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Presentation Notes
Hi Welcome to today’s workshop, which is entitled Ready. Set. LEAD!
Labor Leadership through the lens of Diversity, Equity, and Inclusion




This training is designed to: 
• Build essential leadership, negotiation and communication skills to 

champion DEI in your organization. 
• Acquire knowledge and tools to ensure management and employees 

understand the value of DEI.
• Gain experience for raising awareness to change organization 

practices. 
• Build on techniques, models and ideas designed to enhance 

recruitment and hiring messages and sustain key learnings. 
• Leave with techniques to improve cultural humility and a leadership 

action plan to revitalize and sustain DEI initiatives at the organization.

Ready. Set. LEAD!
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Presenter
Presentation Notes
Materials: Name plates, copies of privilege article, Padlet with digital resources

Hi Welcome to today’s workshop, which is entitled “Who’s In? Ensuring Equitable and Inclusive Education Practices”



As a leader I would rather not deal with 
Diversity Equity and Inclusion Issues?  

Yes or No
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As a leader I am very uncomfortable 
managing issues of Diversity Equity and 

Inclusion? Yes or No
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As a leader I feel comfortable that I have been 
trained to manage Diversity and Inclusion Issues.

Yes or No?
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As a leader I am very comfortable managing 
Diversity and Inclusion issues

Yes or No?
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As a leader I have received no formal training 
managing Diversity and Inclusion issues.

Yes or No?
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• Be present as fully as possible
#Staywoke

• Always invitation, never invasion
#Invite

• Speak your truth in a way that 
respects others’ truths #Respect

• Learn to respond with honest, open 
questions #KnowThySelf

• When the going gets difficult, turn 
to wonder #ThinkAboutIt

• Attend to your own inner teacher
#SelfReflection

• Trust and learn from silence
#SilenceIsGolden

• Observe deep confidentiality
#Confidentiality

• Be open to possibility #BeOpen
• Know that it is possible to leave 

with whatever it is you needed 
when you came #YouMatter

Adapted from the work of Parker Palmer

Touchstones & Hastags

Ready. Set. LEAD! Labor Leadership Skills through lens of DEI

Presenter
Presentation Notes
Take a moment to review these touchstones and pick one to commit to during our time today. Record that touchstone on a post-it note.



People in this Room: 
• Are Good People 

• Have Good Intentions 
• May not always be sure what D&I really is 
• Care about developing others and yourself 

• Are all starting our journey from different places and experiences 
• Are willing to step outside of our comfort zones

Presenter
Presentation Notes
Can you see your implicit biases? Can you look back and think of a time when your actions were influenced by a bias that was previously unconscious
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Presentation Notes
Disclaimers:
I’m not going to give you the solution to Diversity and Inclusion
Stay in Engage
In the spirit of inclusion – Meet the Flockers Circle of Trust Example – Take Off the Mask, Call BS, Don’t Be Politically Correct
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URBAN DICTIONARY

“Three-fer”

Meaning:
Gett ing three things for the value of one

Example: Those shirts are three-fer
#three #for #one #twofer #onefer

https://www.urbandictionary.com/define.php?term=threefer
https://www.urbandictionary.com/define.php?term=Getting
https://www.urbandictionary.com/define.php?term=three%20things
https://www.urbandictionary.com/define.php?term=value
https://www.urbandictionary.com/define.php?term=shirts
https://www.urbandictionary.com/tags.php?tag=three
https://www.urbandictionary.com/tags.php?tag=for
https://www.urbandictionary.com/tags.php?tag=one
https://www.urbandictionary.com/tags.php?tag=twofer
https://www.urbandictionary.com/tags.php?tag=onefer








Diversity, Equity & Inclusion
Are Not…
 Quick fixes
 Confrontational
 About changing you
 Problems
 Just fads

Are…
 A Beginning
 Introspective
 Thought Provoking
 An opportunity for short and long term success
 A Journey and NOT a Destination 



Historical Perspective

Civil Rights to Full Inclusion
Inclusive Workplace

Managing Diversity
Diversity

Equal Employment Opportunity  

Affirmative Action

Civil Rights Movement

Melting Pot 
(Assimilation)

Salad Bowl                            Inclusion

(Multiculturalism)       (Process & 
Performance)

<<< 1960 1965 1970 1975 1980 1985 1990 1995 2000 2005 >>>
24

Presenter
Presentation Notes
The African American Civil Rights Movement began as early as the Civil Rights Act of 1866 passed by Congress over Johnson's presidential veto. Declared all persons born in the United States are now citizens. Movement was re-energized in 1954 when on May 17 – The Supreme Court ruled against the "separate but equal" doctrine in Brown v. Board of Education of Topeka, Kans. and in Bolling v. Sharpe, thus overturning Plessy v. Ferguson (1896). May 18, 1896 – In Plessy v. Ferguson, the Supreme Court upheld de jure racial segregation of "separate but equal" facilities.  
Affirmative Action - March 6, 1961 - Executive Order 10925 makes the first reference to "affirmative action.“ President John F. Kennedy issues Executive Order 10925, which creates the Committee on Equal Employment Opportunity and mandates that projects financed with federal funds "take affirmative action" to ensure that hiring and employment practices are free of racial bias.  June 4, 1965 - Speech defining concept of affirmative action.  In a speech to the graduating class at Howard University, President Johnson frames the concept underlying affirmative action, asserting that civil rights laws alone are not enough to remedy discrimination. September 24, 1965 - Executive Order 11246 enforces affirmative action for the first time.  Issued by President Johnson, the executive order requires government contractors to "take affirmative action" toward prospective minority employees in all aspects of hiring and employment. On Oct. 13, 1967, the order was amended to cover discrimination on the basis of gender. August 8, 1969 - Executive Order 11478 was signed by President Nixon, prohibiting discrimination on certain grounds in the competitive service of the federal civilian workforce, including the US Postal Service and civilian employees of the US armed Forces. The order was amended and more protected classes were added in 1978 by EO 12106, in 1998 by EO 13087(sexual orientation), and in 2000 by EO 13152 (parental status). 
EEO - July 2, 1964, The Civil Rights Act of 1964 was a landmark piece of legislation that outlawed unequal application of voter registration requirements and racial segregation in schools, at the workplace and by facilities that served the general public ("public accommodations"). Other laws enforced by EEOC include EPA 1963, ADEA 1967, ADA 1990, Rehabilitation Act 1973, CRA 1991, and GINA 2008.
Diversity. The term "diversity" was coined in 1977 to refer to the changing demographics of the workforce by Merlin G. Pope Jr., founder of one of the nation's first diversity consulting firms.  His spouse, Patricia Pope, is a pioneer in diversity measurement, training and consulting, Patricia Pope has worked to create an inclusive workplace for more than 250 Fortune 500 companies since 1976. Ms. Pope, one of the partners of Myca-Pope and Chief Executive Officer of Pope & Associates, Inc. 
Managing Diversity. The first use of the phrase “managing diversity” is often attributed to former Harvard Business School Professor R. Roosevelt Thomas. His 1990 article in the Harvard Business Review began with the prediction: “Sooner or later, affirmative action will die a natural death. Its achievements have been stupendous, but if we look at the premises that underlie it, we find assumptions and priorities that look increasingly shopworn” (Thomas 1990, 107). Instead, Thomas argued, “The goal is to manage diversity in such a way as to get from a diverse workforce the same productivity we once got from a homogenous workforce, and do it without artificial programs, standards—or barriers” (Thomas 1990,112). Moreover, Thomas contended, diversity is not just about race, ethnicity, and gender. Rather, it includes other ways in which people differ from one another, including age, background, education, work role, and personality.
Inclusive Workplace. Coined by Mor Barak, the term 'inclusive workplace' refers to a model work environment that welcomes diversity on all levels. She developed the concept after seven years of research that included interviewing corporate executives, business leaders and employees from around the globe. She also relied on findings from a Rockefeller Foundation-funded international think tank. �



Core Understanding

EEO refers to the laws, 
regulations, and policies 
that guarantee our rights to 
equal opportunity in terms, 
conditions, and privileges of 
employment.

Diversity is “…all the ways 
in which we are similar and 
all the ways in which we 
differ." 

-- Dr R. Roosevelt Thomas, Jr.

Inclusion is leveraging the 
diversity in our workforce to 
achieve full participation and 
optimum performance; it 
empowers differences rather 
than suppressing them.

25

Presenter
Presentation Notes
An Interview with Michàlle E. Mor Barak By Judi Casey and Karen Corday 
Casey: What do you mean by the term “inclusive workplace?” 
Mor Barak: The concept is based on the idea that work organizations must create and sustain a culture that is accepting of individual differences. It refers to a work organization that respects and utilizes the diversity of its own workforce while also being active in the community, in state and federal programs that support disadvantaged populations, and collaborating fairly across cultural and national boundaries. 
Casey: Can you talk about the four levels of the inclusive workplace? 
Mor Barak: At the first level, the organization has to value and utilize individual and inter-group differences within its workforce. In order to accommodate these differences, the organization needs to conduct assessment, training, and interventions that will change the organizational culture. For example, the restaurant chain Denny’s was the target of several lawsuits regarding discriminatory treatment of their customers. Since then, the company has done a tremendous job in changing its organizational culture to enhance and accommodate the diversity of its own workforce. In addition, they’ve worked with their employees to change their attitudes toward customers from diverse backgrounds. It’s all linked; that’s the core idea of the inclusive workplace. 
Casey: Would you say that at the core, there’s a respect for diversity that builds and moves from the employees to the customers to the local community to the global community? 
Mor Barak: You just said it perfectly. At the second level, the organization contributes to the surrounding community in which the organization resides. For example, Shell, the oil company, created a youth academy with several locations around the country where they prepare young people between the ages of 14 and 18 for the world of work. They teach work-related behaviors such as being on time and understanding the work environment and how to operate within it. Level two of my Inclusive Workplace Model includes any type of activity or project that benefits the local community. Another example for a level two activity is the University of Southern California’s Neighborhood Fund that provides support to projects in the local community such as a family counseling clinic and both financial and volunteer students’ support to local elementary schools. 
Casey: So it’s really about community building? 
Mor Barak: Yes, that’s right. At the third level of the Inclusive Workplace Model, the organization works to improve the lives of disadvantaged groups in the wider environment. The people they help may not necessarily reside in the geographic vicinity of the organization. For example, the Marriott hotel chain’s Welfare-to-Work program helps people who’ve been on welfare find jobs; Marriott trains them to work in their hotels and then hires graduates of the program. 
At the fourth and final level of the Inclusive Workplace Model, the organization collaborates fairly with individuals, groups, and organizations across national and cultural boundaries. Here we examine the unfortunate behaviors that some companies exhibit overseas in which they exploit the local workforce and deplete community resources. Organizations that are inclusive will avoid these practices, contribute to the community and help communities grow while fostering true partnerships with the local residents. The Body Shop, for example, makes efforts not to exploit the natural resources and labor of the communities from which they get their products; instead, they give back to these communities by contributing to the development of beneficial community services. 
  
 Source:  http://wfnetwork.bc.edu/The_Network_News/19/The_Network_News_Whole19.pdf



Defining Diversity
The full spectrum of human differences and similarities, including immutable 

and mutable characteristics yielding unique perspectives.

Reprinted with permission from  Loden Associates..

Presenter
Presentation Notes
We Are All Different Exercise.  Secure a box of pencils, enough for each person present to have one. Hold up one pencil. Note the following: I have here a pencil. I don’t know about you but I’ve never thought much about pencils; I’ve always taken them for granted. To me pencils are all alike. Sometimes I wonder if pencils aren’t a lot like people.  Give audience time to respond.  
(NOT FOR VHA SLC TRAINING)

Secondary dimensions of diversity represent those characteristic that identify us with a group identity.  Unlike the primary dimensions, we routinely have a choice to acquire or ascribe to a group identity.





Defining Inclusion
Inclusion is the process of valuing all 
individuals and leveraging their diverse 
talent, not in spite of their differences, but 
because of them.

Inclusion requires a conscious effort to 
involve all human resources in the fabric 
and mission of the organizations as a 
critical value add.



Let’s Get Personal – Let’s Humanize it!

Diversity is more like being invited to the party.
Inclusion is being invited to dance once you get there!

Presenter
Presentation Notes
So in the next few minutes, throw out trainings, money, past...and let’s get comfortable with uncomfortable conversation.
Question: What does Diversity Mean? What does it mean in your world?
Share your story

How did that make you feel

Diversity and Inclusion It goes beyond race and gender.

How many have felt excluded because of weight? How many felt excluded from meeting? Wedding? Party?

These experiences where about human beings who felt, cripple, de-motivated..fearful, de-valued right?

Diversity can be like being invited to the Party. We all are invited. We show up. But it’s only the people of a certain age

How many have ever been excluded before?
How many have intentionally or unintentionally excluded someone before?

Make a decision to make a commitment to ensure no one feels that way we all just talked about.

Diversity is more like being invited to a dance.
Inclusion is like being invited to dance once you get there!



In recent weeks, demonstrations against police brutality have brought much-needed 
attention to the unfair, unwarranted and heartbreaking loss of life and injuries to people of 
color at the hands of police. The opportunity to come together to address systemic racism 

has perhaps never been so great, or so top-of-mind.



Presenter
Presentation Notes
In one word or less respond to this slide as it relates to your role.



Why is diversity in the workforce so important? 

One reason is that diversity correlates with improved 
organizational performance.

•A McKinsey & Company analysis of 366 companies demonstrated that those companies in 
the top quartile of racial/ethnic diversity were 30 percent more likely to have financial 
returns above their national industry median. Those in the top quartile for gender diversity 
were 15 percent more likely. Companies in the bottom quartile for both gender and 
ethnicity/race lagged behind companies in the other three quartiles. Further, this research 
suggests that diversity beyond gender and ethnicity/race is likely to bring some level of 
competitive advantage for organizations that can retain diverse talent.



Why does DEI matter in the workplace?

Ready. Set. LEAD!



•A study done by the Peterson Institute for International Economics involving nearly 22,000 
global, publicly traded companies in 91 countries demonstrated that companies having at 
least 30 percent women in leadership or C-level positions add 6 percent to their net profit.

•A 2015 study from Bersin by Deloitte found that diversity and inclusion correlated with the 
highest positive impact on business performance in its Talent Management Maturity Model. 
High-performing businesses were demonstrated to have 2.3 times higher cash flow per 
employee, were 1.8 times more likely to be change-ready, and were 1.7 times more likely to 
be innovation leaders in their market.

•A study carried out at Ford Motor Company demonstrated a clear positive relationship 
between the diversity of team composition and performance of complex tasks.



Let’s Get Personal – Let’s Humanize it!
Take a moment and think about organizational work barriers.

How might the workplace be promoting exclusion?

Presenter
Presentation Notes
So in the next few minutes, throw out trainings, money, past...and let’s get comfortable with uncomfortable conversation.
Question: What does Diversity Mean? What does it mean in your world?
Share your story

How did that make you feel

Diversity and Inclusion It goes beyond race and gender.

How many have felt excluded because of weight? How many felt excluded from meeting? Wedding? Party?

These experiences where about human beings who felt, cripple, de-motivated..fearful, de-valued right?

Diversity can be like being invited to the Party. We all are invited. We show up. But it’s only the people of a certain age

How many have ever been excluded before?
How many have intentionally or unintentionally excluded someone before?

Make a decision to make a commitment to ensure no one feels that way we all just talked about.

Diversity is more like being invited to a dance.
Inclusion is like being invited to dance once you get there!



Second Polling Exercise: Yes or No Responses

Have you ever experienced discrimination?

Has there ever been a time when you felt you didn’t 

“fit in” at work?”

Have you witnessed discrimination?

Have you ever felt excluded?



1 in 5 people living in the US will be 
Hispanic or Asian. 

US population will increase in 2050 which will 
be due to immigrants arriving from 2005 to 
2050 and their U.S.-born descendants. 
Hispanics are currently the largest group.

There will be no racial or ethnic majority in 
2045 the U.S. 

Number will nearly equal the number of 
Christians around the world. This is the world’s 
fastest growing religious group. 

Americans (19%) will be classified as an  
immigrant.

2050

438 Million

2045

Muslims

1 in 5W
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What would Inclusive Excellence Look Like at your 
workplace? Your Hiring Polices? Your Negioiations?

Inclusion Begins with You!
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Leadership Through a DEI Lens… 
Takes Vision and Support
 To create a successful unit action plan, the UO leadership must endorse, 

integrate, and support an inclusive culture by leading, setting the vision, and 
providing support.

 Each leader must ensure his/her plan is designed to make change in the 
identified priorities (i.e., adapt/develop/ implement policies, practices, 
services, and activities etc.,)

 Cultural transformation requires leadership, commitment, human and fiscal 
resources, sustainability, and patience.

 Diversity, Equity, and Inclusion support should permeate throughout the 
University with your guidance. 



Definition of labour leader in English:
labour leader
(US labor leader)
NOUN
•1The leader of a labour group or movement; a representative of workers or 
employees.
•2The leader of a political Labour Party; a high ranking Labour Party official.

https://www.lexico.com/en/definition/labor%20leader


MASLOW’S HIERARCHY - HEROIC  LEADERSHIP MODEL
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FLIP THE PYRAMID!

INCLUSIVE/SHARED LEADERSHIP MODEL

LEADERSHIP

FRONT LINE SUP/
MIDDLE MANAGEMENT

EMPLOYEES
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Labor Leadership through the Lens of Diversity, Equity & Inclusion



“A leader is someone who 
helps people get where 
they want to go…by seeing 
the opportunity for getting 
there.” –Otis White



Labor Leadership “Seeing” our Blind Spots

Vision Test

Presenter
Presentation Notes
Car activity. Your brain filled the blindspot with something that made reasonable sense – a continuation of the same grid that was visible everywhere else in the rectangle.
Can you see your implicit biases? Can you look back and think of a time when your actions were influenced by a bias that was previously unconscious




Ready. Set. LEAD! Diversity, Equity & Inclusion

How Can we as Labor Leaders 
remove our blind spots?
How can we improve or 
create workplaces that 

nurture diversity, equity and 
inclusion (DEI)?



Presenter
Presentation Notes
Can you see your implicit biases? Can you look back and think of a time when your actions were influenced by a bias that was previously unconscious




“Seeing” our Blind Spots
“Hidden biases are capable of guiding our 

leadership in negotiations, hiring practices and 
personal behavior without our being aware of 

their role.” - Mahzarin & Greenwald

Vision Test

Presenter
Presentation Notes
Car activity. Your brain filled the blindspot with something that made reasonable sense – a continuation of the same grid that was visible everywhere else in the rectangle.
Can you see your implicit biases? Can you look back and think of a time when your actions were influenced by a bias that was previously unconscious




Insider /
Outsider

Caution 
Beware of…

Presenter
Presentation Notes
Open Window – Closed Door Analogy; things are not as you see. What does the sign say? How close do you have to get to see it? The power of symbols in culture. The dynamic of insider/outsider. Questioning our point of reference. How do you know what you know?



Cultural humility is the “ability to maintain an interpersonal stance that is 
other-oriented (or open to the other) in relation to aspects of cultural identity 
that are most important to the [person].” Cultural humility is different from 
other culturally-based training ideals because it focuses on self-humility 
rather than achieving a state of knowledge or awareness. Cultural humility 
was formed in the physical healthcare field and adapted for therapists, social 
workers, and medical librarians, to learn more about experiences and cultural 
identities of others and increase the quality of their interactions with clients 
and community members.

To understand cultural humility, it is important to think about how culture is central 
in these interactions

https://en.wikipedia.org/wiki/Psychotherapy
https://en.wikipedia.org/wiki/Social_workers
https://en.wikipedia.org/wiki/Medical_library
https://en.wikipedia.org/wiki/Culture


Cultural Competence Context 

• Title VI of the Civil Rights Act - 1964 protects 
people from discrimination based on 

race/ethnicity

• Native American Health Act - 1976 established 
Indian Health Service for Am Indians & Alaska Natives

• Americans with Disabilities Act - 1990 prohibits 
discrimination based on disability. 

• CLAS standards - 2000: Office of Minority Health 
Standards for culturally & linguistically appropriate 
services to improve health care.

Presenter
Presentation Notes
Use this slide to recognize the historical context of cultural competency trainings. Recognizing its place in education and training efforts to reduce health disparities. 




• How does privilege and 
power relate to various 
dimensions of our 
cultural identity?

• How are these cultural 
dimensions an asset to 
our work with your 
colleagues and 
community members? 

• What are some obstacles 
associated with these 
cultural dimensions that 
you have experienced?

Homework:  Cultural Inventory Handout  

Presenter
Presentation Notes
The cultural inventory comes from Cheryl Hyde, social work prof. at Temple University. I was introduced to her work through teaching community organizing and found it important that to be able to teach about cultural humility students -and myself- had to examine our relationship to power. We had to look at how we see ourselves and begin to hear how others might see us. 
Addressing power imbalances does not mean insubordination, does not mean having no boundaries, cultural relativism.
Ask evaluative questions about the training.  What they learned? New insights/awareness?  
Suggestions for trainings for future groups and opportunities to work together?
Provide handout to encourage participants to take this training back to their site and work with their colleagues to “unpack” their power, privilege, oppression inventory.




Diversity and Inclusion Begins with 
You!

Think. Pare. Share.



Third Polling Exercise: 
Weigh in on this quote (Agree, Disagree, Neutral, Unsure how to respond) 

“As labor leaders, we have a responsibility to 
stand up to discrimination and make equity part 

of the fabric of our companies. We are better 
people, companies and communities when we 
commit to equal pay, equal opportunity, equal 

education and equal rights.”







Hiring Biases To Watch Out For



In an ideal world, the decision to hire a 
candidate would be based solely on their 

ability to do the job well. The hire would be 
approached in an objective, pragmatic way, 

free from subjectivity and unconscious bias.
But we don’t live in an ideal world, and as 
hard as we try, sometimes we let outside 

factors cloud our judgement.

The way we think is largely shaped by various unconscious biases which ultimately 
influence the way we perceive reality.



Presenter
Presentation Notes
Unfortunately, there is nowhere more apparent where our unconscious bias plays out than during the recruitment process; when recruiters are told time and again to ‘trust your gut’ – to rely on and make decisions based on our intuition.
But as you’ll discover later on, intuition is based on, yup, you guessed it, unconscious bias.



Presenter
Presentation Notes
Research by evolutionary psychologists has revealed that our tendency to rely on heuristics was a survival mechanism that benefited early humans.

But we aren’t early humans anymore and this form of hiring bias is not only preventing you from recruiting potentially great people – who just don’t fit your mold – but you are laying yourself wide open to a lawsuit if you are found out.



A study by Harvard Business 
Review showed that when there is one 

female applicant among four 
candidates, she has 0% chance of 

landing the job.



So what can you do about hiring bias?
We have to remember not to rely solely on them when 
making a hiring decision and instead force ourselves to 
make the decision-making process more structured and 
objective:
•• Do be aware of unconscious hiring biases that your 
team might have, and look out for them. 
•• Do ensure your hiring managers have received 
suitable interview training that covers common hiring 
biases.
•• Do make hiring decisions based on evidence rather 
than on subjective assumptions.
•• Do be consistent and transparent in your hiring 
process.
•• Do create a standardized interview guide and ensure 
you ask every candidate the same questions.
•Place a Inclusion Advocate to serve on the search 
committee

Everyone has unconscious biases. That’s why it is 
crucial to do your best to acknowledge them and 
look for ways to overcome them. (Image source)

http://www.markstivers.com/wordpress/?p=2614


Think Pair Share



Presenter
Presentation Notes
Creating an inclusive workplace involves everyone within the organization, division, department, or office. However, special and overt attention from leaders is absolutely critical to setting the tone for the environment. Leaders should communicate early and often about ensuring that the workplace is inclusive. There are numerous ways to positively develop and maintain an inclusive workplace in which every person on a team or in the organization can thrive, especially those who are in leadership roles. The process starts with fostering an inclusive mindset, followed by articulating — verbally and in writing — inclusion as an important core value.



Community, Awareness, and Training

Presenter
Presentation Notes
Providing unconscious bias training for all staff, beginning with institutional leaders, will help individuals become aware of their biases that negatively impact DEI efforts. Diversity, cultural proficiency, and business culture training should be provided, as well as training on how to call out behaviors (e.g., the "Ouch" workshop previously mentioned). Training should be offered on an ongoing basis, with particular attention paid to training newly onboarded employees.



DEI Stages of Development

Presenter
Presentation Notes
Step 1: Get Started. At this level, the organization is taking measurements, establishing key priorities, and determining the initial data set needed to support the goal.

Step 2: Build Momentum. At this stage, goals are monitored for progress and/or obstacles. Data is reviewed with a degree of frequency, preferably monthly. The initial data set will serve as a baseline, and all data trends are reported.

Step 3: Establish Practice. At this step, communication about progress toward goals is shared with stakeholders, creating engagement. The goals and data sets are aligned. All data has been validated, any modifications have been made, and regular monitoring is showing progress.



DEI Action Steps

Presenter
Presentation Notes
Step 4: Expand the Leading Edge. To reach this stage takes commitment, drive, failures, successes, and dedicated leadership. In this phase, leaders welcome and seek data. All leaders are aware of the metrics and are using the data to build business cases and to share successes throughout the organization. The result is greater collaboration and innovation. This is the phase of total-ownership; data collection and monitoring is no longer a chore but is, rather, a tool for organizational success. Often, more ambitious and integrated goals are established, and the levels of integration and ownership expand. Interdependencies are identified, and linkages are made between the initial goal and other institutional goals.



Listed below are additional, expanded goals:
•Increase minority and gender representation by 6% within the 
managerial ranks of the organization.
•Increase minority representation at the senior-most level of the 
organization by 4%.
•Ensure that 100% of high-potential staff have an individual-
development plan.
•Ensure that 100% of senior leaders have a fully vetted succession 
plan.
•Increase by 3% the cultural assessment scores for questions that are 
key drivers to retention.

Presenter
Presentation Notes
To meet DEI retention goals, campuses will need to implement several approaches. Senior leaders must communicate their support for retention efforts frequently and through multiple channels. Appropriate training must be provided for all employees in areas such as cultural proficiency and unconscious bias. Affinity groups and mentoring opportunities must be implemented to help retain employees from diverse backgrounds.

Increasing the retention of employees from diverse backgrounds will require effort. Doing so is the equivalent of plugging, and then filling, the leaky bucket. But the benefits to a campus will be much greater than the investment.
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• What DE&I goals are already in place? What progress has been made?
• Can you provide specific examples of how you plan to promote 

transparency and accountability as it relates to DE&I?
• Will there be transparent and routine releases of internal data to track 

progress?
• What efforts are being made to benchmark and evaluate managers, 

particularly those who have high turnover rates on their teams or who 
have been reported to HR?

Breakout Questions for Labor Leadership
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• Will you consider 360-degree evaluations for managers and 
ask questions about DE&I, microaggressions etc? This may be 
hard for smaller teams, but this should be considered.

• What resources (time, effort, money) are you putting toward 
DE&I now?

• What concrete actions have you committed to taking that will 
improve DE&I, and what’s the timeline for implementation.

Breakout Questions for Labor Leadership



Eight steps are necessary for developing a strong DEI communications plan:
1.Create the message outlining the strategic plan and its goals, the business case for DEI, and the opportunities and 

challenges.

2.Communicate the commitment to the strategic plan and its goals by the most senior leader at the institution, ideally the 

president, chancellor, or campus CEO.

3.Utilize many different communications channels to communicate the strategic plan, its goals, and its value.

4.Set clear expectations of how members of the organization will be involved in the strategic plan.

5.Provide several communications channels for questions and comments.

6.Repeat the message on a planned, regular basis.

7.Measure and communicate progress on the strategic plan, incorporating stories of successful groups and people as part 

of the message.

8.Incorporate the DEI message as a foundational element into all functions as relevant (e.g., embed DEI into existing HR 

benefits information and student-facing information; utilize social media to share DEI successes, using hashtags 

strategically; and/or ensure that the campus main web page highlights DEI successes).



Fairness of Employment Practices (Rules and Procedures)
• Arbitrary action, personal favoritism and coercion for partisan political purposes 

are not tolerated. 
• Prohibited Personnel Practices are not tolerated. 
Fairness of Employee Practices (Performance Evaluation)
• In my work unit, steps are taken to deal with a poor performer who cannot or 

will not improve. 
• In my work unit, differences in performance are recognized in a meaningful 

way. Awards in my work unit depend on how well employees perform their jobs. 
Inclusion/Participation in Decision Making
• I have enough information to do my job well. 
• I feel encouraged to come up with new and better ways of doing things. 
• My talents are used well in the workplace. 
• Employees have a feeling of personal empowerment with respect to work 

processes. 

Leadership Mapped to Dimensions of Inclusion 



Systems that Influence Organizational Inclusion 

Inclusive
Environment

Flexible 
Org. 

Structures
Transparent 

communications

Work Life
Balance

Matrix 
Management

Recruitment & 
Selection 
Processes

Leadership
Accountably

Performance
Management

Mentoring 
& Coaching

Team-
based 

business 
processes

Continuous 
learning

Source:  “From Diversity to Inclusion.” Katharine Esty, PhD.  
Northeast Human Resources Association. April 30, 2007 

Changing an organizational 
culture requires re-engineering 
business processes and 
deconstructing silos.

True inclusion will drive 
organizational performance
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Diversity, a numbers game
Throughout the 1990's, diversity continued to be about the numbers of different kinds of people in the workforce as a whole and at each level. Diversity staffs tried to increase the number of people of color and women in their organizations. They saw this primarily as a hiring task.
During that decade, the definition of diversity expanded. Diversity came to include many dimensions beyond gender and race: age, class, disability, ethnicity, family situation, religion, and sexual orientation. Companies started to pay attention to their representation of all these groups.
It became clear over the years that it was not enough to focus on hiring alone. It became important to retain "diverse" workers, as well. Some organizations were astonished to learn that after years of effort, they had fewer African Americans than they had earlier. Companies became aware that for the most part the upper ranks of their organizations remained heavily white and predominately male. These were the years when companies offered diversity awareness training and diversity skills training to help their newly diverse employees work well together.

It's the culture
Today, in the 2000's, as organizations try to retain diverse employees in their workforce, companies have started looking at the quality of these employees' experience in the organization. Do employees in all groups and categories feel comfortable and welcomed in the organization? Do they feel included and do they experience the environment as inclusive? To answer these questions, diversity staffs need to assess their environment and identify the barriers to inclusion, whether they are practices, policies, or the informal culture of the organization. Having identified barriers, the job of the diversity staff is to change the company culture and to create an inclusive workplace environment.

Systems and policies
Companies that are known for their inclusive climate do not rely on the goodwill of their managers but work hard so that each organizational system is equitable. Once barriers are identified, they take action to address them. Each system is analyzed to determine the degree to which it provides equitable access and benefits to all employees. 

Source:  http://www.boston.com/jobs/nehra/043007.shtml



Diversity, Equity & Inclusion enhance performance and productivity; they are 
business, economic, and social imperatives.
DEI should be broadly defined, including but not limited to legally protected 
groups; diversity of thought is rooted in our race, gender, and ethnicity.
Cultivate diversity of thought and constructive dissent; encourage dissent, not 
suppress it
Move away from insisting on consensus; move toward open debate and more 
diverse views
Align Diversity & Inclusion strategies with business goals and processes; 
inclusion is critical.
Intolerance to diversity breeds disastrous and costly results; agencies must first 
guarantee equity in the workplace before diversity and inclusion can thrive. 

What does this mean for Labor Leaders?
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Equity

Workforce
Diversity

High 
Performance

Organizational
Inclusion

SYNERGY FOR A

HIGH-PERFORMING ORGANIZATION
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As we look at diversity and inclusion from an organizational perspective, we must take three specific focal points (compliance, staff/student diversity, and organizational inclusion).  For each of these areas there are distinct approaches/strategies for maximizing the benefits and advantages of diversity. 
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How do we get there?
Begin with Cultural Competence – Where are you on the continuum?

Cultural Destructiveness 
forced assimilation, subjugation, rights and 
privileges for dominant groups only

Cultural Incapacity:
racism, maintains stereotypes, unfair 
hiring practices

Cultural Blindness

Cultural Pre-competence

Cultural Competence

Cultural Proficiency
implements change to respond to 
cultural needs, do research and teach

POSITIVE

NEGATIVE

differences ignored, treats everyone the 
same, only responds to needs of dominant 
group

explores cultural issues, are committed, 
assess needs of organization and individuals

recognize individual and cultural differences, seeks 
advice from diverse groups, hires unbiased staff



Business Process Reengineering

Leadership Mindset:
 Recognize your bias; Harvard Bias Impact Analysis Test
 Challenge assumptions; reduce “confirmation bias”
 Open mind to new, untested notions; consider alternative
 Power and accountability must flow down; “flip the pyramid”
 Sharing power does not= abdicating responsibility

Business Processes:
 Design processes to yield more than one solution
 Use interdisciplinary teams; encourage divergent thought 
 De-construct silos; employ matrix management
 Don’t fear creative tension; all constructive conflict 
 Align personnel rewards systems accordingly

How do we get there?
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Diversity, Equity & 
Inclusion is three 

separate entities. But 
DEI it is not the job of 

one; it’s everyone’s 
responsibility to 
ensure all 3 are 
embedded for
workplace to

succeed.

One Last Thing…

Retention is difficult. One 
part is lack of inclusion. 

Language is key.
Advocating for

Marginalized voices is 
essential.

Create Brace Spaces with 
your power!

DEI can’t be 
mandatory; but 
developmental 
commitment

Must be a part 
of the fabric of 

the organization

DEI Training does not change 
behaviors.

Training enhances awareness, 
techniques and skills.

Create a system to have skills
reinforced when employees 

participate in DEI
What did you learn? How can I 

support you?
Here’s is how I applied what I 

learned

Presenter
Presentation Notes
Our objectives are as follows. We’ll define equity and explore other key terms to build a shared language of cultural proficiency. We’ll take a look at privilege and its impact and consequences. And we’ll consider how our environment can be responsive in a way that develops students’ agency and self-efficacy. That’s the learning that we’ll focus on. In the process, you’ll take away information and questions to consider to ensure that all learners (including faculty and staff) are included within the context of your work.



One Final Note: All that We Share!



Ready. Set. LEAD! THANK YOU!
Labor Leadership through the lens of Diversity, Equity, and Inclusion

Sponsored by Michigan Public Employers Labor Relations Association (MPELRA) 
Free virtual training programs.

Presenter
Presentation Notes
Hi Welcome to today’s workshop, which is entitled Ready. Set. LEAD!
Labor Leadership through the lens of Diversity, Equity, and Inclusion




Being Real…
I am the first to admit, I’m not perfect! I know that my 

experiences and convictions in life often limit me and in many 
ways have defined who I am. Why do I share this? Because it’s 
true! I’m human, and because I am human I am subject to the 

unavoidable human frailties wherein I may do things, or say 
things that may, from your perspective, be inappropriate or 

insensitive. As such, I am asking that you refrain from judging me 
but rather give me the benefit of the doubt and accept the real 
possibility that I might be just simply unaware. However, I give 

you permission to “pull my coattail,” to “call me in” verses 
“calling me out” and give me feedback constructively… judge me 

after I know better! Working together, I will learn, we will grow 
and our relationship will become richer as a result. 

–Tonya C. Bailey
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