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“

”

Introduction

Below your name, write the name of someone who 
made a difference in your life.



THE BUSINESS CASE FOR

DIVERSITY & INCLUSION

• Changing Concept of the Melting Pot

• Serving a Multicultural Marketplace

• Recruiting & Retaining Talent

• Navigating Global Culture & Conflict

• Social Media’s Impact on Leadership 
Accountability





TRENDS SHAPING THE FUTURE OF DIVERSITY & INCLUSION

• Leadership Development

• Innovation & High-Performance Teams

• Effective Multicultural Market Growth



Culture
A WAY OF LIFE FOR A GROUP OF PEOPLE—

• ACCEPTED BEHAVIORS, BELIEFS, VALUES, AND SYMBOLS

• PASSED ALONG BY COMMUNICATION AND IMITATION FROM

ONE GENERATION TO THE NEXT



WHAT DO

YOU SEE?

8



How does Culture show 
up in your life?

https://vimeo.com/47854837


Like an iceberg, nine-tenths of culture is out of 
conscious awareness. This “hidden” part of culture 

has been termed “deep culture”





Navigating Deep Culture…

• What are the cultural elements within your job that tend to get in the 
way?

• Which cultural elements help us succeed?
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Identifying the Unwritten Rules

For your Assigned Place

1. Airport

2. Sporting Event

3. Supermarket

4. Amusement Park

5. High school Cafeteria

For your Department

_____________________



DIVERSITY



D&I AWARENESS 
RECOGNIZES ALL THE 
WAYS WE ARE DIFFERENT





My Story in 6 Frames

How did DIVERSITY show up in my story?

What dimensions of diversity came up as you listened to someone else’s 
story?

Sharing my story with someone helps to:







Source: Myers & Briggs Foundation



As we go around the room, share the answer to one of 
the questions below:

 The first music artist I bought: 

 My favorite game as a child: 

 The first movie I saw in a theater: 

 As a child getting “dressed up” meant wearing:

 I stood in line for hours to get a ticket to see:

 As a child, Saturday mornings meant: 

 A TV show that made a big impression on me: 

 In high school it was very “un-cool” to: 
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Generations





Generation refers to a group of people who share the same birth years and 

are at about the same life stage.

Awareness: The Essentials

Generations are shaped by 2 factors:

• Formative Years – (age 8-13) Security, trust and 

values begin to form 

• Coming of Age Years – (age 17-23) – Individual 

identity is formed

WHAT DO WE KNOW ABOUT GENERATIONS

THE ECONOMY, WORLD EVENTS, POLITICS, POPULAR CULTURE ARE ALL

EXAMPLES OF COMMON INFLUENTIAL ELEMENTS



In addition to our generation, we are also 

influenced by:

• Life events –birth of a child, caring for aging parents

• Current events – many people respond in a similar 

fashion to large scale events such as war, natural 

disasters and economic conditions

• Culture – many countries have distinct regional 

cultures that influence behavior

• Individual personality – the workplace expressions of 

our unique personalities often lie outside of 

generational influences

WHAT DO WE KNOW ABOUT GENERATIONS





 Attracting talent

 Onboarding with ease

 Engaging and retaining talent

 Boosting productivity

 Improving communication 

 Sharing knowledge

 Fostering inclusion

Which generation do we do the best with 
when it comes to …

Generations



WHAT DO WE KNOW ABOUT THE 5 GENERATIONS

We are Gen 

X’ers



Millennials

WHY DOES IT MATTER?



WHY DOES IT MATTER?

TRADITIONALISTS

(BEFORE 1946)

BABY BOOMERS

(1946 - 64)

GENERATION X

(1965 – EARLY 80’S)

MILLENNIALS

(MID 80’S – 90’S) 

GEN Z

(BORN AFTER 1997)



What Generation do you fall in? ______

Take a Guess at your teams generations?

Gen Z_____%     Millennial/Y_____%    
Gen X_____%   Baby Boomer______  Silent______%

What are the Opportunities? Challenges?



Reveal your personal 
orientation to life, 

work and relationships. 
This is how you prefer

to go about life and 
work

May reveal biases you 
have toward those who 

have values different 
than yours

Don’t predict your 
ability to work across 

cultures

Provides insights about 
how to effectively work 

and lead across 
cultures

OUR DIMENSIONS OF DIVERSITY….



Creating a Culture of Inclusion



Cultivating a workplace culture 

where every member is valued 

for their unique contributions. 

INCLUSION



Scenario: What advice would you give the next generation of leaders for succeeding in a new environment?



WHAT DRIVES ENGAGEMENT?



1. I CAN TELL WHEN AN EMPLOYEE IS DISENGAGED

2. FITTING IN IS AN IMPORTANT PART OF BEING ENGAGED

3. ENGAGED EMPLOYEES ARE SELF-MOTIVATED

4. ENGAGED EMPLOYEES DO WHAT IT TAKES TO LEARN THE UNWRITTEN RULES

5. DIVERSITY CAN IMPACT AN EMPLOYEES ENGAGEMENT



An Inclusive Environment…

IS ESSENTIAL TO:

• ATTRACTING, DEVELOPING & RETAINING THE BEST TALENT AVAILABLE

• SERVING A DIVERSE COMMUNITY AND MARKETPLACE

• MAXIMIZING CREATIVE AND INNOVATIVE IDEAS



❑ Having lunch with someone different from you 

❑ Coaching someone culturally different 

❑Mentoring someone outside your comfort zone 

❑ Thinking outside the box 

❑ Honestly evaluating your commitment to inclusion

❑ Noticing diversity in everything you do with others 

❑ Sending notes of thanks to managers and leaders 

who are visible examples of inclusion 

❑ Seeking to understand your social network 

differences 

❑ Sharing a professional learning experience 

❑ Coaching a new skill 

❑ Learning a new skill every week; and passing it on 

❑ Clarifying your career plan, then helping others 

clarify theirs

❑ Helping others with career planning 

❑ Helping others adopt a mind-set of 100% 

responsibility and accountability 

❑ Sharing a personal learning experience 

❑ Discouraging gossip 

❑ Listening to a personal problem without giving 

advice

❑ Thanking someone for his/her support 

❑ Doing something kind for someone with whom you 

work 

❑ Forgiving someone who was unkind to you 

❑ Creating a “space” between experience and anger 

❑ Being sensitive to the cultural nuances of others

❑ Learning from the shortcomings of others—they 

may be a mirror 

❑Making every interaction “a small act of Inclusion”

Small Acts of Inclusion (Individuals)



Building a Culture of Inclusion

Recruitment/Onboarding Development/ Training Teamwork/ Celebration



Conflict



Define Conflict

•How do you define conflict?



UNDERSTAND WHAT UNCONSCIOUS BIAS IS

IDENTIFY THE MOST COMMON BIASES

LEARN BIAS BUSTING STRATEGIES

TIPS & RESOURCES FOR CONTINUED

LEARNING

Unconscious Bias



Which square is 
darker?



darker?



CALL OUT THE FIRST THING THAT YOU SEE ON THE NEXT SLIDE



6/20/2019 46

•Is it a….

13 or B
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Who is…
• The Engineer
• Race Car Driver
• Boxer
• Australian

Person A

Person B

Person C Person D





WHAT ASSUMPTIONS HAVE BEEN MADE ABOUT YOU?



Unconscious Bias

Unintended, subtle and unconscious choices made by everyone all the 
time

Attitudes and stereotypes we develop based on characteristics such as 
race, age, ethnicity, religion or appearance



1. Visible Diversity 
(skin color, age, gender, etc.)

2. Underrepresented Groups
(less than 15% of the majority)

Which Differences Trigger Unconscious Bias?



Consequences of 

Unconscious Bias 
for Recruitment & 

Retention

Intercultural 
Performance

Recruitment

Staff
Development/Promotion

Creativity/Innovation



. 

Halo Effect: Forming an overall positive impression of a person based on little 
information



CONFIRMATION BIAS: 

THE TENDENCY TO SEEK INFORMATION THAT CONFIRMS PRE-EXISTING BELIEFS OR ASSUMPTIONS. 



Stereotyping

STEREOTYPING:
AN OVER-GENERALIZED BELIEF ABOUT A

PARTICULAR CATEGORY OF PEOPLE.



Habits for 
Breaking 

Biases

Intention

Acknowledges biases and has motivation 
to change

Attention

To when stereotypical responses or 
assumptions are activated

Time 

To practice new strategies designed to 
“break” the automatic associations



Hot Buttons
(micro-triggers)

Subtle, semi-conscious, devaluing messages 
that can lead to the “inequities” in our work 
relationships.









Habits for Breaking Biases

Micro-Triggers

subtle slights and snubs 
that devalue an 

employee

Micro-Affirmations

Small intentional acts 
that occur whenever 
people want others to 

succeed 





Hiring Developing/Promoting Day-to-Day

Bias Busting Habits
❑ Recognize when you are 

responding to a prospective 
employee in a stereotypical way. 
Reflect on the reasons and 
intentionally replace a biased 
response with an unbiased one

❑ Develop criteria for evaluating 
candidates and apply them 
consistently to all applicants

❑ Spend sufficient time (15-20 
minutes) evaluating each 
applicant

❑ Evaluate each candidate’s 
entire application; don’t depend too 
heavily on only one element such as 
the letters of recommendation, or 
the prestige of the degree-granting 
institution 

❑ Be able to defend every 
decision for rejecting or 
retaining a candidate

❑ Assess what competencies/attributes 
you are using when choosing individuals 
for development and promotion and 
why? 

❑ Be cognizant of any filters that may be 
impacting your decisions (i.e. is this 
person just like me?)

❑ Offer flexibility when you can and realize 
culture may play a role in your differing 
perspectives 

❑ Periodically evaluate your decisions and 
consider whether qualified women and 
underrepresented minorities are 
included. If not, consider whether 
evaluation biases and assumptions are 
influencing your decisions

❑ Recognize hot buttons/micro-triggers and 
don’t jump to conclusions too quickly

❑ Use your increased knowledge about cultural 
differences to anticipate how someone is 
likely to respond

❑ Step into the shoes of a stereotyped person 
and consider their view (perspective-taking)

❑ Build in accountability. Solicit feedback from 
peers, employees, etc.

❑ Actively seek out situations where you are 
likely to be exposed to positive examples of 
other cultures that are subject to stereotypes 

❑ Practice micro-affirmations

❑When a stereotypical response is detected, 
remind yourself of examples that prove the 
stereotype to be inaccurate (i.e. if a person 
judges an African American male as lazy or 
incompetent, (s)he imagines Colin Powell or 
Eric Holder)

Intention

AttentionTime

Habits For Breaking Bias


