Day 5–Module 18

DIVERSITY AND LEADERSHIP

Understanding Participants’ Needs

Recent surveys were conducted in Los Angeles, New York City, Chicago, and the Houston-Austin-Dallas area to determine if the United States can provide the human resources needed for the global workforce. Approximately 350 academic and corporate administrators participated in the research conducted by RAND. One of the most sought-after skills is multicultural experience, which includes "having an openness to other cultures, values and the ability to perform effectively in varied contexts.” Respondent stated that currently they are unable to find workers in the United States who have the skills.  As one participant stated, "overseas we recruit people to work anywhere in the world.  In North America, we recruit people to work in the home country."


General Ideas/Introduction

Ineffective diversity management skills cost the Disney Company billions of dollars.  In 1992, the Disney Company lost the second largest single-corporate venture in European history, Euro Disney. As Dr. John Jarvis wrote in the newsletter "Cultural Diversity at Work," the French launched a revolution at Euro Disney. They shouted insults, made lewd gestures, and stormed out of training meetings. Their friends pelted Michael Eisner, Mickey, and Minnie with eggs and flour during a Disney Parade. Employees brought lawsuits.  The French press launched a yearlong anti-Disney campaign.  French railroad workers struck the Paris-Euro Disney train regularly for months.  Someone bombed a Euro Disney communications tower.  Disney traded US managers (who were to launch Euro Disney) to work in the France of 15 to 20 years ago.  They expected to work with French employees, yet only two-thirds were French.  The other third, some 4,500 people, came from over 90 nations representing 40 percent of the world's cultural diversity.  They spoke nearly 50 languages.

In this module you’ll become aware of diversity.  We're going to discuss handling inappropriate behavior, and in addition, I think you'll be able to identify your own diversity vision, workplace values that are most important to you, and your own cultural profile.

Transition

Due to the sensitive nature of this module, I’d like to remind you of our ground rules. I expect all of us to be respectful, that anything said will be kept confidential, and also that we’ll get involved and stay involved.  Many people think of diversity as a repackaging of equal employment opportunity (EEO) and affirmative action; however, there is a distinct difference.  Our next page summarizes the important differences between affirmative action and diversity.

Page 18–2

Objectives

· To show the difference between affirmative action to managing diversity 

· To clear up some of the misunderstandings about the relationship between diversity initiatives and equal employment laws and regulations

Thinking Behind the Page

Many supervisors are either too young or simply don't know the historical background of diversity in the American workplace. This page sets a perspective.

Teaching Tips

· Affirmative action was prudent at the time it was instituted. However, it did not cure all workplace issues. The bullets on this page can compare one to the other. An easy way to teach this page is to go left to right from one box to the other as you compare the difference between affirmative action to managing diversity.

· EEO and affirmative action are required by law, while diversity awareness initiatives are voluntary.

· Equal employment opportunity and affirmative action focus on recruitment, mobility, and retention, whereas diversity concentrates on the utilization of human resources to their fullest potential.

· A well-managed diversity in a state builds on the foundation created by equal employment law and affirmative action efforts.

Quote

“If we manage diversity and resources, retention and mobility will take care of itself.”

Roosevelt Thomas

PowerPoint

· Yes

Transition

Let me share one more page of history on affirmative action as we prepare to look at managing diversity.
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Objectives

· To give greater understanding of affirmative action

· To use this understanding as a launching pad to diversity management

Thinking Behind the Page

We want participants to have knowledge of the history of affirmative action without going too much in depth.  This simple definition, plus benefits, should satisfy that need.

Activities

Have participants read the definition and stop and ask if they have any thoughts or comments. Have them take notes in the box to the right. Do the same for the benefits.

Transition

With a basic understanding of affirmative action, now let’s look at managing diversity.

Page 18–4

Objective

· To clarify diversity dynamics, the definition of diversity and understanding of diversity management

Thinking Behind the Page

This page again highlights the differences between diversity management and affirmative action.

Activities

· For the section on “Diversity is” ask this question: "What stands out to you in this definition?" Expect responses like diversity is an asset rather than a burden; diversity includes everyone; diversity is differences and similarities; diversity is a mosaic rather than a melting pot.

· Ask, "What happens when the Air Force is not effective in managing diversity?  What is the potential impact on the organization?"  Note: Consider having small- group, tabletop discussions on these questions, and then have each group debrief its answers.

PowerPoint

· Yes
Transition

Before we get into a scenario, let’s take a quick look at the downside of affirmative action.

Page 18–5

Objectives

· To clarify the downside of affirmative action

· To offer an opportunity to practice thinking through diversity 

Thinking Behind the Page

Participants need an opportunity to think through diversity on their own.  The scenario on this page begins that process.

Teaching Tips

· Dispense practice, the scenario in partnerships or triads. Then debrief the entire group.

· Presenter note: The scenario used could actually be EEO/affirmative action, valuing differences, or managing diversity. For simplicity sake, we only give them the choice of affirmative action or managing diversity. Often, this makes for interesting discussion.

PowerPoint

· Yes

Transition

Let's take a look at some ways we can continue to interact effectively with others.

Page 18–6

Objectives

· To provide a process for participants to counterattack their personal prejudices.

· To help develop multicultural communication skills

Thinking Behind the Page

This page provides an easy reference tool for participants.

Teaching Tips

· Stereotyping is an outgrowth of the categorization our brains perform.  We have so much data coming at us that our brain sorts by categories.  This categorization becomes harmful when we discount or ignore evidence that contradicts these preconceived ideas of stereotypes.

· Whether we realize that are not, we all stereotype.

· Stereotyping is a fixed set of generalizations about a group, held by many people.  Stereotyping allows for no individuality within the group.

· In the workplace, stereotyping causes us to misunderstand others and impedes their progress in the organization.

· Because of stereotyping, we prejudge abilities.

· Cultural consciousness begins at home with each individual.  None of us can begin to grasp the force of cultural influences has on others until we have had some sense of how their individual and collective lives have been shaped.

Activities

Use extreme caution in constructing exercises in this module.

· Discuss with the audience ways in which stereotyping creates barriers in the workplace.  Typical responses are it increases conflict, reduces teamwork, and stifles creativity in the workplace.

· You might try the following case study: Jack Doe has been laterally transferred (by request) from supervisor in finance to supervisor for a road crew. For health reasons Jack needed to stand more during the day, so he decided he would like to be outside also. Jack spent five years in finance.  Once a week Jack and the other two road-crew supervisors meet to discuss issues, problems, and so forth.  Whenever Jack tries to offer an opinion, one of the other supervisors, Ed, starts to make references to "bean counters" or says, “ Things are different in the real world.” If you were the third supervisor, what would you do?

Quotes

· In his book “The Seven Habits of Highly Effective People”, Stephen Covey points out in habit 6 that "stereotypes are limiting paradigms.  Stereotypes can keep us from appreciating differences, which in turn can keep us from gaining value from them."

· "Stereotypes are intellectual laziness." Price Cobbs states in his book “Black Rage”

· In their article, “In workforce America!  Managing Employee Diversity as a Vital Resource”, authors Maryiln Loden and Judy Rosener, Tell of conducting a diversity seminar with 20 participants.  When these 20 attended an exercise, the group was able to identify over 300 commonly held stereotypes.

· Following are four ways in which prejudices limit our abilities to respond effectively to change:

1. Prejudice limits vision.

2. Prejudice stifles creativity.

3. Prejudice prevents problem spotting.

4. Prejudice restricts the inflow of information.  

· Dennis Waitley and Robert Tucker tell the following story in Winning the Innovation Game:

A man and woman were in the lobby of a public testing site waiting to be called to begin their respective professional certification exams.  This testing facility administers multiple exams, and since they are computerized, each candidate arranges for an individual testing time.  Two certification exams were scheduled that morning—for registered nurses and for certified public accountants.  The test administrator came into the waiting room and said to the woman, "you must be here for the RN test."  She responded with, "No, I'm here for the CPA test."  The male said, "I'm here for the nursing exam."

PowerPoint

· Yes

Transition

This last story should underscore the fact that “things” and people are different.  Let's look at one way to better know our audience.
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Objectives

· To show that it is reasonably easy to better know your audience so we can manage diversity 

· To help them identify where they may be missing information on their team

Thinking Behind the Page

People often discount the factors that make us different. This page shows that it can be easy and logical to better understand the people we work with.

Teaching Tips

· Ask for a volunteer in the room who might be willing to walk us through their cultural background with quick highlights around the wheel. Do not choose a person for this—ask for volunteer! If you don't get one, consider using yourself as the example.

Transition

No one human is a "typical" man or woman.  Though biology and culture create female and male traits that can be measured for groups, each individual combines these traits in his or her own unique way. If we assume we know what others are like, we stereotype them.  Treating them on the basis of stereotypes is unfair.  Our challenge is to get to know, value, and learn to work with each other as individuals. Let's go one step further by handling inappropriate humor and behavior.  In fact, let's look at ways we can let others know their behavior negatively affects us while still maintaining a good working relationship with them.

Page 18–8

Objective

· To provide participants with tools for handling inappropriate behavior

Thinking Behind the Page

We wanted to provide an easy-to-use model for handling offensive behavior.

Teaching Tips

· In the course of the day's work we may hear jokes or witness behaviors that are offensive and inappropriate.

· Some humor brings laughter at the expense of others and serves to drive people apart rather than bring them closer together.

· Telling ethnic jokes or using sexual humor is often used to bond the group at the expense of others.  Such behavior excludes others, reinforces stereotypes and negative opinions, communicates insecurity, and shows a need to put others down.

· Ask, "Any of you ever experienced inappropriate humor at work?  What is the effect on the workplace?”

· Establish a code word among your coworkers for inappropriate behavior and comments.  Perhaps something as simple as "ouch" could send a message that you find what someone has said offensive.

· Addressing offensive behavior example:

Once a quarter, your department assembles representatives from across the US for an all-day meeting.  During the luncheon one of your coworkers from the home office shares a joke about gay people.  You are offended by the joke and do not feel it was appropriate.  What can you do to let your coworker know that his or her behavior was offensive, while maintaining a positive working relationship?  Attempting to follow the bullets at the bottom of page 18–8, one possible solution would be to ask your colleague after the meeting, “Could you give me a few minutes of your time to discuss an issue?”

Here's your thought process, so far:

· Time it well: after the meeting

· Show consideration: "you have a great sense of humor"

· Explain the specific behavior: "do you recall your joke at lunch?"

· Describe your feelings: "I felt embarrassed."

· Ask for alternatives: "I would enjoy your jokes a lot more if they were toned down."

· Get agreement: "I appreciate your willingness to work on this."

Here’s how your conversation might go:

You know you have a great sense of humor.  We always count on you for a good laugh. Do you remember the story you told at lunch about the gay couple?  I felt embarrassed when you told that joke.  Do you think you could tone down your jokes? (wait for their response) I appreciate you working with me on this.

Transition

I'll bet we’re all now aware of how important diversity management is. We’re about to close the page on this module in the workbook—make sure you leave it open in your workplace.

Page 9

Check Yourself!

1. What is affirmative action?
Affirmative action refers to specific efforts to recruit, employ, train, and promote qualified women and minorities into the workforce to compensate for past discrimination or exclusion.

2. Describe diversity management:
Diversity management is designed to create a heightened awareness of cultural differences through programs and processes and to build an organization that serves all the individuals in the organization fairly.

3. An employee made a comment to you about a coworker based on their religion.  What do you do?
Discuss this either in small groups and then debrief, OR discuss as a class.

Page 18–10

END DAY FOUR PROFESSIONAL DEVELOPMENT PROGRAM

Today we’ve covered difficult people, managing conflict, delegation, dealing with change, and diversity. Now let’s make some commitments in those areas.

Turn to page 18–10 and for each category please make a commitment to something that you will start doing and something that you will stop doing.

Close the day with a reminder—look at PowerPoint Slide no. 42. Remind supervisor participants that this is the focus; this is the picture of what they support. Then ask them to pack their belongings and to get out two sticky notes.

Have participants write “Account” on a post-it note. This stands for someone holding you accountable. Each participant should write down his/her name, phone number, and E-mail address. They should then find someone in the room whom they believe will hold them accountable and get that person to “Commit” to calling or writing them a minimum of one time per week for 30 days. This is to verify progress and consistency of application of techniques, and to provide encouragement as a peer. Anyone who accepts can have more than one person to hold accountable or to be held accountable by.

On the second post-it note, ask them to write, “Last Request.”  This stands for any last request that they have of you for the class.  Have them post this (second) note on the door as they leave.

Preparation for next day:

Take the post-it notes and look them over. Consider opening class on Day Five with a brief discussion on these requests.   Be careful that only appropriate requests are chosen for discussion in class.

Objectives of this module are to:





Create diversity awareness;


Show an easy approach to recognize cultural differences; and


Discuss handling inappropriate behavior.








Upon completion you will be able to:





Recognize the role diversity plays in the workplace.
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