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DIVERSITY

LESSON OBJECTIVES
LEVEL
MEASURE

A. Define diversity and explain its two dimensions  
Knowledge
Written

B. Describe Milton J. Bennett's Individual Development Model of Diversity


Comprehension
Written

C. Describe the concept of diversity change for individuals 
Knowledge
Written

D. Describe the stages of organizational development of diversity
Comprehension
Written

E. Explain the long-term benefits of diversity  
Comprehension
Written

F. Discuss strategies used to incorporate diversity into the organization  
Knowledge
Written

SUPPORT MATERIAL AND GUIDANCE

Lesson Emphasis

Gain understanding of diversity.  Recall the definition and be able to interpret the two dimensions of diversity and its developmental stages.  Discuss the concept of the individual development model show the relationship of the previous learning experiences.  Make the military tie-in by discussing the relationship between diversity and the military EEO/EO, affirmative action and diversity programs.  Finally, discuss strategies used to implement diversity management and the relationship between it and cross cultural communications in the military environment.

Student Contributions 

Ensure required reading (Career Progression of Minority and Women Officers - Executive Summary) is read prior to class.  Take notes and ask questions to clarify information taught during lecture.  

Student Instructional Material

Notetaking Guide

Required Reading - Career Progression of Minority and Women Officers

{Executive Summary}, pages iii-ix (6 pages)
Instructional Method

Lecture (2 Hrs)

Practical Exercise (1 Hr, 30 Min)

References

1. Hayles, V. Robert, PHD, and Armida Russell.  The Diversity Directive.  McGraw-Hill, New York, 1997.

2. http:/www.defenselink.com, Career Progression of Minority and Women Officers, DoD Publications Archives.

3. Loden, Marilyn.  Implementing Diversity.  McGraw-Hill, New York, 1996.

4. Thomas, R. Roosevelt, Jr.  Building a House for Diversity.  American Management Association, New York, 1999. 

NOTETAKING GUIDE

A. DIVERSITY
1. Definition of Diversity

a. The Department of Labor defines Diversity as a composite of racial, gender, ethnic, national origin, cultural, attitudinal, socioeconomic, and personal differences.

b. Marilyn Loden, in her book Workforce America, describes diversity as: the otherness, or those human qualities that are different from our own and, which make people different along one or several dimensions, such as ethnicity, age, gender, race, etc.

2. Dimensions of Diversity

The two dimensions of diversity – Primary Dimensions and Secondary Dimensions – are adapted from Marilyn Loden, Implementing Diversity (McGraw-Hill 1996).

a. Primary Dimensions of Diversity:

We have little or no control over this dimension.  It includes those differences that are inborn and/or that exert an important impact on our early socialization and on ongoing impact throughout our lives.

Includes six dimensions: 

· Age

· Ethnicity

· Gender

· Sexual orientation

· Mental/physical abilities and characteristics

· Race

b. Secondary Dimensions of Diversity:

Includes things we can change.  It is the differences that we acquire, discard, and/or modify throughout our lives.

Dimensions include  (but are not limited to): 

· Geographic location

· Income

· Martial status

· Military experience

· Recreational habits

· Religion

· Educational background

· Work style

· Family status

· Communication style

· First language 

· Organizational role and level


BENNETT MODEL: INDIVIDUAL DEVELOPMENT MODEL OF DIVERSITY

Denial
Defense
Minimization
Acceptance
Adaptation
Integration




1. Stage 1: Denial of Differences

a. No recognition of the culture of others.

b. Attributes intelligence or personality to differences.

c. Tendency to show extreme prejudice to people seen as outsiders.

2. Stage 2: Defense Against Differences

a. Recognize difference and evaluate them negatively.

b. Often behave as if threatened.

c. Differences are denigrated and negative stereotyping occurs.

3. Stage 3: Minimization of Differences

a. Recognize and accept superficial differences.

b. Emphasis on similarity of people and the commonalties.

c. Unable to accept someone as being different and “simultaneously” equal.

4. Stage 4: Acceptance of Differences

a. Recognition and appreciation of differences in behavior and values.

b. Differences are accepted as viable alternatives.

5. Stage 5:  Adaptation to Differences

a. Effective communication among people who are different.

b. Effective use of empathy.

6. Stage 6:  Integration of Differences

a. Internalization of bicultural or multicultural frames of reference.

b. Definition of identity that is marginal to any particular culture.

THE CONCEPT OF DIVERSITY CHANGE FOR INDIVIDUALS

As learning and growing individuals, we move through several developmental stages as we confront each significant pluralism issue.  The development involves movement from a negative or neutral view of different others to acceptance and respect and, ultimately, to a view that positively values the differences of the person with whom we interact.

1. Diversity change begins with the head…

a. We learn more about people who are different from us.

b. It continues as a process of modifying behaviors. 

2. Continues in the hand…

a. Become more effective in our interactions with people.

b. Different cultures speak differently, or bring different experiences.

3. And involves the heart…

a. Emotional growth.

b. Develop authentic relationships.

B. STAGES OF ORGANIZATIONAL DEVELOPMENT OF DIVERSITY

The Path: From a Monocultural Cultural Club to an Inclusive Organization

Status                                                                                                                                   Change                                                                 

Quo



Exclusive Club
Passive Club
Symbolic Difference “Pioneers”


Critical Mass
Acceptance
Inclusive



1. Early Stages of Development  (Exclusive Club)

a. No diversity program segregation is evident.

b. Nonmembers are discouraged from joining.

c. Motivation to change. 

· EO 9981 – Truman (1948)

· Civil Rights Act 1964

· Women’s Integration Act

2. Middle Stages of Development  (Passive Club, Symbolic Difference “Pioneers”)

a. Increased involvement by “management”.

b. Employee resource groups are growing and new ones are forming.

· Employee Assistance Programs

· Human Resource Management

c. Motivation to change.

· EO 10925 – Kennedy (1961)

· Signing of the Human Goals Charter

· EO  - DoD Directive 1100.15 required services to report EO issues

· Affirmative Actions

· DoD 1350.2

3. Advanced Stages of Development  (Critical Mass, Acceptance, Inclusive) 

a. Leaders are visible committed.

b. Diversity has become an integral part of business.

c. Motivation to act.

· Joint service interaction

· Combat Exclusion Law

LONG TERM BENEFITS OF DIVERSITY

1. Full utilization of the organization’s human capital.

2. Reduced interpersonal conflict among others as respect for diversity increases.

3. Enhanced work relationships based on mutual respect and increased employee knowledge of multicultural issues.

4. A shared organizational vision and increased commitment among diverse employee’s at all organizational levels and across all functions.

5. Greater innovational and flexibility as others participate more fully in key decision-making and problem-solving groups.

6. Improved productivity as more employee effort is directed at accomplishing tasks and less energy is spent managing interpersonal conflicts and culture clash.

C. STRATEGIES TO INCORPORATE DIVERSITY INTO THE ORGANIZATION

In order to understand the transformation to effectively manage diversity, let’s look at what makes it different than traditional management.  It is a new way of looking at old issues.  In the past, different wasn’t always considered in a positive light.  Managing diversity assumes we will be more successful as individuals, a work team, organizations, and a society if we acknowledge, respect, and work with differences.  Historically, society as a whole made assumptions (mostly negative) about being different, and these assumptions didn’t allow for mutual respect or appreciation of differences.

1. Individual Strategies  
These are basic actions that individuals need to take to tap the potential of diversity.

a. Treat people as individuals; avoid acting on stereotypes.

b. Be flexible in communications.

c. Respect differences; try to look at things from the other person’s perspective.

d. Be objective.

e. Recognize individual strengths.

f. Valuing diversity starts with individuals; it starts with you.  Who you are filters your interactions.

2. Management Strategies

The next level in an organization to embrace diversity is the manager.  They not only have to do what individuals need to do; they also need to do the following:

a. Approach everyone as individuals.

b. Understand those cultural tendencies such as language, mannerisms, and communication patterns are not necessarily indicators of a worker’s performance capabilities.

c. Appreciate and utilize the different perspectives and styles of diverse workers.

d. Use equal performance standards for all workers.

e. Confront behaviors (i.e.: racist, sexist, stereotypical, discriminatory, etc.)

f. Managers must not only communicate their commitment to manage diversity, they must practice empowerment.  The three most important things managers need to do are:

· Be committed.

· Appreciate and utilize the differences.

· Empower workers, which involves inclusion: giving them responsibility, decision-making, and recognition.

3. Organizational Strategies

Strategies need to be developed at the organizational level, too.  In order to embrace diversity organizations must:

a. Review all practices including recruitment, interviews, orientation, promotion, employee development, performance appraisal systems, goal setting, and incentive programs.

b. Managing diversity is about changing the culture of an organization to enable all employees to reach their full potential in pursuit of organizational objectives.

c. Have a clear vision and goal while providing systematic support and training.
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