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Diversity issues and turnover
This subject is very much a part of what organizations need to know to prevent turnovers. Turnovers increase costs exponentially because of the costs involved in the hiring process and training of new personnel (Findler, Wind & Mor Barak, 2007).  Also, policies and procedures for conflict resolution must be in place and some of those processes are costly.
Conflict and diversity 
This area has been studied, but it is always changing. The problem with conflict is that most people look on it as a problem rather than as a path to greater understanding, better synergy, and solutions to problems. Conflict that is not managed costs time and money, decreases productivity, leads to turnover issues, and affects the reputation of companies (Pinto & Pinto, 2011).
Diversity management costs
This can be approached from how much it gains a company to have a well-managed program. New ideas, better solutions, and different approaches can be gains when diversity works (White, Zangaro, Kepley & Camacho, 2014). It can cost money, productivity, and business when it is not.
Diversity and organizational culture
 The culture of a company is important. It can point to a progressive company where people want to work. It can also mean better access to key people, people with diverse backgrounds and talents, with knowledge and experience across the organization. Acceptance of individuals, not matter the race, ethnicity, or other factor means the potential for people to want to work for the company. It also means that people are willing to show compassion, something vital to the world’s economy (Labedz & Berry, 2013).
Diversity and talent
Human capital is the most important asset a company can have. Companies in the global market need talent and diverse talent to accomplish the goals of the company (Guajardo, 2013).  Vision and mission are improved with diverse talent and understanding of various problems, populations, and how they can be resolved in the market is what companies need to bring about success.
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