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Diversity Not Addressed

I remember my first diversity class I was asked to attend some 35 years ago. I worked then as a Project Engineer in a Pharmaceutical Company. The class was called Basic Diversity Awareness. After that class I attended one more diversity class as a participant. This one was in another organization. The 2 classes were very similar.

Now I am a Trainer-Consultant and I conduct training in many topic areas including diversity. And how the diversity training has changed between then and now?

Then the focus was on enhancing diversity awareness. Diversity remains on the corporate agenda, yet the approach and emphasis is changing. Much of the change is driven by changing demographics.

Today organizations are focusing on providing employees with specific skills that are designed to attract and retain a diverse workforce. Now we see diversity as a business driven priority. 

Companies have also had to update their diversity training programs in the aftermath of September 11. Changes are being made as part of continuous improvement.

And despite all the changes, I believe that something very important is not being addressed. This limits the effectiveness of diversity training in helping participants build collaborative relationships and enhance their performance.

What is addressed very well is how you perceive others, the labels, the stereotypes you put on others, and how that can influence your interactions and the outcome from those interactions. 

What is not addressed as well is how you perceive your own “Self” as this will also influence your interactions and the outcome from those interactions. This is what I call the "internal dimensions" of diversity. 

Example: I will use myself in an example to illustrate the importance of the internal dimensions.

Let's say I have a hang-up with my internal dimensions such as the following illustrated below:

Ethnicity: (I am unhappy with my "self" and keep wishing I was born different.) 

Race: (Don't like my "brownness") 

Education: (Feel totally ignorant. Everyone around me has a degree.) 

Accent: (People make fun of my accent and I constantly have to repeat myself.) 

I have listed above some examples of the many hang-ups that people can have. This is part of the baggage each one of us carries from our past. It weighs us down and limits how fast and how far we can go. 

Left unaddressed these hang-ups can lead to feelings of inadequacy and inferiority complex. This feeling of inferiority complex can shade my choice of every word; tone of communication; the quality of interactions; the resulting relationships, and work performance itself.

Depending on my degree of self-awareness, these hang-ups might reside in my conscious, sub-conscious or in the unconscious.

Let's say that I have a manager who has been to his or her share of diversity programs. My manager does the very best to make sure that I am treated with respect in my work group and that I get my share of opportunities for development. Despite my manager’s best efforts, my hang-ups will get in the way and limit my performance.

While having such feelings of inadequacy can be true for all of us, it has a bigger impact and can become more limiting for some of us than for others. This is particularly important for those amongst us that might feel excluded or victimized in the organization.

If our personal hang-ups are at the root of the problem, and we are unaware of this, then we might solely blame the organization or others when in reality we might need to do some internal fixing of our “Self.” This is not to excuse the organization from its responsibility for the quality of the work environment that is created. 

For more information contact Diversity@amirimageconsulting.com.







