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Introduction
Cultural underrepresentation of minority groups has been assimilated into the very fabric of corporate organizations. As of the 19th century, when socioeconomic and political divisions were based on race, events have unfolded in the recent past worse than ever before. Anti-racism activists who laid the foundations for uprooting the derogatory discrimination would be disappointed today. Racism has crept in the United States sweepingly that human life is no longer of any merit nor value. It has been impacted in social areas of learning, worship and residential. It is backed by civil rights violations, unlawful incarcerations and deaths. Nevertheless, there are policies and operations that the corporate world can restructure so as to create a non-racial living for economically active members of discriminated societies. This paper focuses on anti-racism policies and operations in Corporate America that can be used to stamp out racism.
 Actions Regarding Legislation of Cultural Diversification Policy at Work Places
Cultural diversification is a policy that incorporates all cultural differences that affect humanity. It takes into account differences in race or ethnicity, religion, age, nationality, sexual orientations, as well as gender or sex as indicated by Hickman & Silva (2018). I am certain that if companies can strive to include most of these cultural differences, the workplaces would easily prevent and root out racism.  I am also of the opinion that the most pertinent of all these cultural differences is racism or discrimination based on one’s ethnicity. The United States corporate society should be guided by state regulatory laws that can make cultural consideration at employments a mandatory factor. Organizations will have no choice to reserve certain placements for the minority races such as African Americans and Hispanics.
Corporate organizations should work with institutions of learning right from elementary to senior secondary schools and beyond to motivate the racially subjected group of learners to develop entrepreneurial and innovative skills and ideas. Studies that were conducted by Seikkula (2019) illustrate that a bigger percentage of corporations have a few minority group inclusions in their systems. I am aware that there are high-tech corporations that have partnered with high schools that are not frequent subjects to racism. What these corporations can do is to lead by example through partnering with schools in minority neighborhoods. Africa Americans, Hispanics and Native Americans are regarded as the most vulnerable and minority groups for which racism is frequently channeled. However, African Americans are the most conspicuously affected lot. In corporate organizations, they are the most underrepresented group. I insist that corporate organizations should, therefore, partner with social amenities found within the neighborhoods associated with this group to prevent and lower racism.
Changing the Two-Thirds Gender Rule Policy
Apart from the racism that is impacted by color discrimination, the political policy of two-thirds gender rule needs serious revision to prevent racism. The policy stemmed from the political legislative representation of women in legislative houses to corporate organizations. Initially, state laws provided that no more than two-thirds representation should be from one gender. I posit that this rule should be scrapped off and replaced by an average percentage for each side. Similarly, the management policies that permit men to hold more executive positions in organizations than women should be swept off as the policy complements racism. It is evident that European Americans, also commonly called the white people, are the majority population in United States’ corporations (Binhas & Cohen, 2019). A policy such as the two-third gender rule only catalyzes racism by filling the executive positions with majority white. I encourage organization management systems to be more inclusive for the people from minority groups, especially among the African American and Hispanic groups.
Political-encouraged entrepreneurship is a concept that can aid in curbing racism in the corporate world and the general society. If I am a person of color seeking a political position, once I get the position, I can use it to initiate entrepreneurial programs that will impact positively on the racially affected groups. There is a need for more openness in political offices so that funds can be disbursed to fund upcoming business projects in racially affected areas. As it takes experience to know the ramifications of racism, so would it take a once racially discriminated person to change the lives of other similarly affected groups.
Conclusion
Organizations need to be stratified in inclusive management policies that prevent racism. It should be made mandatory that each organization must have balanced cultural representation. Political policies such as those that encourage two-thirds gender rule should be hounded out of corporate systems that they have climbed. Because economic emancipation is only the practical independence an individual can have, especially in the United States, organizations must work with racially affected communities to reverse the color misfortune meted against the few minority groups.
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