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Fostering Diversity

COMPETENCY

8

Definition: Working effectively with all races, nationalities, cultures, disabilities, ages and sexes. Promoting
equal and fair treatment and opportunity for all.
AN EMPLOYEE DEMONSTRATING THIS COMPETENCY:
a) Proactively seeks information from others who have different personalities, backgrounds, and styles.
Includes them in decision-making and problem solving.
b) Communicates and cooperates with others who have a diversity of cultural and demographic backgrounds.
c) Makes it easy for others to feel valuable regardless of diversity in personality, culture, or background.
d) Includes in conversations people with diverse cultural backgrounds, and invites them to be part of informal
work-related activities, such as going to lunch or attending company social events.
e) For a manager or team leader, hires and develops people with a diversity of cultural and demographic
backgrounds. For an employee, helps recruit and orient employees with a diversity of cultural and
demographic backgrounds.
IMPORTANCE OF THIS COMPETENCY
Diversity has a serious and direct impact on business results. Successful organizations are able to tap into
the brainpower of talented and diverse workforces in order to serve a diversity of customers. Innovative
thinking and problem solving is more likely to come from teams comprised of people with different cultural
and demographic backgrounds, i.e. people with different points of view. Organizations need to optimize the
use of talent at all levels with behaviors that reflect that talent comes in different packages, i.e. color, sex,
age, etc.
Fostering Diversity is closely related to three other competencies – Global Perspective, Fostering
Teamwork and Interpersonal Effectiveness.
GENERAL CONSIDERATIONS IN DEVELOPING THIS COMPETENCY
Learning to value the diversity of people requires that you first understand your own values and beliefs.
Those beliefs contribute to making you who you are. Recognize that other people may not agree with your
beliefs or understand them. One of the best ways to learn about the value of diversity, and to foster it, is
to work on a team of members with diverse backgrounds. Push yourself beyond your current environment
and interactions to develop sensitivity to issues of diversity. Doing so can help you more fully understand,
appreciate, and maximize the talents of others.
Both managers and non-managers are able to develop and demonstrate ‘fostering diversity’. Executives
and managers, however, have the ability to make a greater impact, by ‘managing diversity’ - through staffing
decisions and personal behaviors that motivate others to value and foster diversity.
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PRACTICING THIS COMPETENCY
• Learn more about your own cultural values and background to gain a better appreciation for how they may
impact your decision-making style, values, and reactions to different views.
• Actively solicit input from a wide variety of people and functions. Learn about the backgrounds, experiences
and education of team members.
• Draw together diverse groups when discussing issues, solving problems, and developing opportunities.
Look at issues and opportunities from other people’s viewpoints before making decision.
• Slow down or use easier vocabulary when communicating with nonnative speakers so they can more easily
follow and offer their own thoughts.
• When asking someone to explain a point of view different from your own, be sure to say that your
intention is to understand the person’s viewpoint, not to have him or her justify it.
• Seek to understand diversity from a global, not just a national, perspective, if appropriate to your business
and location.
• Remember that some people want their national, philosophical, or other differences to be recognized
openly, while others do not.
• Partner with an individual whose background and experiences are different from your own and contract to
both learn and teach one or two skills that will improve your performance in some way.
• Build a support network with colleagues who are interested in more effectively leveraging diversity. Explore
ideas with each other and implement them.
• Learn more about other cultures and their values through travel, books, films, and conversations with those
who have experienced other cultures, and by attending local cultural events and celebrations.
OBTAINING FEEDBACK
Ask subordinates, colleagues and your coach to describe their perception of the degree to which they see
you “fostering diversity”. What are you doing that is positive and what are you doing that is not positive, or
may in fact be sending the wrong signal? Ask for ongoing feedback and help. Also, how can you accelerate
your fostering of diversity in your workplace? How can you and they, as a group, do more to create a more
diverse team?
LEARNING FROM EXPERTS
Ask people from a variety of backgrounds for help in understanding their experiences, perspectives, and
culture. Try to understand the individual as a person, and not just as a representative of a particular group.
Looking at the person either as an individual only or as a representative of a group usually leads to wrong
assumptions.
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Establish relationships with people who are different from you. Although it is a natural tendency for
people to surround themselves with others similar to them, connecting with people of different backgrounds
will help you learn about the unique perspectives and contributions others have to offer.
Many large organizations have a diversity officer, usually in the human resources department. Meet
with that person and ask for their advice. Interview managers and executives who have created diverse,
successful teams. Observe what they do and determine how they achieved success.
COACHING SUGGESTIONS FOR MANAGERS
If you are coaching someone who is trying to develop this competency, you can:
• Model the “fostering of diversity” in everything you say and do. Utilize the differences in team members to
accomplish organizational goals, and challenge assumptions and practices that limit opportunities.
• Encourage the person to push beyond their current environment and interactions to develop their
knowledge of, and sensitivity to, issues of diversity. Doing so can help the person more fully understand,
appreciate, and maximize the talents of others.
• Encourage participation in company or community programs that focus on learning about and valuing
different cultures, races, religions and ethnic backgrounds.
• Observe the assumptions the person appears to make about people and ideas. Such assumptions may be
based on both external, easily identifiable differences, as well as on more subtle, invisible differences. Share
your observations.
SAMPLE DEVELOPMENT GOALS
By February 1, I will partner with an individual whose background and experiences are different than my own
and contract to both learn and/or teach several skills that will improve my performance in some way.
By October 1, I will interview Dave Murphy about the things he has done to build a successful, diverse team.
By March 1, I will fill at least one of our three openings with an individual who will expand the diversity of
our team.
By May 1, I will create a support network with colleagues who are interested in more effectively leveraging
diversity. At least two ideas will be explored and implemented by July 1.
At the next staff meeting on October 15, I will ask for everyone’s ideas on increasing and leveraging diversity
within our group.
BOOKS
A Leader’s Guide to Leveraging Diversity: Strategic Learning Capabilities for Breakthrough Performance, by
Terrence E. Maltbia & Anne T. Power. Burlington, MA: Butterworth-Heinemann/Elsevier, 2009.
Addressing Cultural Issues in Organizations: Beyond the Corporate Context, by Robert T. Carter. Thousand
Oaks, CA: Sage Publications, Inc., 2000.
Creating the Multicultural Organization: A Strategy of Capturing the Power of Diversity, by Taylor Cox, Jr., San
Francisco, CA: Jossey-Bass, 2001.
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Harvard Business Review on Managing Diversity, by R. Roosevelt Thomas, David A. Thomas, Robin J. Ely, &
Debra Meyerson. Boston, MA: Harvard Business School Publishing, 2002.
Managing Diversity: People Skills for a Multicultural Workplace, Seventh Edition, by Norma Carr-Ruffino.
Upper Saddle River, NJ: Pearson Publishing, 2006.
Profiting from Multiple Intelligence in the Workplace, by Joyce Martin. Bethel, CT: Crown House Publishing,
2005.
The Inclusion Breakthrough, by Frederick A. Miller & Judith H. Katz. San Francisco CA: Berrett-Koehler
Publishers Inc., 2002.
Understanding and Managing Diversity, 5th Edition, by Carol Harvey & M.June Allard. Upper Saddle River, NJ:
Prentice Hall, 2011.
Without Excuses: Unleash the Power of Diversity to Build Your Business, by Joe Watson. New York, NY: St.
Martin’s Press, 2006.
SELF STUDY COURSES
Creating Coaching Cultures. Webinar. Center for Creative Leadership. Tel 800 780- 1031.
http://www.ccl.org/leadership/community/creatingWebinar.aspx
EXTERNAL COURSES
Diversity and Multicultural Training. National Multicultural Institute. Tel. 202 483-0700.
http://www.nmci.org/consulting/training.html
Managing Cultural Diversity. One days. FPMI Communication, Inc. Tel. 866 376-2019.
http://www.federalmanagementinstitute.com/portal/Managing_Cultural_Diversity_CB.html
Speaking of Diversity Series. Two days. American Institute of Managing Diversity. Tel. 404 575- 2131.
http://www.aimd.org/index.php?option=com_content&task=view&id=19&Itemid=34
Valuing and Managing Diversity. One day. AGTS Seminars- Professional Development Seminars and
Consulting. Tel. 877 337-7681. http://www.agts.com/PublicSeminars/SupervisorsAcadSchedule.htm#Valuing_
and_Managing_Diversity_
Workplace Diversity. Two days. Society for Human Resource Management. Tel. 800 283-7476.
www.shrm.org/conferences/diversity
EXTERNAL RESOURCES
See Appendix
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