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ABSTRACT

This chapter reviews how the passage of United States federal Equal Employment Opportunity laws 
between 1960 and 2000 related to race, gender, age, and national origin led to increased diversity of the 
labor force in gender, race, and ethnicity, an increase which is ongoing. Data from the U.S. Departments 
of Labor and Census indicate these laws substantially increased the percentage of Black, Hispanic and 
Asian and female workers. Between 2003 and 2013, the percentage of the labor force that is women, 
Black, Hispanic and Asian continued to increase, with the largest gains being of Hispanic and Asian 
employees. The chapter demonstrates how utilizing diversity improves the research and practice of HRD. 
This increasing diversity requires practitioners to rethink the methods they use to deliver training and 
development programs. Further, researchers should examine how the increased diversity impacts all 
areas of HRD, such as training, mentoring, and work-life balance.

INTRODUCTION

The United States Presidential Primary season of 2008 made the issue of diversity more salient than ever 
because, for the first time, there was a viable of group multicultural candidates, including members of 
several races, religions, and both genders. This diversity led to an unprecedented level of citizen partici-
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pation and voting in the general election. In fact, the 2008 election helped reverse the long-term decline 
in the percentage of the voting age population’s casting ballots in presidential elections (1960 = 62.8%; 
1980= 52.6%; 2000=51.2%; 2008=58.23; 2012=54.9%); (Peters & Wooley, 2015).

The election demonstrated that diversity has an energizing effect on many people, such that in 2015, 
the 114th U.S. Congress is one of the most diverse ever, with 20% of members being women in each of 
the House and Senate, and in the House, 20.2% of members being diverse (10.1% being Black, 7.8% 
being Hispanic, and 2.3% being Asian), (Bump, 2015). The amount of diversity by race and gender of 
the U.S. Congress began to increase significantly and steadily with the 90th Congress (1967-1969).

The potential significant impact of increased gender and racial diversity should cause human re-
source development (HRD) scholars and practitioners to take a fresh look at diversity in the labor force 
and how this diversity can be harnessed to energize organizations. To this end, this chapter reviews the 
major federal laws covering diversity and Equal Employment Opportunity (EEO) in the workplace, and 
examines how these laws relate to the research and practice of HRD.

The chapter begins with a review of federal EEO laws related to race, gender, age, and national 
origin, in view of fleshing out their richness and comprehensiveness. This is followed by a discussion 
of how the federal laws have led to increased diversity of the labor force and how this diversity impacts 
the practice of HRD. Next, the chapter gives an overview of the current knowledge of the benefits of 
diversity for organizations in regard to HRD. The section discusses the potential impact of diversity on 
organizations as a whole and the impact of diversity on HRD programs, such as mentoring programs.

The chapter then reviews how diversity relates to research in HRD, with a discussion of the Kirkpat-
rick (2005) model of training evaluation under the assumption that HRD practices should adapt to the 
changing workforce. The chapter concludes with implications for research and practice and a discussion 
of issues organizations should consider for the future.

HRD, INCREASED DIVERSITY, AND EEO LEGISLATION

Overview of Relationship of EEO and HRD

During the last 40 years, there has been significant growth in the percentage of employees who are Black, 
Hispanic, Asian, and women. In addition there is a continued shift in the age composition of the labor 
force due to the aging of the large Baby Boomer generation. The labor force will continue to change 
significantly in the coming decades.

These demographic changes in the composition of the labor force will require organizations to tailor 
their HRD strategies to meet the needs of the diverse employees who will enter employment. It is critical 
that organizations manage diversity in a way that is deliberate and planned, and that the programs have 
CEO support to be successful (Ng, 2008). CEO’s who use transformational or transactional leadership 
have been found to be successful in implementing diversity programs (Ng & Sears, 2012).



 

 

24 more pages are available in the full version of this document, which may

be purchased using the "Add to Cart" button on the publisher's webpage:

www.igi-global.com/chapter/increased-workforce-diversity-by-race-gender-

and-age-and-equal-employment-opportunity-laws/148777

Related Content

Reflections of Own Vs. Other Culture: Considerations of the ICC Model
Eiko Gyogiand Vivian Lee (2016). International Journal of Bias, Identity and Diversities in Education (pp.

15-28).

www.irma-international.org/article/reflections-of-own-vs-other-culture/156495

Chess as a Way of Inclusion of Prisoners: A Portuguese Experience
Eduardo Tomé, Cátia Godinhoand António José F. Lopes (2023). Developing Diversity, Equity, and

Inclusion Policies for Promoting Employee Sustainability and Well-Being (pp. 257-269).

www.irma-international.org/chapter/chess-as-a-way-of-inclusion-of-prisoners/321304

Coming Out, Going Home: Spatial Mobility Among the Gay College Students With Their

Supportive Parents in Taiwan
Hong-Chi Shiau (2020). International Journal of Bias, Identity and Diversities in Education (pp. 1-17).

www.irma-international.org/article/coming-out-going-home/258994

AnimoSpace LMS Transcending Physical Learning Barriers
Rozanne Tuesday Gonzales Floresand Ethel C. Ong (2023). Handbook of Research on Advancing Equity

and Inclusion Through Educational Technology (pp. 239-262).

www.irma-international.org/chapter/animospace-lms-transcending-physical-learning-barriers/328564

Beyond Incarcerated Identities: Identity, Bias and Barriers to Higher Education in Australian

Prisons
Marcus K. Harmes, Susan Hopkinsand Helen Farley (2019). International Journal of Bias, Identity and

Diversities in Education (pp. 1-16).

www.irma-international.org/article/beyond-incarcerated-identities/216370

http://www.igi-global.com/chapter/increased-workforce-diversity-by-race-gender-and-age-and-equal-employment-opportunity-laws/148777
http://www.igi-global.com/chapter/increased-workforce-diversity-by-race-gender-and-age-and-equal-employment-opportunity-laws/148777
http://www.irma-international.org/article/reflections-of-own-vs-other-culture/156495
http://www.irma-international.org/chapter/chess-as-a-way-of-inclusion-of-prisoners/321304
http://www.irma-international.org/article/coming-out-going-home/258994
http://www.irma-international.org/chapter/animospace-lms-transcending-physical-learning-barriers/328564
http://www.irma-international.org/article/beyond-incarcerated-identities/216370

