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Proposal for Diversification of Workforce at Beyond Meat
Description of Business
Beyond Meat is an American company that is specialized in the production of meat substitutes. The company was established in 2009 by Ethan Brown and is headquartered in El Segundo, California. The products of Beyond Meat become popular and in 2013, and became available across the US at Whole Food Market. The first product to hit the national market was the chicken-free "chicken" products. By 2014, the firm had launched the beyond beef products. Beyond Meat was named by PETA as the company of the year, and Fast Company listed it as the most innovative company in 2014. The company develops and manufactures various protein-based food products from plants. The success of the company can be attributed to its social responsibility policy. Beyond Meat have over two thousand distribution sites and over 150 employees in its factories and production sites (Pierson, 2018). As a way of retaining talent, the company is committed to training and education employees who have talent but may require mentoring, coaching, or professional development. Also, the company appreciates the fact that a diverse workforce is a reality today, and is planning to diversify its workforce across all the business operations. This will be advantageous to the company considering the cultural diversity of the people living around where its location. With the current changing market, cultural diversity has become significant in creating competitive advantage (Kundu, 2001). This report is a proposal for creating a culturally diverse workforce at Beyond Meat.
Overall Plan for Diversification
As more and more companies shift from domestic, to multinational to operating globally, the importance and impact of diversity have increased significantly. Beyond Meat is strategizing on expanding its operations beyond the US borders; therefore diversifying its workforce will assist the company in achieving this goal. The diversification plan will cover all the key functions of the company such as selection and recruitment, performance management and appraisal, incentives, as well as training and development. Also, Beyond Meat believes in inclusivity in the broadest of terms; therefore, diversification of the workforce will include sexual orientation, gender, as well as cultural. The demographics of the people that live around the location of the company are distributed across the three groups mentioned above and others such as race, physical ability, and color. The proposed plan will see to it that all the above-mentioned groups are represented in the workforce of Beyond Meat. However, since diversification comes with its challenges, the company will institute measures to manage the diversity.
Proposal for Recruitment and Selection of Employees
 Diversification of Beyond Meat workforce will commence with recruitment and selection of employees since this is the first process by which new employees join the company. As it is, this will be the sole function of the human resource department. To begin with, the company will ensure that recruitment and selection of employees will be made completely color blind and gender neutral. The process of recruitment will also be geography independent. Selection of employees will be made based only on credentials and not any other factors such as gender, race, culture, sexual orientation, or physical ability. Also, the process of recruiting and selecting employees will conform to the provisions of title VII of the Civil Rights Act of 1964 and Executive Order 11246, which proscribe employment discrimination based on gender, nationality, religion, race, or sexual orientation. Also, the hiring managers will conform to the Americans with Disabilities Act of 1990, which protects qualified disabled persons from being discriminated from employment. In this way, the company will ensure that those who are selected are not according to biases and prejudices of the human resource managers (Kundu, 2001).     
Proposal for Training and Professional Development
Beyond Meat will use diversity management strategies in training and development programs to strengthen their capacity to improve their organizational efficiency and maximize profits. Training and professional development is a form of diversity management, and it leads to competitive organizational advantages such as system flexibility, problem-solving, resource acquisitions, as well as cost savings (Livermore & Van Dyne, 2015). After creating diversity in its workforce, Beyond Meat needs to create a culture that appreciates and values diversity in the workplace. This culture can be created by ensuring equity and fairness in all the functions of the company. For instance, the company should ensure that the process of selecting employees for training and professional development programs is fair and transparent and that no employees should be discriminated against. 
The program managers should identify employees who have talent based on their performances, but not any other factor such as gender, culture, nationality, religion, or sexual orientation. Also, Due to the changing nature of the workforce as a result of diversification, the company will train its employees on the proper way of treating other people with different backgrounds with the aim of creating a positive work environment.   
Proposal for Restructuring Pay and Incentives
As the workforce of Beyond Meat is culturally diversified, the company's pay and incentives should be made consistent with the strategy. As a result, the company will be required to restructure its compensation package. While restructuring pay and incentives, the management should put into consideration the qualifications, duration of service, as well as the hierarchy of the employees. However, the physical ability of the employees such as the disabled may also be considered. Other factors of diversity such as gender, sexual orientation, religion, or culture should not be considered when deciding the pay of the employees. Employees of a particular job group should be compensated equally. This way, the company will be able to promote a culture that appreciates and values diversity in the workplace. Most importantly, the managers should tie compensation and incentives to performance.
Proposal for Performance Management and Appraisal
The approaches for carrying out performance management and appraisal will have to change with the diversified workforce. According to Triandis (2006), one size does not fit all if a productive, diverse workforce has to be maintained. Some employees will get much attention either because they are pointed out to have a high possibility of career development or because they are under-performers and need improvements. Those in between will receive less or no attention. The managers at Beyond Meat will have to carry performance management and appraisal at two-fold and use tools that ensure that all employees are appraised according to their capacity. The managers should utilize performance appraisal tools that accommodate the diversity of the workforce.  
Recommendations
The diversified workforce will come with its benefits and challenges; therefore certain adjustments need to be done within the company regarding policies and procedures. For instance, the management will have to put in place policies and procedures to manage the diversity in the workplace. This would include cross-training of employees about other cultures as well as sensitizing them regarding biases and discrimination. The training will help the employees co-exist in the workplace (Matz, 2016). Also, the management needs to tie the issue of managing diversity to the needs of the organization. Most importantly, they should institute policies that link diversity to every strategy or functions of the company.
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