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How Do You See Diversity?

As a manager, Tiffany is responsible for interviewing applicants for some of the
positions with her company. During one interview, she noticed that the candidate
never made direct eye contact. She was puzzled and somewhat disappointed because
she liked the individual otherwise.

He had a perfect resume and gave good responses to her questions, but the fact
that he never looked her in the eye said “untrustworthy,” so she decided to offer the
job to her second choice.

“It wasn’t until I attended a diversity workshop that I realized the person we
passed over was the perfect person,” Tiffany confesses. What she hadn’t known at
the time of the interview was that the candidate’s “different” behavior was simply a
cultural misunderstanding. He was an Asian-American raised in a household where
respect for those in authority was shown by averting (BEFF) your eyes.

“I was just thrown off by the lack of eye contact; not realizing it was cultural,”
Tiffany says. “I missed out, but will not miss that opportunity again.”

Many of us have had similar encounters with behaviors we perceive as differ-
ent. As the world becomes smaller and our workplaces more diverse, it is becoming
essential to expand our understanding of others and to reexamine some of our false
assumption.

Hire Advantage

At a time when hiring qualified people is becoming more difficult, employers
who can eliminate invalid biases (f Jl) from the process have a distinct advantage.
My company, Mindsets LLC, helps organizations and individuals see their own blind
spots. A real estate recruiter we worked with illustrates the positive difference such
training can make. v

“During my Mindsets coaching session, I was taught how to recruit a diversified
workforce. I recruited people from different cultures and skill sets. The agents were
able to utilize their full potential and experiences to build up the company. When the
real estate market began to change, it was because we had a diverse agent pool that
we were able to stay in the real estate market much longer than others in the same
profession.”

Blinded by Gender

Dale is an account executive who attended one of my workshops on supervising




‘|a diverse workforce. “Through one of the sessions, I discovered my personal bias,”
he recalls. “I learned I had not been looking at a person as a whole person, and being
open to differences.” In his case, the blindness was not about culture but rather gen-
der.

“I had a management position open in my department; and the two finalists were
a man and a woman. Had I not attended this workshop, I would have automatically
assumed the man was the best candidate because the position required quite a bit of
extensive travel. My reasoning would have been that even though both candidates
were great and could have been successful in the position, I assumed the woman
would have wanted to be home with her children and not travel.” Dale’s assumptions
are another example of the well-intentioned but incorrect thinking that limits an or-
ganization’s ability to tap into the full potential of a diverse workforce.

“I learned from the class that instead of imposing my gender biases into the situ-
ation, I needed to present the full range of duties, responsibilities and expectations to
all candidates and allow them to make an informed decision.” Dale credits the work-
shop, “because it helped me make decisions based on fairness.”

Year of the Know-It-All

Doug is another supervisor who attended one of my workshops. He recalls a ma-
jor lesson learned from his own employee.

“One of my most embarrassing moments was when I had a Chinese-American
employee put in a request to take time off to celebrate Chinese New Year. In my
ignorance, I assumed he had his dates wrong, as the first of January had just passed.
When I advised him of this, I gave him a long talking-to about turning in requests
early with the proper dates.

“He patiently waited, then when I was done, he said he would like Chinese New
Year off, not the Western New Year. He explained politely that in his culture the new
year did not begin January first, and that Chinese New Year, which is tied to the lu-
nar cycle, is one of the most celebrated holidays on the Chinese calendar. Needless
to say, I felt very embarrassed in assuming he had his dates mixed up. But I learned
a great deal about assumptions, and that the timing of holidays varies considerably
from culture to culture.

“Attending the diversity workshop helped me realize how much I could learn by
simply asking questions and creating dialogues with my employees, rather than mak-
ing assumptions and trying to be a know-it-all,” Doug admits. “The biggest thing I
took away from the workshop is learning how to be more ‘inclusive’ to differences.”
A Better Bottom Line

An open mind about diversity not only improves organizations internally,

it is profitable as well. These comments from a customer service representative




show how an inclusive attitude can improve sales. “Most of my customers speak
English as a second language. One of the best things my company has done is to
contract with a language service that offers translations over the phone. It wasn’t until
my boss received Mindsets’ training that she was able to understand how impor-
tant inclusiveness was to customer service. As a result, our customer base has
increased.”

Once we start to see people as individuals, and discard the stereotypes, we can
move positively toward inclusiveness for everyone. Diversity is about coming to-
gether and taking advantage of our differences and similarities. It is about building
better communities and organizations that enhance us as individuals and reinforce
our shared humanity.

When we begin to question our assumptions and challenge what we think we
have learned from our past, from the media, peers, family, friends, etc., we begin to
realize that some of our conclusions are flawed (5 HRBE#7) or contrary to our funda-
mental values. We need to train ourselves to think differently, shift our mindsets and

realize that diversity opens doors for all of us, creating opportunities in organizations

and communities that benefit everyone.

1. What bothered Tiffany during an interview with her candidate?

[A] He just wouldn’t look her in the eye.

[B] He was slow in answering her questions.

[C] His resume didn’t provide the necessary information.

[D] His answers to some of her questions were irrelevant.

[ £ ] Tiffany, during an interview,
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2. Tiffany’s misjudgment about the candidate stemmed from

[A] racial stereotypes [B] invalid personal bias

[C] cultural ignorance [D] emphasis on physical appearance

[ 4% ] Tiffany, misjudgment, the candidateo
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- What is becoming essential in the course of economic globalization according to

the author?

[A] Hiring qualified technical and management personnel.

[B] Increasing understanding of people of other cultures.

[C] Constantly updating knowledge and equipment.

[D] Expanding domestic and international markets.

[4% ] is becoming essential,
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- What kind of organization is Mindsets LLC?

[A] A real estate agency. [B] A personnel training company.

[C] A cultural exchange organization. [D] A hi-tech company.

[ 4% ] Mindsets LiC,
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- After one of the workshops, account executive Dale realized that

[A] he had hired the wrong person
[B] he could have done more for his company




[C] he had not managed his workforce well

[D] he must get rid of his gender bias

[ 465 ] account executive, Dale,
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What did Dale think of Mindsets LLC’s workshop?

[A] It was well-intentioned but poorly conducted.

[B] It tapped into the executives’ full potential.

[C] It helped him make fair decisions.

[D] It met participants’ diverse needs.

[ £% | Dale, workshop,
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How did Doug, a supervisor, respond to a Chinese-American employee’s request

for leave?

[A] He told him to get the dates right. [B] He demanded an explanation.

[C] He flatly turned it down. [D] He readily approved it.

[ 4% ] Doug,a Chinese-American employee,
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Doug felt  when he realized that his assumption was wrong.

[&%] Doug, felt, assumption,
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[ 2 ] very embarrassed,
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After attending Mindsets’ workshops, the participants came to know the impor-
tance of to their business.

[ 422 ] Mindsets, importance
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- When we view people as individuals and get rid of stereotypes, we can achieve

diversity and benefit from the between us.

(&%) ‘people as individuals, stereotypes,
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Protect Your Privacy When Job-hunting Online

Identity theft and identity fraud are terms used to refer to all types of crime in
which someone wrongfully obtains and uses another person’s personal data in some
way that involves fraud or deception, typically for economic gain.

The numbers associated with identity theft are beginning to add up fast these
days. A recent General Accounting Office report estimates that as many as 750,000
Americans are victims of identity theft every. And that number may be slow, as many
people choose not to report the crime even if they know they have been victimized.

Identity theft is “an absolute epidemic,” states Robert Ellis Smith, a respected
author and advocate of privacy. “It’s certainly picked up in the last four or five years.
It’s worldwide. It affects everybody, and there’s very little you can do to prevent it
and, you can’t detect it until it’s probably too late.”

Unlike your fingerprints, which are unique to you and cannot be given to some-
body else for their use, your personal data, especially your social security numbers,
your bank account or credit card numbers, your telephone calling card number, and
other valuable identifying data, can be used, if they fall into the wrong hands, to per-
sonally profit at your expense. In the United States and Canada, for example, many
people have reported that unauthorized persons have taken funds out of their bank or
financial accounts, or in the worst cases, taken over their identities altogether, run-
ning up vast debts and committing crimes while using the victims’ names. In many
cases, a victim’s losses may include not only out-of-pocket financial losses, but
substantial additional financial costs associated with trying to restore his reputation
in the community and correcting erroneous information for which the criminal is re-
sponsible.

According to the FBI, identity theft is the number one fraud committed on the
Internet. So how do job seekers protect themselves while continuing to circulate their

resumes online? The key to a successful online job search is learning to manage the




risks. Here are some tips for staying while conducting a job search on the Internet.
1. Check for a privacy policy.

If you are considering posing your resume online, make sure the job search site
you are considering has a privacy policy, like CareerBuilder.com. The policy should
spell out how your information will be used, stored and whether or not it will be
shared. You may want to think twice about posing your resume on a site that auto-
matically shares your information with others. You could be opening yourself up to
unwanted calls from solicitors(FE$5 ).

When reviewing the site’s privacy policy, you’ll be able to delete your resume
just as easily as you posted it. You won’t necessarily want your resume to remain
out there on the Internet once you land a job. Remember, the longer your resume re-
mains posted on a job board, the more exposure, both positive and not-so-positive, it
will receive.

2. Take advantage of site features.

Lawful job search sites offer levels of privacy protection. Before posting your
resume, carefully consider your job search objectives and the level of risk you are
willing to assume.

CareerBuilder.com, for example, offers three levels of privacy from which job
seekers can choose. The first is standard posting. This option gives job seekers who
post their resumes the most visibility to the broadest employer audience possible.

The second is anonymous(E 4 #4) posting. This allows job seeks the same vis-
ibility as those in the standard posting category without any of their contact informa-
tion may choose which pieces of contact information to display.

The third is private posting. This option allows a job seeker to post a resume
without having it searched by employers. Private posting allows job seekers to
quickly and easily apply for jobs that appear on CareerBuilder.com without retyping
their information.

3. Safeguard your identity.

Career experts say that one of the ways job seekers can stay safe while using the
Internet to search out jobs is to conceal their identities. Replace your name on your
resume with a generic(;Z 5 #9) identifier, such as “Intranet Developer Candidate,” or
“Experienced Marketing Representative.”

You should also consider eliminating the name and location of your current
employer. Depending on your title, it may not be all that difficult to determine who
you are once the name of your company is provided. Use a general description of the
company such as “Major auto manufacture,” or “International packaged goods sup-

plier.”

If your job title is unique, consider using the generic equivalent instead of the




exact title assigned by your employer.
4. Establish an email address for your search.

Another way to protect your privacy while seeking employment online is to
open up an email account specifically for your online job search. This will safeguard
your existing email box in the event someone you don’t know gets hold of your
email address and shares it with others.

Using an email address specifically for your job search also eliminates the pos-
sibility that you will receive unwelcome emails in your privacy mailbox. When nam-
ing your new email address, be sure that it doesn’t contain reference to your name
or other information that will give away your identity. The best solution is an email
address that is relevant to the job you are seeking such as salesmgr2004@provider.
com.

5. Protect your reference.

If your resume contains a section with the names and contact information of
your references, take it out. There’s no sense in safeguarding your information while
sharing private contact information of your references.

6. Keep confidential(¥1 % #J) information confidential.

Do not, under any circumstances, share your social security, driver’s license,
and bank account numbers or other personal information, such as race or eye color.
Honest employers don’t need this information with an initial application. Don’t pro-
vide this even if they say they need it in order to conduct a background check. This
is one of the oldest tricks in the book — don’t fall for it.

1. Robert Ellis Smith believes identity theft is difficult to detect and one can hardly
do anything to prevent it.

[ 462 ] Robert Ellis Smith, detect, prevent,
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2. In many cases, identity theft not only causes the victims’ immediate financial

losses but costs them a lot to restore their reputation.

[ £5% ] not only...losses but costs,
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Identity theft is a minor offence and its harm has been somewhat overestimated.
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It is important that your resume not stay online longer than is necessary.

[ 2462 ] stay online longer,
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Of the three options offered by CareerBuilder.com in Suggestion 2, the third one is
apparently most strongly recommended.

[ 62 ] Suggestion 2, CareerBuilder.com,
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Employers require applicants to submit very personal information on background
checks.

[ 263 ] personal information, background checks,
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7. Applicants are advised to use generic names for themselves and their current em-

ployers when seeking employment online.
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8. Using a special email address in the job search can help prevent you from receiv-

ing

[ 4622 ] special email address, prevent you from receiving,
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9. To protect your reference, you should not post online their
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Every year in the first week of my English class, some students inform me that

writing is too hard. They never write, unless assignments _47 _it. They find the writ-
ing process _48 and difficult.

How awful to be able to speak in a language but not to write in it — _49 Eng-
lish, with its rich vocabulary. Being able to speak but not write is like living in

an _50 mansion (3% ) and never leaving one small room. When I meet students

who think they can’t write, I know as a teacher my _51 is to show them the rest of
the rooms. My task is to build fluency while providing the opportunity inherent in
any writing activity to _52 the moral and emotional development of my students.
One great way to do this is by having students write in a journal in class every day.

Writing ability is like strength training. Writing needs to be done _53 , just like

exercise; just as muscles grow stronger with exercise, writing skills improve quickly
with writing practice. I often see a rise in student confidence and _54  after only a
few weeks of journal writing.

Expressing oneself in writing is one of the most important skills I teach to

strengthen the whole students. When my students practice journal writing, they are

practicing for their future academic, political, and _S55 lives. They build skills so
that some day they might write a great novel, a piece of sorely needed legislation,
or the perfect love letter. Every day that they write in their journals puts them a

step _56 _ to fluency, eloquence (Z#}), and command of language.
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