmias et al. 2022) opines that as the workforce becomes more diverse, it will be increasingly important for organizations to have policies and practices in place to promote DEI. It implies that GM lacks vital policies examining diversity, equality, and equity issues. Likewise, technological advancements in this organization might have eroded such policies. Therefore, GM must find better ways to promote DEI in virtual environments. 
Additionally, this organization has yet to witness much progress in supplier diversity. While GM has tried to increase supplier diversity, the company still needs to catch up in this area. According to a 2021 report by the National Minority Supplier Development Council, GM ranks lower than other major automakers in procurement spending with minority-owned businesses (as cited in Fletcher & Beauregard, 2022). Feitosa et al. (2022) note that while organizations can succumb to several issues undermining their quest to create where stakeholders feel valued, it is often important when business organizations create opportunities for stakeholders to have equal access. The inability to progress in supplier diversity in this organization might have been hampered by unequal opportunities created by GM leadership. Besides, the lack of transparency in DEI reporting is also a significant loophole in GM’s operations. For example, while GM has set goals for increasing diversity and inclusion, the company has been criticized for not providing enough transparency in its DEI reporting (as cited in Pfajfar et al., 2022). It implies that the leadership of this organization needs to uphold the flow of information regarding its commitment to achieving DEI. However, Richter et al. (2012) postulated that stakeholders could often compel business organizations to release their DEI reports, even by adopting legal frameworks. Therefore, achieving DEI is still a significant challenge in this institution. 
Impact of Improper Management of Diversity Equity and Equality
	The impact of the current shortfall in General Motors' managing diversity, equity, and equality has been significant and cut across its various departments. Roberson et al. (2017) noted that inefficient management of diversity, equality, and equity leads to a significant loss of talent. GM has observed similar evidence because most of its employees feel excluded or undervalued. However, when employees feel undervalued and excluded from vital decision-making, institutions can experience a loss of valuable talents and institutional knowledge (Reinwald et al., 2019). Therefore, this has significantly impeded GM's success because it operates in a highly competitive industry. Besides, Salazar et al. (2019) note that improper diversity, equity, and equality management leads to decreased productivity and innovation. Unlike in the past, GM has been struggling with a decline in productivity and innovation, as companies like Toyota and Tesla overtake it in productivity and innovation, respectively. According to Salter and Migliaccio (2019), organizations that are not diverse and equitable permits a limited flow of information and ideas among its workforce. It implies that as employees become less likely to share new ideas or challenge existing ways of doing things, they lower productivity and innovation, impacting performance negatively. 
	Furthermore, GM's improper management of diversity, equality, and equity has cost its brand reputation and increased legal risks. Stahl and Maznevski (2021) study established positive correlations between proper and effective management of diversity, equity, inclusivity, and brand reputation. It implies that a firm with lucid concerns for diversity, equity, and equality is marketable regardless of competitive forces in the industry (Tan, 2019). Tan notes that in today's increasingly socially conscious environment, companies perceived as lacking in DEI may suffer reputational damage, which can negatively impact their brand and bottom line. Therefore, since GM has encountered several diversities, equity, and equality issues, its brands have not been doing well recently, and the firm has been trailing brands Toyota and Tesla. Equally, it has been struggling with increased regulatory risks. Tate and Page (2018) observe that companies that fail to promote DEI may be at risk of legal and regulatory action, such as lawsuits or fines for discrimination. For example, suppose a company fails to consider females, minorities, and people living with disability (PLWD); they might face legal actions directing to restructure their human resource management frameworks. Since the composition of females and people of color are insignificant in GM's board of management, it is evident that it has yet to embrace DEI within its management levels. However, to avoid these negative impacts, GM must take concrete steps to address its shortcomings and promote a more diverse, equitable, and inclusive workplace.   
Benefits of GM's Improving its Diversity, Equity, and Equality Management
	Improving diversity, equity, and equality (DEI) management in GM is highly beneficial. Thoroughgood et al. (2021) state that a more diverse and inclusive workforce can increase innovation and creativity. It implies that when GM brings together persons from different backgrounds, experiences, and perspectives, GM can tap into a wider range of ideas and approaches can solve its current predicaments. Research has consistently shown that companies with diverse and inclusive workplaces perform better financially (Uluğ & Uysal, 2021). It implies that when GM starts promoting DEI, it will benefit from a more engaged, motivated, and productive workforce, leading to improved performance. Companies seen as leaders in DEI are often viewed more favorably by consumers, investors, and other stakeholders (van Dijk et al., 2020). For example, if GM improves its DEI management, it would enhance its reputation and brand image, improving investors’ confidence, talent attraction, and increasing customer loyalty. Besides, employees are more likely to stay with a company where they feel valued and included (Warren & Warren, 2021). For example, suppose GM stars promoting DEI; it will create a more supportive and inclusive workplace culture, increasing employee retention and reducing turnover.  




Conclusion
Several areas need improvement based on General Motors (GM) current diversity, equity, and equality (DEI) management. GM should make a concerted effort to increase diversity at the highest levels of the company. For example, it should set specific targets for the representation of women, people of color, and other underrepresented groups in senior leadership positions. Equally, GM should ensure that employees from all backgrounds have equal career development and advancement opportunities. It should implement more structured and transparent promotion processes, provide mentorship and networking opportunities, and offer training and development programs that are accessible to all employees. Besides, GM should work to increase its procurement spending with minority-owned and women-owned businesses. It should set specific goals for supplier diversity, provide training and resources to diverse suppliers, and partner with external organizations to identify and connect with diverse suppliers. It should also foster a culture of inclusion by working to create an environment where employees feel valued and supported. It should implement diversity training programs, foster open communication and dialogue, and promote accountability for DEI at all levels of the organization. Finally, Gm should increase its transparency in DEI reporting. For example, it should provide more detailed and transparent reporting on its DEI metrics and progress. Therefore, it should commence reporting on specific diversity and inclusion initiatives, tracking progress toward diversity goals, and publicly sharing data on diversity and inclusion in the workplace. 




Recommendations
Generally, to address the identified shortfalls in GM’s diversity, equity, and equality management, the HR function must implement the following recommendations;   
1. Increase diversity in leadership: For example, to improve diversity at the executive level, GM should set targets for increasing the representation of women and people of color in leadership positions. The HR function must work with executive recruiters to identify qualified candidates from underrepresented groups and implement diversity and inclusion training programs for all levels of leadership.
2. Ensure equal representation in recruitment: The HR function must review recruitment processes and develop strategies to increase the representation of underrepresented groups, including African Americans and women in technical roles. The strategy includes partnering with organizations that promote diversity in STEM fields, implementing bias training for hiring managers, and expanding recruitment efforts to universities with more diverse student populations.
3. Address discrimination allegations: The HR function must develop and implement policies and procedures that provide clear reporting channels for any allegations of discrimination, harassment, or bias. HR must also ensure that all reports are thoroughly investigated and addressed with appropriate disciplinary measures. Likewise, the HR function should create a safe and inclusive environment for employees to report incidents without fear of retaliation. 
4. Address DEI reporting frameworks and supplier diversity. The HR function must ensure that GM publishes its diversity, equity, and inclusivity report upon publishing. The framework will ensure that the general public and stakeholders can assess its commitments to achieving diversity, equity, and inclusivity goals. Besides, it must ensure that it diversifies its suppliers, including working with people from various backgrounds, including women, minorities, and people of color.    
However, implementing these recommendations may have disadvantages, risks, and costs. For example, increasing diversity in leadership may require additional recruitment and training costs, and there may be resistance from current leadership to change. Equally, addressing discrimination issues may result in legal and reputational risks for the company. It is also important to consider any ethical issues arising from implementing these recommendations, such as ensuring that diversity efforts are not merely tokenistic or performative and that all employees are treated fairly and respectfully. 
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