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Presenter
Presentation Notes
Welcome to today’s training entitled Respect and Dignity in the Workplace; why civility Matters.



Learning Objectives

At the end of this training, participants will be able to:
• State the legal and statutory requirements which support 

diversity and inclusion in the Federal government

• Recognize that diversity and inclusion fosters different 
perspectives in the workplace 

• Discuss and understand how diversity and inclusion contributes 
to the richness of an organization by including a variety of 
views, approaches and actions to use in planning, problem 
solving and decision-making
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Presenter
Presentation Notes
Advise participants about EO 13583 that establishes the initiative to promote D&I in the Federal Workplace.  In addition discuss how D&I can benefit the workplace



Diversity, Equity and Inclusion

Executive Order of June 25, 20211

• Establish Government wide Diversity, Equity and Inclusion 
4-year Strategic Plan 

• Initiative to advance opportunities for communities that 
historically faced employment discrimination and 
professional barriers

• Promote recruiting, hiring, retaining and promoting 
individuals from underserved populations
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Presenter
Presentation Notes
Coordinated government wide initiativeDOT Diversity and Inclusion Plan FY12-FY14Voluntary approach that acknowledges that diversity must work for everybodyProactiveShare best practices



Distinction Between EEO, Affirmative Action 
and Diversity & Inclusion

Equal 
Employment 
Opportunity

Affirmative 
Action

Diversity & 
Inclusion

Protections Parity Perspective
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Presenter
Presentation Notes
EEO and Affirmative Action programs generally cover those groups protected by title 7 of the 1964 Civil Rights act. EEO protects U.S. employees from employment discrimination based on one of the protected bases: race, color, religion, sex, national origin, age, disability, GINA, sexual orientation (agency policy). AA programs contain goals and timetables designed to bring the level of representation for minority groups and women into parity with relevant labor force statistics. Diversity is a voluntary approach that does not utilize programs, standards, or barriers. Equal Employment OpportunityThe enforcement of statutes to prevent employment discrimination�Affirmative ActionThe effort to achieve parity in the workforce through outreach and eliminating barriers in hiring�Diversity & InclusionLeveraging differences in the workforce to achieve better business resultsGenerally speaking, EEO and affirmative action programs are considered legislated employment equity risk management programs.EEO and Affirmative Action programs generally cover those groups protected by title 7 of the 1964 Civil Rights act, whereas Diversity is a more inclusive concept. AA programs contain goals and timetables designed to bring the level of representation for minority groups and women into parity with relevant labor force statistics. Diversity is a voluntary approach that does not utilize artificial programs, standards, or barriers. Managing Diversity is Different from Affirmative ActionManaging diversity focuses on maximizing the ability of all employees to contribute to organizational goals. Affirmative action focuses on specific groups because of historical discrimination, such as people of color and women. Affirmative action emphasizes legal necessity and social responsibility; managing diversity emphasizes business necessity. In short, while managing diversity is also concerned with underrepresentation of women and people of color in the workforce, it is much more inclusive and acknowledges that diversity must work for everyone.



Diversity

Diversity

Diversity 
Defined

Three 
Aspects of 
Diversity

Diversity 
Basics

Presenter
Presentation Notes
Within this section we will discuss what Diversity really means to us, the three identified aspects of Diversity, and the basic building blocks to better understand the topic of Diversity in your workplace-Definition of Diversity-3 Aspects of Diversity- Basics of Diversity



The Three Aspects of Diversity

Diversity

Ethical

Functional

Practical
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Presenter
Presentation Notes
Here we discuss what Diversity really means to us, the three identified aspects of Diversity and the basic building blocks to better understand the topic of Diversity in the workplaceEthical Diversity – People are treated fairly regardless of where they come from, how they sound, or who they lovePractical Diversity – Everybody brings strengths to the table, the challenge is finding those strengthsFunctional Diversity – System polices and processes we put in place to sustain and generate diversity.  The desire to bring the team together and putting in place programs in the systems to support that goal.  Programs that can be affected might be interviews, promotions, retention or career development



Diversity Basics 

Foundations

Micro-inequities 
Defined

Understanding the 
Brain
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Presenter
Presentation Notes
Here we define Micro-inequities, and show the impact these subtle slights have on an organization.  Also, we look closely at the human brain and show its role in the development of these unconscious biases.  



Micro-Inequities are….

Usually generated by our unconscious 
mind

Small messages of prejudice
Often subconscious
Subtle in nature
Verbal or non-verbal 
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Presenter
Presentation Notes
In 1973, while researching racial and gender exclusion in the workplace, Mary Rowe, Ph.D., discovered women and people of color were bothered by subtle, seemingly harmless messages of devaluation that kept them from flourishing.Micro-Inequities definition – Subtle slights we send other people, usually unconscious thoughts that may cause one to feel devalued, slighted, discouraged and excluded-Discrimination occurs in many forms; often people just shake it off until they can no longer take it.-One can be singled out as a minority because of race, gender, weight, economic status and marital status-Most people send 2000 to 4000 micro messages every day, in which a majority of those can be in the form of micro-inequities.  



Examples of Micro-inequities

• Constantly being interrupted
• Be left out of 

discussions/projects
• Talking to someone who keeps 

looking at his/her watch
• Not being introduces in a meet 

and then being ignored
• Avoidance of eye contact 
• Rolling of the eyes 
• Cutting down ideas before 

they can be entertained

• Staying on the cell phone with 
no explanation

• Mispronouncing your name or 
misspelling your name

• Change in voice pitch, volume, 
or rate

• Change in body posture 
• Change in hand movements 

and gestures
• Fake, masked or  forced smiles 
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Brains

Biases

Boundaries

Social
Circles

The 
Unconscious 
Cycle
that leads to

Micro-
inequities…

Diversity Basics (cont.) 



Brain
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Reptilian Brain

Mammalian Brain

Neocortex

Presenter
Presentation Notes
How unconscious biases are generated:-Brain Structure.  This is important because everybody has unconscious biases. It's not because we're bad people, but it's because the way our brain is structured. We have three parts to our brain, the neocortex, mammalian brain, and the reptilian brain. -The first part we will discuss is what we call the reptilian part. And this is the part of the brain of course that we have in common with reptiles. And basically this is our fight-or-flight part of our brain. This is the part of the brain that we have to move to action. So if you see a shadow and  you jump because you think it's a snake, that's your reptilian brain trying to keep you safe. Acts as a  bridge between the “Reptilian” and the Neocortex-The second part of our brain is what's called the mammalian part of the brain. And that's the part of the brain that we have in common with mammals. And this is the seat or the center of our emotional makeup.  So anything that we remember that's emotionally intensified, we have a tendency to remember that significantly better than other things.  What's really interesting is if I was to play a song that you listened to a lot growing up, you would instantly be able to remember the sights, sounds, and smells of where you were and where you normally were when that song was played, because the music the memory pathways are the same as the emotional pathways. They're coded both the same emotional. -The third part of the brain is what is called the neocortex. It  is located right behind your forehead, and that's the seat of our personality, it's where we make decisions, it's where we can minimize the impact of impulses and this part of our brain gives us the ability to set goals. People that have suffered a stroke in this part of the brain undergo a big change of personality and some other things. 



What is Biases?

• Cognitive
• Systematic error
• Heuristic or mental shortcut
• Allows making an inference without extensive 

deliberation and or judgment
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What Activates Our Biases?

Our biases are most likely to be activated by 
four key conditions:

 Stress
 Time constraints
 Multi-tasking
 Need for closure
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Presenter
Presentation Notes
These are just some triggers to activate biases
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Biases that create silos and limit our potential…

“Like Me” 
Bias

“Confirmation 
Bias

“Broken 
Windows” Bias

Presenter
Presentation Notes
Three Social Biases – �The Like Me Bias –Surrounding yourself with people who are like you.  It's important that you �don't go to the same people as part of your team to try to implement your strategies. What you need to do is expand your social network and think out of the box and disrupt �yourself and go to people who are different, not only that look different than you, but �also think differently than yourself. The Confirmation Bias -  Tendency to reconfirm the beliefs that we already hold.  Example those of you that are political junkies�may watch MSNBC others may watch Fox News.   So what's important with confirmation bias is that sometimes you may need to watch and read other sources of information that might not actually have the same opinion or the same viewpoint that you have. It is difficult but oftentimes it helps you get a much broader view, and well-rounded objective view of what it is that you trying to do. Sometimes you need to talk to folks who don't actually understand or agree with some of the programs that you're trying to implement within your organization.  It's tough initially, but once you are able to do that, it's just like a marketer trying to sell a product. You understand what the customers want and you can be a lot more effective. The Broken Windows Bias -  The idea that we give preference to individual actions versus the situations that they're in.  Example -Back in the mid-'90s in New York City, crime was rampant. The mayor at that time (Giuliani) along with his chief of police (Bratton) decided to try to reduce the crime rate. So this broken windows bias was instead of starting a lot of big programs, a criminologist came and talked to the mayor and Chief and proposed a new theory, the Broken Windows Bias.  What they found out in their research is that in any neighborhood where there were broken windows, and it looked like nobody cared about the neighborhood, crime went up. Any place where they came in to fix the broken windows, and repair the neighborhood, crime went down, �hence broken windows theory. They applied this theory and they were able to bring the crime down substantially. As a matter of fact, New York City today is the biggest safe city in the entire world, due in large part to this idea of broken windows theory.  What this means to you is that it doesn't take big initiatives to change the culture of an organization. Think about where the broken windows are in your agency, and think about what the need of your organization is, and then put your resources into fixing those “broken window”. 
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Different aspects of micro-inequities

• Micro-messages: Social Signals we send to one 
another through our behavior. They are called “micro” or 
“subtle” because the behaviors are small, although their 
impact can be enormous.

• Micro-inequities: Subtle slights we send other people 
that cause them to feel devalued, slighted, discouraged or 
excluded. 

• Micro-affirmations: Supportive signals that cause 
people to feel valued, included, or encouraged.



Inclusion Defined

• Inclusion – A Culture that connects each employee to 
the organization; encourages collaboration, flexibility, 
and fairness; and leverages diversity throughout the 
organization so that all individuals are able to 
participate and contribute to their full potential. 
Office of Personnel Management. 2011. Government-wide Diversity and Inclusion Strategic Plan Guidance.   

• The degree to which an employee perceives that he or 
she is an esteemed member of the work group through 
his or her needs for belongingness and uniqueness.
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Two Important Aspects of Inclusion

Uniqueness

Belonging

Inclusion

Brewer's Optimal Distinctiveness Theory (ODT). 

Presenter
Presentation Notes
Brewer's Optimal Distinctiveness Theory (ODT). This theory essentially explains the tension that people experience between the need to be a unique individual and the need to belong with others. It is believed that this tension between belongingness and uniqueness is an underlying theme in diversity and inclusion literature



Brewer's Optimal Distinctiveness 
Framework

Low Belongingness High belongingness

High value in
uniqueness

Differentiation: Inclusion:
Individual is not treated as an 
organizational insider in the work 
group but their unique 
characteristics are seen as 
valuable and required for group/ 
organization success.

Individual is treated as an insider 
and also allowed/ encouraged to 
retain uniqueness within the work 
group.

Low value in 
uniqueness

Exclusion: Assimilation:
Individual is not treated as an 
organizational insider with unique 
value in the work group but there 
are other employees or groups 
who are insiders.

Individual is treated as an insider 
in the work group when they 
conform to organizational/ 
dominant culture norms and 
downplay uniqueness.

Individuals experience feelings of inclusion when a high value is 
placed on uniqueness with a corresponding high value on 
belongingness.

Presenter
Presentation Notes
FrameworkA framework for inclusion is presented (NOT PICTURED) a 2 x 2 in which it is proposed that uniqueness and belongingness work together to create feelings of inclusion.  Specifically, the authors argue that “uniqueness will provide opportunities for improved group performance when a unique individual is an accepted member of the group and the group values the particular unique characteristic.”  Individuals then experience feelings of inclusion when a high value is placed on uniqueness with a corresponding high value on belongingness.



High Value on uniqueness + belongingness 

Payoffs…

1. Quality Relationships co-workers, team members, and supervisors

2. High employee Job Satisfaction

3. Employee intention to stay

4. High employee Job performance

5. Well-being (stress, health)

6. Creativity

7. Career opportunities for diverse individuals 20



Inclusion and Leadership 
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Presenter
Presentation Notes
How do you  become a better leader to include all your employees and make them feel a part of the team and have the High uniqueness and belongingness  outlined by Brewer's Optimal Distinctiveness Theory (ODT)?



Are you a Trim tab?

• Trim tabs - small surfaces connected to the 
trailing edge of a larger control surface on a 
boat or aircraft, 

• Used to counteract hydro- or aerodynamic 
forces and stabilize the boat or aircraft
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Presenter
Presentation Notes
Concept One small Change or act can make a big impactTalk about Malcom Gladwell bestselling book “The Tipping Point: How Little Things Make a Big Difference.” Gladwell follow trends form their inception to their end and tries to discover why some ideas “tip” and others do not.  Gladwell states three rules for tipping point: Contagiousness; The fact that little causes can have big effects; and change happens in one momentThe Idea of the Tipping Point:The tipping point is that dramatic moment when little causes drive the unexpected to become expected and propel the idea of radical change to certain acceptance.It is a social epidemic of sorts, requiring contagious agents to spread the messageIt requires what Gladwell terms the “Stickiness Factor”, which means that a message makes an impact – It’s memorableIt requires an environment allowing the epidemic to spreadThe tipping point (an epidemic) is a function of:The law of the few: A tiny % of people do the majority of the work to build momentum.The Stickiness Factor: Stickiness means that a message makes an impact its memorable.The Power of Context: Human beings are a lot more sensitive to their environment than they seem



Becoming a Trim Tab at Work

When thinking about “how can I possibly create 
change in my organization,” think of being a 
trim tab. Your small actions, your work in your 
circle of influence can create, over time, a big 
impact on your organization.
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Presenter
Presentation Notes
Discussion of FranklinCovey  Trim Tab Video 
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The 80/20 Rule: Pareto's law

Presenter
Presentation Notes
The Pareto principle (also known as the 80–20 rule, the law of the vital few, and the principle of factor sparsity) states that, for many events, roughly 80% of the effects come from 20% of the causes.[1][2] Management consultant Joseph M. Juran suggested the principle and named it after Italian economist Vilfredo Pareto, who observed in 1906 that 80% of the land in Italy was owned by 20% of the population; Pareto developed the principle by observing that 20% of the pea pods in his garden contained 80% of the peas.[2]It is a common rule of thumb in business; e.g., "80% of your sales come from 20% of your clients". Mathematically, the 80–20 rule is roughly followed by a power law distribution (also known as a Pareto distribution) for a particular set of parameters, and many natural phenomena have been shown empirically to exhibit such a distribution.[3]The Pareto principle is only tangentially related to Pareto efficiency. Pareto developed both concepts in the context of the distribution of income and wealth among the population



If you do not intentionally, deliberately 

and proactively include, you will 

unintentionally exclude.
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Remember…
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Diversity + Inclusion = Better Performance

Diversity

Inclusion

Better 
Performance
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