Beyond Diversity 101:
Understanding Personal and
Organizational Awareness




Defining Diversity




Clarifying Terms

Equal Employment Opportunity (EEO)

Affirmative Action (AA)

Voluntary Diversity and Inclusion
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Sample Working Definition

Diversity awareness is a skill with two
distinct elements:

1. Understanding our own preferred way of
knowing and being in the world; and

2. Learning to accept and respect the
similarities, differences, uniqueness, and
individuality of others.
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A Model of Diversity
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Adapted from Diverse Teams at Work, Gardenswartz & Rowe, 1994
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Be aware of the assumptions based upon
one or more generalities:

Female Female

Married Married

Two Kids Two Kids

White Hispanic

Working Class Affluent

First generation to college Parents both PhDs

Catholic Catholic
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Personal and Organizational Awareness
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Personal Awareness

e We all have a story that involves elements of
diversity and we derive personal satisfaction or
fulfill a personal need from sharing that story.

e We care about others and seek to learn or know
more about their specific journey.

e We generally enjoy learning about other cultures,
perspectives, or ways of seeing the world and
seek out new experiences.

« We are intrigued or curious about the changing
demographics of the global population and want
to stay ahead of the curve.

e Other....
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Organizational Awareness

Increasing employee productivity/engagement and
decreasing turnover and “lost-time.”

Creating an inclusive environment reflects the mission,
values, or goals of the organization.

Keeping pace with competitor attention to diversity and
inclusion.

Buying power of varied demographic groups is shifting and
there is a need to understand and leverage current and
emerging business opportunities.

Mergers, acquisitions, down-sizing, and growth change
workplace cultures-- setting the tone for an inclusive culture
that broadly defines diversity will create opportunities for
increased communication before, during and after times of
transition.

Other...
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Fast Demographic Facts

United States Population Projections

White Alone 81% 72.1%
Black Alone 12.7% 14.6%
Asian Alone 3.8% 8%
All Other Races*

*Includes American Indian and Alaska Native alone, Native Hawaiian and Other Pacific Islander alone, and Two or More Races

Hispanic (of any race) 12.6% 24.4%
White Alone (not Hispanic) 69.4% 50.1%

Source: U.S. Census Bureau, 2004, Interim Projections
http://www.census.gov/population/www/projections/usinterimproj/natprojtab01a.pdf
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Ethnicity of U.S. Hispanics

Mexican 66.1%
Central and South American 14.5%
Puerto Rican 9.0%
Cuban 4.0%
Other 6.4%

Source: U.S. Census Bureau, 2000 Cited in The Business Case for Diversity (2003)




Aging in the United States

In 2030, when all of the baby boomers will be 65 and
older, nearly one in five U.S. residents is expected to
be 65 and older. This age group is projected to
increase to 88.5 million in 2050, more than doubling
the number in 2008 (38.7 million).

The percentage of the population in the “working ages”

of 18 to 64 is projected to decline from 63 percent in
2008 to 57 percent in 2050.

Source: U. S. Census Bureau News, August 14, 2008
http://lwww.census.gov/Press-Release/wwwi/releases/archives/population/012496.html
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Building a Strategy
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Understanding Change

Variables Outcomes

[ ' ; ' : 3 =
| Wision -+ I Skilis 4+ [Incentives§ + [Resourcess§ 4+ ! A;:;?Tn —
L 5 B

RO SR ST SRR AR LSS TR T S S [_,._ B 2

B . A
Skills i -+ |Incentivesy§ + Resourcej -+ | A:f;zn = | Confusion
i L L “_"_,“,_,j : I

e e et e S

- | Action
Resourcess + | —
i Plan

Change

-

Vision

1 !nceniivss! ¥

e [EEsrsr ] [ Actior rad
Vision +| Skills + [Resources] + | Acton — | Gradual
| ] Pian Change

e e

% =T [ ’ [ A7
Vision I S ! Skilis ! + [Incentives = ‘ Apclt.;(;n = Frustration
L L B L

i ! - I : e £ False
Vision -+ | Skilis -+ [Incentives§ |+ [Resource —
i | l . Start

e - ey T o " P TR =

L
|

Note: Model used by organization development practitioners in the public domain, original creator unknown.
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Sample Strategies

Go to an ethnic restaurant and order something you’ve
never eaten before;

Rent a sub-titled movie and turn the subtitles off;
Attend a service of a different religion than your own faith;

Explore the library or internet for information on other
cultures.

Focus groups with selected clients/members from varied
culture groups;

Become a mentor/mentee with someone from a different
background than yours;

Review employee attrition data for trends;
Launch affinity groups to explore market opportunities.
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Sample Strategies, Contd.

 Explore national and international alliances with
organizations such as:
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