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Integration
In an attempt to enhance innovative performance and adjusting rapidly to the demands of an ever-changing business environment, organizations have been in the forefront of implementing affirmative action in their processes not only to obtain the best possible person-to-job fit to address the long-standing problems resonating around equality employment. 
In the article by Hideg & Ferris (2017), affirmative action policies are significant tools for enhancing diversity and equality in organizations as well as for facilitating workplace success for target members; ethnic minorities and women. Also, in the article by Kennedy (2015) it is posited that affirmative action has become an unavoidable facet of the employing and contracting process. According to Kennedy (2015) integrating “affirmative action” with recruitment and selection process not only improves an organization’s capacity to select productive workers but also helps the organization to get rid of the long-standing discrimination that intrinsically exists in hiring practices. Accordingly, in the article by Leslie, Mayer & Kravitz, (2014) it is argued that affirmative action is intended to make “equal hiring processes a reality for the discriminated groups; minorities and women. 
This argument is augmented in the article Jain, Sloane & Horwitz (2015) who posit that organizations employ affirmative action with employment processes to correct the effects of past discrimination. Simply, affirmative action addresses discriminatory practices that have been long-standing in hiring processes, ultimately promoting diversity; overcoming gender and racial disparities in workplaces. 
 Based on the articles, it is notable that affirmative action is a vital tool in organizations for fostering diversity, considering it serves to rectify continued marginalization and exclusion. The articles sufficient evidence that show' that tradition policies of selection exclude people of color and women, hence affirmative action’s objective is to ensure there is a level playing field workplace setting for these types of marginalized groups.  
Evaluation
In-depth analysis of the articles demonstrates that affirmative action is a very noble policy in comparison to other approaches organizations employs to eliminate or reduce discrimination, particularly when evaluated based on who benefits from the outcome. Kennedy (2015) argues that when organizations adopt affirmative action programs they increase their aptness in detecting blatant discrimination and thereby addressing the biases, ultimately improving organizational performance. Nevertheless, the articles fail to show how affirmative action can be integrated in such a way that it does not undermine its intended recipients (targeted beneficiaries) predominantly by encouraging the stereotype that those who are reliant on the affirmative action policy cannot thrive independently (Leslie, Mayer & Kravitz, 2014). 
Consequently, the articles, argue that affirmative action is a vital tool for enhancing assimilation and fairness in employment, primarily because it functions as a preemptive monitoring strategy (Hideg & Ferris, 2017). By promoting the assimilability of women and minorities into workplace environments, equal employment opportunities that will serve to enhance the living standards of these groups are realized.  Also, adoption of Affirmative action increases functional diversity. It is argued that increasing functional diversity alongside merit-based hiring improves organizational performance. However, the articles fail to highlight on how affirmative action policies can be effectively adopted in organizations in to enhance partisan treatment to women and minority factions, without necessarily undermining regulatory fairness codes of regular treatment (Jain, Sloane & Horwitz, 2015).
Extension
The articles demonstrate that adopting an affirmative action policy in organizations is not always adequate in helping companies realize their goals of diversity.  Thus, there is a need to devote to the apt implementation of the policy in order to realize significant outcomes. For instance, Klarsfeld, Booysen, Roper & Tatli, (2014) argue that organizations can achieve their goals of diversity if the affirmative action policies are endorsed by executive level in organizations. 
· Where does the research need to go?
Further research should focus on investigating whether different demographic models support affirmative action by their demographic attributes. Also, since attitudes toward affirmative action differ as a function of how the affirmative policy is understood, there is a need for future research to determine what factors drive attitudes toward affirmative action. The findings from such studies will be significant in helping organizations to design programs for employee acceptance of affirmative action programs (Broadnax, 2018).
· What are the unanswered questions that should be addressed?
	Based on the articles, it is certain that the notion behind Affirmative Action policy is to promote interactions across people of diverse backgrounds, decreasing stereotypes against women and minority groups ultimately addressing discrimination (Gu, McFerran, Aquino & Kim, 2014). However, several unanswered questions need to be addressed for affirmative action to achieve its goal. Such questions include; is affirmative action only restricted to recruitment? Do members of the preferred group need assistance only to overcome the barrier to recruitment, and then encounter a level playing field? Can the policy affect them even after that? If there are impacts persist, are they all positive? For how long and how are they proliferated?
· What are the implications for the field?
Close analyses of theoretical and practical affirmative action shades more light and awareness regarding individuals' behavior in structures of social inequality. First, responses to affirmative action are also acclimatized by an individual’s attitude on society. It is in this perspective, even when circumstances encompass inequity; individuals prefer to perceive it as fair. Second, affirmative action sparks resistance, particularly from those who benefit more from the status. It is in this perspective that high-status individuals struggle to recognize discrimination/inequality because they want to reserve the impression of having justifiably earned all their outcomes. Finally, the adoption of affirmative action in organizations brings with it changes in procedures which often appear to be unfair, even when the guidelines that are being improved are themselves indiscriminate (Wilkins & Wenger, 2014).
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