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How Do You See Diversity?

Published: February 24, 2008
By Dafna Gauthier

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 (iEJF ) 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. As the world becomes

smaller and our workplaces more diverse, 1t is becoming essential to expand our

Hire Advantage

At a time when hiring qualified people is becoming more difficult, employers who
can eliminate invalid biases (ff /. ) 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 7the‘ 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.
When [ advised him of'this, | gave him a long spiel (talking-to) about turning in requests
carly 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

o say, | felt very embarrassed in assuming he had his

dates mixed 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 [ learned, I just wish I had learmed 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.

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 understand how important inclusiveness

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 (7 fitP& /) 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.

AR BB SCRE RS | SRR, o] B S SO R AT B A ALK =
A7 TS HT T80 DO 0% PR I8 58 64 1 ek 22 3

FIER X F L5 Fo R IR

T ot Xt £ 2 A o DR 3 32 LAY 430 TR, DA RS2 YRR G R HR T L
7.3k, B AR LS, Kb LISUeRE L, XEH A Z 2 —LE
SRR AR, BUE KR, g S DT LA B
IR A 5% .

www.findarticles.com

www.futuretense.corante.com

www.mae.ncsu.edu

www.newscientist.com

www.newsweek.com

www.usatoday.com

Lo T 2R /R X

R -RBGRI, J& TSI AR . NERPUAES THMY
FOCE 2 M E B, X TR SR PR PR 3 38X B4 — R E ), Frll e
ORI Xt 25 A R L AT BE T R BA A= o (ELR SCE N B ICA W K% ALy BRI ]
A, MRS £ BRI SCEIFAME, HXERA /MRS, 415k
R, 54 HEGER A, HERENL, ST LIRBIA R . FrEEA DR — B
U ANADHE SR A4 1168 37] ft) SO B4 2 BT . S FE 39 75F 4 U % DR B 32 2SR Y
CEE . REATLAM AT LA J5 R 5347 -



1. o — 26 A 2 5 SC BEE BT A SEREPER N, LAGRIE R AT 5 20K
H R T TR — o SO A 3 AR X SR SO — S M, DARE SCEE BRI
B3R, MRA T RKBAE =R SR PR EEG1E ; B CCE R BIREE;
WS P AUEAR R A ISR . R RYL, NRIFSCR R IER AT HA X
%, HREEK, RERSMBRIE S —Fa, REMHENEmARS, LLEEE
B EREK,

A = B FE B Tiffany KN T H C KR, i 30A BIRBIFASKIRE A
FHER M5 32 R TR A S E, MiXBRE - ANERARAEEFREA
S H R A R AR L, ESZ AN M E A e, F, SR
M IBRERE, “MEERERNANER, AMIES5%K A HbARS
HINZEHL, AB4 TR AL Z R MBI ER 77, MXB B —h 5B
B OCBERREAK, HEBARRIERNRE.

2. ¥ FE, MIBGARL, T SR SR L R B
i, MRAFEMREIRF DR LS EBRMERR, PrATEXFF L
T, WEER K ESCH SRR ATHTES, ZEEFHETE, EARY
MHE®.

Bilan, CERE— BB 4, BeAbR B35 HLIE SCH S5 H R —
A, SRR CER", BRI TIRIC, ORI TEA.

3. B R I sl S AU HE ], MERE ARG DY EOR . ARG | e
SRR —E 4 B L i i iR 4, X A R A A L 1] i R A AR
A HEBEAERIRC B IR M DUE B, A E AT & R EK

A Hbewilder (fRKRR), stellar (PEFFHI), spiel (BEMEAURHMEIRIEE) A
capitalize on (FIfl) BB BMWASKRAH , BT LA 8 B 25 518 B Al puzzled,
perfect, talking-toFfitake advantage of, 345 1 7S 4% i8] avert, bias#lflaw 1] ia] &,
FEAR T R BEXMERE . 0. XES AN/ TS BB WA, HEEH
through the resources of diversity of my agents¥ # f{it was because we had a diverse

agent pool that, BIXT R SCHIMERIHEAT T #8 RS, (8 F3HA%, RRMK TR

%01 1R 2L Fo fF 21

WIS SCARER AR LB AT LA ), B A AR A #9554 mT LA
IO R , SRAESCERIA, PP EALFSC, FEE R,

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.
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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

fie i . ARIBA T {5 B i misjudgmentMithe candidate & {37 B L =B 5E 4],
BB RN R SCHIRESE , BT Bmisjudgment)2& R 3C Hpassed over i [F] SUFER
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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.

i ARYERAT {5 B i essential B AL BSOS LB A A, BT RXFECHIF X
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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.
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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

() he had not managed his workforce well
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D) he must get rid of his gender bias
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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.
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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.

i RGBT 15 B 1A Doug M Chinese-AmericanE {3 B 58 = ~/Mrfll F 4
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Dougfelt  when he realized that his assumption was wrong.
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After attending Mindsets’ workshops, the participants came to know the importance
of __to their business.
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. When we view people as individuals and get rid of stereotypes, we can achieve

diversity and benefit fromthe ~~ between us.
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