LESSON NUMBER:
18

TASK:


Understanding Diversity

CONDITION:


Classroom environment
STANDARD:


1.  Define the concept and four layers of diversity

OVERVIEW:


2.  Interpret the concept of diversity and its relationship to unit readiness





3.  Identify the four basic elements of managing diversity





4.  Distinguish diversity management implementation strategies

MEDIA: Viewgraph #18-1 through Viewgraph #18-8.  

LEAD IN:  Initially when embracing diversity and understanding diversity became an issue - the buzzword was the "Melting Pot".  Now, when we talk about diversity, we talk about the "Fruit Bowl".  ASK STUDENTS: Why did we go from the Melting Pot to the Fruit Bowl.  

ANSWER:  A melting pot indicates that all people blend into a certain mode -that all people must assimilate into a certain mode.  If all people blend/melt together, the uniqueness of their own culture and ethnicity is changed or lost all together.  As with a bowl of fruit  - when the various fruits (apples, grapes, oranges, pears) are placed in a bowl.  They do exist there together in harmony; however, each piece of fruit can maintain it's own individuality.  Therefore, when we refer to diversity, we say we want to create the fruit bowl concept.  A place were people who may be different can come together and embrace differences.

PART I.  Define Diversity

SHOW VIEWGRAPH #18-1
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DIVERSITY

Diversity is a composite of racial, gender, ethnic, national origin, cultural, attitudinal, socioeconomic, and personal differences

1.  Define Diversity.  Diversity is a composite of racial, gender, ethnic, national origin, cultural, attitudinal, socioeconomic, and personal differences.  

SHOW VIEWGRAPH #18-2
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THE FOUR LAYERS OF DIVERSITY

· Personality

· Group of Internal Factors

· Group of External Factors

· Organizational Influences

2.  The Four Layers of Diversity.  
SG Pg 18-1


a.  Personality:  Personality is the innately unique aspect that gives us our one particular style.  Whether we are seen as charming, irritating, fascinating, nondescript, approachable, or intimidating depends in part on our personality, or what others might describe as our style.  This core aspect permeates all other layers.


b.  Group of Internal Factors:  Have little or not control over, such as those differences that are inborn and/or that exert an important impact on our early socialization and an ongoing impact throughout our lives.  These six dimensions are: age, gender, sexual orientation, physical ability, ethnicity, and race.  They shape our fundamental worldview.  Our life experiences are filtered through these dimensions.


c.  Group of External Factors:  Those that can change.  They are differences that we acquire, discard and/or modify throughout our lives.  These dimensions include, but are not limited to: geographic location, income, personal habits, recreational habits, religion, educational background, work experience, appearance, parental status, marital status.  The external dimension of diversity adds contour and breadth to our self-definition and impacts our self-esteem.  Some are more profound than others are but they do not diminish the impact of the internal dimensions, instead they add an additional dimension to the central sphere.


d.  Organizational Influences:  Includes seniority, work content/field, division/department/unit/group, work location, union affiliation, management status, functional level/classification

Each dimension of diversity contributes elements to your identify and your filter. Your dimensions powerfully influence how you see yourself, others, and how they see you.  Depending on your life experiences and development, some dimensions will have had a bigger impact on you than others.

The final aspect of dealing with your own piece of diversity puzzle is to become aware of the way in which you own filter colors you opinions about and your attitudes towards others.  Diversity often brings us into contact with new groups that we don't understand.  When there is lack of knowledge, we fill the void with assumptions.  Once we are aware of our assumptions and attitudes, we can question them and make conscious choices about how we want to think and behave toward those who are different

PART II
DIVERSITY AND UNIT READINESS

SHOW VIEWGRAPH #18-3
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DIVERSITY & UNIT READINESS

· PERSONNEL PIPELINE

· MILITARY PERSONNEL




1.  Personnel Pipeline



(1) Because the military is a pipeline system, military personnel face challenges civilian industry doesn't have to deal with.  The recruits of today are the leaders and the senior role models of 2010.

NOTE:  Discuss with students what tools the military has in place to diversify its recruiting efforts.

The military has a personnel data base with specifies gender and ethnicity. Based on an applicants gender and ethnicity, certain jobs may be available or not available.




(2)  The Demographic mix that we recruit from today will be with us for about 20 years.  This includes race, age, and gender.


2.  Military Personnel:



(1) Planning for adequate levels of military personnel requires that many factors and contingencies be considered which include: economic conditions, major social trends, cultural and social changes, and political realities of the times. These factors become important variables in formulating workable polices and programs for the maintenance of needed personnel levels.

PART III
Elements of Managing Diversity.

SHOW VIEWGRAPH #18-4
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ELEMENTS OF MANAGING DIVERSITY

· Value Diversity

· Communications

· Change

· Power


a.  Value Diversity:  Inclusion, not exclusion.  Stop making assumptions, while ensuring your assumptions don't create barriers.  Make full use of ideas, talents, experiences and perspectives of employees at all levels.  This says, having employees of different backgrounds are desirable.

NOTE:  Ask students what programs the Army has in place to aid this effort:  Total Quality Managment.  The TQM  concept creates a team.  All members of the organization (team) have a voice in the discision making process.


b.  Communications:  To remove the barriers, be flexible in your communication by using language that respects diversity beginning with an understanding that people are people first.

SHOW VIEWGRAPH #18-5
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           COMMUNICATIONS

· Exclusionary Language

· Language using Race & Ethnicity

· Cross-cultural communications

· Bilingualism






(1) Exclusionary Language:  Women make up 54% of the population and 45% of the work force, but many men and women continue to use language that ignores or trivialized them.  Instead of using gender-specific nouns and pronouns, use gender-neutral ones




(2)  Language using Race and Ethnicity:  Inquire what terms are preferred.  (i.e., Black, African American, person of other, Latinos, Mexican, Mexican American)
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(3) Cross-Cultural Communications: Recognize difference in accents, intonation, intensity, word usage, greetings, etc.  Do not make assumptions based on these differences without checking those assumptions or asking for clarification




(4) Bilingualism:  Recognize that more and more people are bilingual and value that as an additional skill and asset


c.  Change:  Definitely is a barrier to managing and valuing diversity, and diversity is about changing.  It is a result of change and because of change that most people have trouble dealing with change.  Some change creates fear - fear of losing jobs, losing status, etc. and so people may need extra help in managing the changes associated with diversity.  Change needs to be non-threatening and training may provide this help.


d.  Power:  Sharing power among diverse groups of people and the generation of power from the synergy of diverse ways of thinking and acting.  Two-thirds of manages believe empowerment improves morale and performance.  But at least 1/3 of managers believe empowerment will cost them their jobs and cause anarchy.

PART IV
IMPLEMENTATION OF STRATEGIES: 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.
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There are three levels at which we must implement diversity: the individual level; the management/work team level; and the organizational level.   Valuing diversity starts with the individual.  Who you are filters your interactions.

SHOW VIEWGRAPH #18-6
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IMPLEMENTATION STRATEGIES AT THE INDIVIDUAL LEVEL

· treat people as individuals

· be flexible in communication

· respect differences

· be objective

· recognize individual strengths



1.  Implementation Strategies at the individual level:
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a.  Treat people as individuals


b.  be flexible in communications

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


d.  Recognize individual strengths

SHOW VIEWGRAPH #18-7
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IMPLEMENTATION STRATEGIES AT THE WORK TEAM/MANAGEMENT LEVEL

· approach everyone as individuals

· understand cultural tendencies

· appreciate different perspectives

· use equal performance standards

· confront behaviors



2.  Implementation Strategies at the work team/management level

a.   Approach everyone as individuals


b.  understand that 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 diversed workers


d.  use equal performance standards for all workers

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

SHOW VIEWGRAPH #18-7
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IMPLEMENTATION STRATEGIES AT THE ORGANIZATIONAL  LEVEL

· review internal practices

· change the organizational culture

· have a supported vision and goal

3.  Implementation Strategies at the organizational Level.   Strategies need to be developed at the organizational level too.  In order to embrace diversity, the organization must change


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


b.  Managing diversity is about changing the culture of the 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

CLOSING:  Our nation and our military look different than it has in the past.  At the same time, as we traveled through the 90s and now into the new millennium, we find a world that demands new ways of interaction and understanding.  As previously stated the melting pot has become passe and ineffective.  Indeed we stand at a new doorway filled with all shapes, sizes, and colors of people.  The more we are faced with this diversity, the more the analogy of the melting pot, where diversity is lost to assimilation, becomes unattractive and inappropriate
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