NE

V/ EE

-_-——_.__—_-__-___-—_-_-—__—_______—

AL £ ERE!
\/ﬁ?ﬁ%ﬁﬁﬁﬂi
L.\ﬂ[ shigihic,
s, B%

iﬁiﬁﬁpyﬁﬂfr

EHH‘%\‘EH?—’ZEE%

_—.—.—_—




(1
|

A

%ﬁﬁ%ﬁmﬁ*& wE

Jﬁﬁ%%ﬁi,éﬁﬁﬁﬁﬁﬂﬂ

Jﬁ%%ﬂ%ﬁ,iﬁﬁﬁﬁﬁﬁm

Jﬁﬁﬁbﬁi,mﬁmﬁ,ﬁ%ﬂﬁ
J%ﬁﬂﬁﬁ,%%iﬁ%ﬁﬁﬁﬁ

‘m :.,
3 i SR
us“. I -
- i s b2 5,5:,.
o o "o = i
‘o :&: LN :’# Ay " L L




B B 7R 4 B (CIP) ¥ #7

KB PR B/ AR TR R PO SR
2. b WILEE R, 2011 (2011. 9 EEER)
ISBN 978-7-5338-8956-2

I. Ok . O~ . OIHE— RS %
FRAKFEFRA—AFESEREH V. OH319.4

& RR A B 15 CIP ##E 1% (2011) 55 035879 &

KFHIE MR AR

£ Z2 HERFEAMFEAPL
EERE K WM A A
EERX #WIER
RENE K T
Hmigit TEHEH
HREIT #WiLEE bt
(BT K H 1L 40 5 B4 :310013)
Ep Rl JEER OEF R
Fr A 880X1230 1/32
#  10.5
¥ # 370 000
g w2011 4E 9 AS 1|
RO2011 4 9 A% 2 RENKI
FRAEBE  ISBN 978-7-5338-8956-2
#y  20.00 T
BEZHIE 0571 - 85170300 — 80928
FBFHE4E bj62605588@163. com
] it www. zjeph. com

AR E - BRWRE
BT, BT, LREPRMEEA, FHHRITRE AL 01062605166,



D magnERe

NEWorienTAL

EE arsox
R (ERZEHF)

£ 1 PR S
BER— Afbpei
WEk HEk
BB EEE
BBl i

WO FE



P‘refocé, \

KEFIEN , AEERCLLWUE, o EE B T 7105548 1E 5 1 .
20064E6 A 4T T 55 — UG S A BT TN 1R, 20064511 H (R 2EI0E M it
KR (20064&3T IRV IERA A, 20064512 H T 444 1w SEME RO S5 B U E k.
THE B LR A TR AR R S B G R, B AR IR O R
BRI TE T “rhdi71000" RIS, AN EII | %A
SR, WK  ASEE TR, BRG] T RIS it

AN FS 22— () (R 2 8 U % DA 2 5 11 ) P e B R 2 B3 DY 4 %
(2006 1B1THR)) 5, HERBICHR DI Sem HHRBRIK YR , M HTa, REdVERH 1)
KAEARFFEKE . BRI T

Bofnd Yy, AT :

AAR BRI BT 5, BERE AT DR DAY - DR e] 3 TR e 4 D] 1 2
fift o L rb A 4 B T A LA o ) S R A LA B R R T B . AR SR A, R
1 A O T Y DU R R AR L 1Y) S BN T

), FE 55— b LA 2009 47 B bRt ] B2 R0 B, PEAR BT T A A
G 3 2 DRSO B 152 LA PO SCRE | QT AT, (6 AR AT TR IR BT RS A B TR 1Y
T

A% T SR A7 B B SR 4 A SC B (R SRBERIZRA
%, I3 2B U SR 1 5 B BISIEAT e, 5 ot s 45 R bt
MBS SCRER — O o 5341, AR T3NS UbA o 1) SCREH O 5 RREE 431 b
WERE (5 STRMERE AF 240 ) SR ™ (5 BUROMEBEA S , (LI A3 45 7 18 1) o B
W SRR (8 T ZLRINERE ) =AU BT SCRE BB L MEBE B, %
MBI RE I 7255 i B R ITHER , BB AR BB R

Bobialil, Bt
KA B DU AU IR R DR P 5 A B 2 —, R AR Sk IR i



Moz, A TREYER 118 5T BVESCREHR # T DI I 3t B B
it JEAESCR R G AR B SO SR 0 BN T e B S
B X SCREEFT R X S RN , SRR A L B i R
i, AT IR, Ok P B I BURISRIEIZ , R R
AT BRI A T ST P AN

Ak i, HHGRBERY

B 3 e A T 15— A ) TS, SN ST
BB ABRHEEE L MTR , (e FBNE T PR R I, 4
3R B R ORI SC, XS b)F o B W ST (A
ARSI SCRERT LAY B4 1 SO MR SCRE | JERR A R P ) i R )
L. 4 PUE R R0 S

UNJIA, R TE01

(5] 132 R AR AE RN R B AN A 2 A B BB K, ] B e 2 A R
T AVEHIREE R, T AR A5 o — eSO R4 T SC M s AR, BE BB 9% A X
SCHIPRAFE, AT T4 VB A R T (IR, B SO BT ) S B A T i S
WU 2B U ], 5 A B b R A T 2=

D3O, A BB BRTCI B SR RIS, 7 S A A e R
S X B R, TR B RNEA LI XL, 4 Bgh | 2 rahiR
TS ES BRI, 58 B R TE R S . ol 2 AR TG, PR A AR A7
A AT EEF M B s HPER RIS, B fRE Tt KR (4R )

AATAF AR 52 B, B4R B At 1 AU TAE = 4R kA AT, 22
A IKRAR | B A ERE | R RERIN, TS EHCE R R
BN, AR B RELESE — 0 0] 55 A2 W B, B R Ak A DU % 3
rHORAS b L !

AT H BT L



Contents

%
%
%
BETE PUHERTHE «ocooereerreererriersinisiitienne i 14
=8 IR - -crrreerrrrerrrrerren i srees 62
%f‘jﬂ&ﬁ} m%‘{l}ﬂﬁ‘_ S S A SR S TR S SR SR RS 93
BT FTGIER. «onvenevass covonorannsons comssnasne stusnsnsnnis sosegans 95
B —F BB cvviesivimmniini iovioniissermrsermrsnnsnennes 95
B oA A B TT e e 96
i — Y s i~ e R O R 103
FRIEEL 50an 5550 50076 55 0 R0 AR SR D 55505 Sornd s s mmmemmnrinsiai s mainn sesmamsns.s 103
BRTE ormmornmnone smmoms s e e s ane s svseoss s soes g e v S5 SR ES8 148
T B E oovvrompaemmmevsms sy soses soums sosees e Sau 5 sRssO8Es 5 167
K CEFR oA sosumsms vomessosss swenniasas Db ininias oo snmmennnas no 177
I R 179
FRHERL wvew cvconmmnmncuson sovayssmn s v g Eon sy sops sonss vE5ae SEAN VH45E SRERHRT 525 179
T wvnuvomanvan e soins san s oaw s o Suvas S o o8 0 TR AR5 RO e SHGe T Ao hmmmmmn 188
B A R T oo e 197



FRMEEL 0050008 Waiisis wvmminsmacnsononimmiecnmrnsos a7 e e AR e A S RO SRS 210
TR comemmamnismamiaisns sgtivs saies 540 e S S S SR SN s masmins 228
PERARTE I conmmsnmmusoesvnsass s sosssssisicnans smsmnsmmennn vonann wmss e 238
BHF LTI KRG covinsornrrcesssmrncnnesssmenvnsassnansssssssmsssssssss 249
L3 T 7 v <SSR 251
FRHE BT ovorcosnsvsmonsnonmanenmssions smas s sesan dhin samnemmmnnsannvesmaemssees 251
TETEI B o oomiamsomaes S8 5 nsin seia ibmiisle e v s s 8 S B S 260
B AR TR ceee e 269
FRE R BT RIRA o womsesmyssmmpsmsmssnenassinss sssss oasissmannnns mosns 279
FEONED  EEDDE opvmormsssion samios 58 £75 55 555 nmninn sorivs sn wnsmrmomsnsse 280
BRAE L oonmonon cvsion wossmvwasvss s s F v ERPRNES SOTHERHARETR SERAAEnin s mmsmmmaie 280
O SN 289
B R A R v e 309
b AR K AT wvvwwsosnss s sasmesis s sssussamansnns snomsonanssomnnmmens 320









& & ISR

1 RERIR

ORI 14 D0 G R R A IR A DR B ) 7 T AR SE AR AL, 35 A B 5
BE IR T B A AOEDR o, DU BB A B SRR o R B AT AR R SRR T, B
TE353 b2 N SEARARE SCEE, Fh20/0, B 4T 40 B e B ) S U2 820
BT U B ) e B A A L R AV R

PR B B B SR AR A 1 548 P 58 AR — e 1 BE7E 1,000 LA 19 3CE LS T8 1)
10iE8H . 20074F 12 H Z 8, X 10 EEHEZEIEA N : A7 EZHBIER (B
NOT GIVEN), JE3ili &2 8, mi20074E12H DX FR4r 0% 2T RS A - #/il
TR, Ja 358 A

20094£6 H 10 2 A 15k L AT AP 4 PR ] 152 R AR T 40— e 1 B A 102813A] 1 3C
B, XENA T EEMUIRG AR TS EEFWER M,

YR BETIIT LB, X PR 5] 2 SCEE e 4 H [E 134 (http://www jobjournal.
com )20084F2 H 24 H KRRV 5130, HASE 11681 JFSCHN T (SCHRIZHB
438 DU BT PR R SCEE I A, 55 PIARIK IR SRR o 2 el s m sk
MERATNZR , ST -

How Do You See Diversity?

Published: February 24, 2008
By Dafna Gauthier
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 bewildered (puzzled) and somewhat disappointed
because she liked the individual otherwise.

He had a stellar (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
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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 (7T ) your eyes, and honor was achieved by
answering questions truthfully.

“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, because now I
know what to look for.”

Many of us have had similar encounters with behaviors we perceive as different.
But, unlike Tiffany, we’ve remained oblivious to the fact that it was unusual only
because of our lack of knowledge of other cultural norms. * - 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 assumptions.

Hire Advantage

At a time when hiring qualified people is becoming more difficult, employers who
can eliminate invalid biases (ffi . ) 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

“During my Mindsets coaching session, I was taught how to recruit a diversified
workforce. I recruited people from different cultures and skill sets, which was great for
my company. The agents were able to contribute (utilize) their full potential and utilize
their experiences to enhance (build up) the company. When the real estate market
began to change, through the resources of diversity of my agents, (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 scenarios (sessions ). | 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
gender.

“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 organization’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
situation, 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
workshop. “because it helped me make decisions based on fairness and I got the right
candidate.”

Year of the Know-It-All

Doug is another supervisor who attended one of my workshops. He recalls a major
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.
Vhen 1 advised him of this, I ga ) piel (talking-to ) about turning in request

with the proper dates. I also told him that in the future he may want to put in his
request two to three weeks early as I get many requests to be off around New Year's.

“He patiently waited, then when I was done, he said he would like Chinese New
Year off, not the Western New Year I was talking about. He explained very politely
that in his culture the new year did not begin January first, and that Chinese New Year,
which is tied to the lunar cycle, is one of the longest and most celebrated holidays on
the Chinese calendar. Needless to say, [ felt very cmbarrassed in assuming he had his

| up. But I learned a great deal about assumptions, and that the timing and
observance 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 making
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. I
appreciate all that I learned, I just wish I had learned it sooner.”

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 for a mid-
size company 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 really ll]‘dkl\hl‘\l 1 how n iportant inclusiveness was to customer \LI\ILL As

a result, our customer base has increased.”



Once we start to see people as individuals, and discard the myths and

misconceptions of stereotypes, we can move positively toward inclusiveness for

everyone. Diversity is about coming together and capitalizing on (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. To

realize the full measure of diversity’s potential, we must start by challenging our
mindsets about how we view the world.
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 (& #& /] ) or contrary to our fundamental

values. We need to challenge ourselves to think “out of the box”—to become more
aware of how we think, then train ourselves to think differently. We must shift our

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

organizations and communities that benefit everyone.
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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.

ffeis . MPEBUT{5 B Al Tiffany, interview flcandidate @ {37 ] 355 1 Bt . A< [r]
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Tiffany’s misjudgment about the candidate stemmed from _

A ) racial stereotypes

B) invalid personal bias

C) cultural ignorance

D) emphasis on physical appearance

i MR AT 8 1Al misjudgment Flthe candidate 5843 B XS = BESf 4,
JE 5 B SC RIS , 18T HR (¥ misjudgment 2 Ji7 SC H passed overf#) [F] SUEE IR,
Clicultural ignoranceAH 24 FJ5 3C ' f cultural misunderstanding, CiE$2F, 7
TR, AN HUE BLHS 5 AR R 747 R AU SO iR, i B ml M ik
JEXT LI 2 AR URAR DR T X LSRR B, ik C,

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.

L AR PR RE T B i essential & {0 3 OB S5 FLBOR A o R TR S [R] SC
3R, T v i economic globalization & X & 3C #H f the world becomes smaller
and our workplaces more diversef{J#E . SCEEIRF|, A LGB/, FATH
TAEARSEE Z i, Bk, MaRER AT A 6 B 5 d A T A i
FEIR BTG IO L B, H3%EB,

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.

it ARHERBUT(5 B "M indsets LLCRE (v B SCEE— /I i B W) o
CEAREF], FATA W Mindsets LLCH B LRI ANB WHAAT A CAH &, i
H— 0 S5 HATEAFE# 55 o= M8 53 S SCUE R 1R A B I AR O AR R
o MR R —RK R THIIAF, H0EB.

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
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D) he must get rid of his gender bias

L AR B iR DalesE (L B SRS AN/ BUIRT R ARG .
T frealized#] 24 F i i discovered, a4 T, Daled@id¢J A T H
LA A L, DI 4 gender bias5 Ji 3CH ¥ personal bias3e ik ) AR,
H e AT AEWT A 54D

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

[ MR ARSI {5 B Mindsets LLC’S workshop & {7 £l SCFEES —AN/INRAE R 1
RBURSG 4] BLH (A DaleXt?# > LA B:, M FIE B2 MBAEA X
BRIk a4 RAL . CEEARE, DaleFRBEiX AN~ BE, [N e B0 T
RIERIPGE , BABIEC,

How did Doug, a supervisor, respond to a Chinese-American employee’s request
for leave?

\ ) He told him to get the dates right.

B) He demanded an explanation.

C) He flatly turned it down.

D) He readily approved it.

0 AR BT 8.3 Doug Al Chinese-AmericaniE {3 B 45 = AN/ B8R (945
TBOR ) AT ¥ rightAH 24 R SCH ) proper. CEEHEF , Doug FARAS 2 Tk
TARA, FFERAE HHIEG KRR B, e nl FA R EA

Doug felt when he realized that his assumption was wrong

it B ﬁ%gﬂ? {,, E\ﬁDougﬁlassumptloniEu@J)‘Cﬁﬁg/\/ I A
IR Ao SCRARE], DougdE H I, MUK 51 T8 H-FHss 7. T rh
ffjassumption &t Ji 3C Hassume ) Z 1B X, #BHE “fBE, BAR”, BCAS AR L
(very) embarrassed.,

After attending Mindsets™ workshops, the participants came to know the importance
f - to their business.

O RRYE R B iR Mindsets 1 3 3 SRR AN/ IR R BUERCE
Ao BB E SRR A (my boss )AE KT 2 5 # (the participants).,
SCEARF], HRIIRMERIEZ T MindsetsBI 5515, A ZHHE] . mAX T%
FURF R Z A HE, {4 S Hinclusiveness,

When we view people as individuals and get rid of stereotypes, we can achieve
diversity and benefit from the between us.
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