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Icebreaker Activity & Topic Introduction
Fact or fiction
Less than 50% of all U.S. employees believe performance evaluations accurately assess their performance.
(Source; March 2013, Modern Survey)

Fact // Fiction

Strong "own" group unconscious biases exist toward…
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…Sexual orientation, specifically lesbian women.

Fact // Fiction

…Women with children.

Fact // Fiction

…Overweight women more than overweight men. (Source; Achieving Workforce Diversity Benchmarking
Study sponsored by Vice President Al Gore's National Partnership for Reinventing Government)

Fact // Fiction

Only 1 out 10 of all new entrants into the U.S. labor force will be an Anglo white male. (Source; U.S.
Department of Labor)

Fact // Fiction

There is an emergent discussion about whether Anglos, African Americans, women, or Latinos can ascend to
the top senior leadership levels in companies run by Asians. (Source; Mary P. Rowe, PhD. Special Assistant to
the President and Adjunct Professor, Sloan School of Management)

Fact // Fiction

Icebreaker Activity & Topic Introduction
(cont.)

Fact or fiction
Single women earn only 78.8 percent of what married women earn, and only 57 cents for every dollar that
married males earn.

Fact // Fiction

In comparison to white men, African American women make 70 cents on the dollar and Hispanic/Latina
women make about 60 cents on the dollar.

Fact // Fiction

Multiple national and international research studies have been conducted over the past two decades and
have revealed the following findings…
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…The number one factor impacting voluntary employee turnover is their immediate supervisor.

Fact // Fiction

…The three most stressful activities that managers dread having to do are public speaking, giving
corrective criticism, and terminating employees.

Fact // Fiction

Which U.S. demographic groups have grown by
the largest percentage between 1990 and 2012?
Demographic Groups
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Women now comprise ______% of the U.S. workforce.
(Source, U.S. Dept. of Labor Statistics)
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Definition and terminology

The following are foundational definitions
and terminology to broaden your
understanding and help you make the
connection
between
performance,
diversity and inclusion concepts for
today's presentation.
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Performance appraisal
The process by which a manager examines and evaluates an employee's work behavior by comparing
it with the preset standards.
Documentation of the results of the comparison, and utilization of the results to provide feedback to
the employees to show where improvements are needed and why.
Performance appraisals are employed to determine who needs what training and who will be
promoted, retained, demoted, or dismissed.
Performance management
The process of tracking each employee's behavior productivity attendance attitude, and overall benefit
to the company.
This information is then presented to the employee in the form of an evaluation.
Diversity
There are numerous definitions of diversity and inclusion throughout the world.

For the purpose of this presentation and the audience we will use the following source: concept from
Andres Tapia, Global Inclusion Paradox .
Engagement
Employees that are making the maximum amount contribution and receiving the maximum amount of
personal satisfaction from the organization.
Schema
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Imposition is mental construct about an individual event or group of people that are often broad,
unfounded generalizations that clash with reality.

Unconscious and conscious bias
In 1995, Dr. Anthony Greenwald and Mahzarin R. Banaji theorized that it was possible that our social
behavior was not completely under our conscious control.
Additionally, it was discovered our social behavior is driven by learned stereotypes that operate
automatically and unconsciously when interacting with others.
-ims
The narrowed sense of forming terms for ideologies based on the belief of superiority.
Assumptions
An assumption is content or meaning that is taken for granted, as if it were true based upon an implicit
assumption about the world or a background belief relating to an utterance without consideration of the
facts.
Cultural dexterity
Cultural dexterity combines cultural knowledge, emotional intelligence, and interpersonal skills that can
be adapted to achieve improved business results in any cross cultural situation.
Developing such abilities throughout organizations, is particularly critical for leaders that compete
around the globe to retain top talent and optimization of team performance.

Stereotype
Is a belief that may be adopted about specific types of individuals or certain ways of doing things, but
that belief may or may not accurately reflect reality.
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Micro-inequities
Are behaviors or actions that send a message of exclusion or "less than". they generally take the form
of gesture, different kind of language, treatment, or even tone of voice“.
Micro-inequities are generally visited on the non-majority population. this negatively affects
performance.
Micro-triggers
Are micro-inequities, subtle behaviors, and /or annoying phrases that cause us to disengage and
trigger a reaction.

Micro- affirmations
Are behaviors or actions that send a message of inclusion. They can be subtle or apparently small
acknowledgements of a person's value and accomplishments. This positively impacts performance .
Micro-advantages
Are generally visited on the majority population.
Workplace incivility
Adherence to social norms and rules must be followed in order to positively and productively relate
with other.
Respectful behavior begins with effective self and social awareness .
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Examples: failing to acknowledge another person's presence, gossiping, using abusive language,
discounting employees contribution, bullying and intimidating co-workers, sabotaging individual and
company efforts.

Five Key Takeaways
Today's presentation has been prepared with five goals:
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1.

Examine.........the empirical research and data that rarely is considered as
factors impacting individual and company performance.

2.

Explore........the benefits of provoking a deeper courageous dialogue about
why and how diversity/ inclusion & engagement is impacting individual and
ultimately organizational performance outcomes.

3.

Explain.......... The who, how, when, and where inclusion management
awareness and skills should be focused in order to leverage engagement and
performance.

4.

Affirmation......... about the stated intent and impact of performance appraisals.

5.

8 Moments of Truth.........Check, Check, DoubleCheck

Intent is to…
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•

Provide constructive feedback required to improve individual, team, and
organizational effectiveness productivity.

•

Clarify job expectations and establish organizational performance standards.

•

Create a basis for justifying and determining which employees receive pay
increases and how much ($ dollar or % percentage), for those organizations that
have linked performance to compensation plans.

•

Understand how some organizations use performance appraisals as tools to
recognize, reward good behavior, or exceptional performance.

•

Recognize that initial performance appraisals for new employees are to ensure
that they are meeting standards and to correct any problems at the onset of
their career. It is critical to establish a working relationship between
management and the employee.

•

Distinguish how some companies use performance ratings as a tool to manage
costs by predetermining the number or percentage of employees that each
manager is allowed to rate in one of the following groups: top performers,
average performers, and poor performers.

Bell Virtcom
curve and
Impacts
// Blindspot

Question: What
is the impact of
shifting 10% of
low performers
on:
Absenteeism,
Safety,
Productivity?
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1
0

Debrief and Discussion
•

How engaged and satisfied do you think those employees in your company are,
that have an average or below performance rating?

•

Research has shown that only about 45% of all U.S. employees are fully
engaged.

•

Has anyone in your company analyzed the performance appraisal distribution to
fully understand how many or what percentage of the following affinity,
demographics, gender, generational and heritage groups are rated as…
 Top performers
 Average performers
 Poor performers
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•

How is the performance rating of diverse employees been trending since their
initial performance appraisal compared to their majority peers?

•

If there is a significant difference, then what are the contributing factors?

Impact is to…
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•

Maximize shareholder(s) Return On Investment (ROI).

•

Define desirable behaviors and inform individuals about his/her undesirable
behaviors and what actions are required to drive improvement.

•

Create a culture of high performance teams.

•

Encourage and increase employee's engagement levels.

•

Ensure that each employee is performing his/her job to the best of his/her ability
and company standards.

•

Focus and accentuate positives while correcting problems in a positive and
corrective manner.

Debrief and Discussion
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•

Which of the three groups is most likely to experience burnout or fatigue from over
dependence on them to carry the workload?

•

Which of the aforementioned groups is requiring the bulk of your organization's
attention and corrective coaching?

•

Examples of the impact of exclusion: higher turnover, absenteeism, overtime,
poor productivity, poor company image, lack of customer focus, increased health
care cost, and lawsuits.

Return On Investment (ROI) Calculation
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•

What would be the impact to your organization if you could shift a small number or
percentage of the poor and/or average performers to the top performers rating ?

•

Assume an average hourly rate for all hours worked to be $30/hour.

•

Full-time employee works 2,080 hours annually.

•

Assume that five employees could shift from poor and/or average performers to
top performers.

•

Five (5) full time employees x 2,080 hours = 10,400 hours x $30/hour = $312,000
dollars

Workforce Representation
•

Would it be safe to assert that most U.S. based companies and those in this room
have a diverse workforce that includes representation from several of the
following groups:
 Heritage: Asian, African American, Hispanic, European, Native Americans,
middle eastern, other.
 Affinity: Veterans, LGBT, disability, women, immigrants (first, second, third
generation), bi/multi racial
 Generational groups

•
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o

Generation z/plurals = born after 1995 [0 to 18 years old]

o

Generation y = born after 1980 [19 to 33 years old]

o

Generation x = born between 1964-1980 [33 to 49 years old]

o

Baby-boomers = born between 1946-1960 [50 to 67 years old]

Which U.S. demographic groups have grown by the largest percentage between
19902012?

Dimensions of Diversity
The following slide contains some dimensions of
diversity in the workplace and workforce that are often
times unknown, unseen, and therefore excluded from
consideration during the day-to-day interactions
between managers, employees and individual
contributors.
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Dimensions of Diversity Model
Power &
Authority Views
Working Style

View of
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Communication
Style

Role in
the Company

Body
Language

Industry
Specialization

Work
Experience

Time
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Military
Status

Education
Feedback

Appearance
Business
Unit

Personal
Space

Ethnicity
Gender
Class

DIVERSITY
ASDF
DIMENSIONS

Values

Level

Marital
Dependent
Status

Sexual
Orientation
Language

Previous Job

Working
Style
Geographic
Location

Location
Use of
Humor

Tenure

Problem
Solving

Individual or
Team
Credentials

Primary
Secondary

Flexible or
Structured

Function

Technology
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Thinking
Style

Race
National
Origin

Age

Thinking
Style

Values

Lifestyle

Mental Physical
Ability

Conflict
Work Ethic

Competition or
Cooperation

Organizational
Cultural

Debrief and Discussion
•
•
•
•
•
•
•
•
•

Communication styles
Thinking styles
Problem solving
Values
Working styles
Work ethic
Lifestyles
View of authority
Innovation

• Acceptance and utilization
of technology
• How they give and receive
feedback
• Recognition and rewards,
acceptance and
appreciation for differences
• Creativity
• Family structure

How might these differences impact the workplace or workforce?
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Inclusive Leadership
Golden vs. Platinum Rule

Inclusive
Leadership

Respect

•

Treating others the way you want to
be treated = GOLDEN RULE

•
VS.

Treating others the way they want to
be treated = PLATINUM RULE

By treating people the way they want to be treated, we all can do our part to ensure that inclusion is at the
core of what we do every day.
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Debrief and Discussion
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•

Will the on-going workforce diversification create more or less performance
management challenges for managers?

•

What steps has your company taken to increase awareness about impact
these difference?

•

What training has been or will be available for managers to enhance their
inclusive management skills to help them maximize new more diverse
entrants into the workforce?

Debrief and Discussion
•

What is the likelihood of achieving and sustaining top organizational
performance, if the leaders and managers do not possess the skills to
lead and manage the emerging diversity within their workforce?

•

How and why does diversity and inclusion factor into the performance
appraisal and management processes?
 In the October 2012, the Employers Network for Equality &
Inclusion (ENEI, www.enei.org.uk) carried out research into the
impact of unconscious bias on manager-staff relations. The aim
was to offer some practical advice on mitigating any negative
effects of unconscious bias with other employees and clients.
 Interviewers spoke with over 50 managers from a cross section of
industries and business sectors and several hundred of their staff
about the quality of their working relationship.
 Managers and staff completed a number of unconscious bias tests
and questionnaires to measure relationship quality.
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Understanding Stereotypes & Unconscious Bias
(Reflexive Loop*)

The brain ‘selects’
what
information is
observed

Take action based
on conclusions

Occurs with each interaction …

Draw conclusions
based on
assumptions

in a fraction
of a second…

…without being aware it
happens

Make assumptions
based on meaning

Why It Matters We Intuitively Act & React
*Adapted from Chris Argyris’ Ladder of Inference Model
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Attach meaning based on
past experience

Information about a
person is observed

Debrief and Discussion
•
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Sample of findings are as follows:


Managers and staff were often oblivious to their own biases and their impact on
each other.



Managers and staff were anxious about offending each other to the detriment
of good working relationships.



Induction was often sparse and did not include conversations about differences
and similarities.



Managers developed better informal relationships with some staff that were
more similar to them and those staff enjoyed better sponsorship.



Almost all managers claimed to be blind to differences and did not think their
differences with their staff impacted how they behaved towards them.



Managers who had prior negative interactions with diverse employees reported
being reluctant to more actively manage staff who were different from them.



Some managers and staff felt that associations/employee networks can
exacerbate those effects by emphasizing the legally protected grouping of the
complainant.



Managers would tend to give more challenging assignments and projects to
people who were more like them.



Managers and staff were concerned with using the wrong words.

Case Study
An executive coach was contracted to work with Melinda, a 25 -year-old, high potential who was fresh
out of business school and nine months into her first professional services firm which was located in
New York City.
Recently, Melinda had become quite distressed. She had not received any "meaningful" feedback from
her managing partner during her nine months on the job. The executive coach asked Melinda whether
she would like for him to approach her manager on her behalf and ask the manager if he would
provide her with some specific feedback as to how she was performing.
Melinda was rather enthusiastic about this prospect and her executive coach subsequently
approached her boss, Ted, a 50-plus year old with 20 years of tenure with the firm, who had worked
his way up to managing partner.
The coach explained to Ted that Melinda was concerned that she had not received any feedback from
him since she had started. He then suggested that Ted sit down with Melinda and let her know how
she was performing.
Before the coach could finish his sentence, Ted interrupted and said, “No.”
There was an uncomfortable pause in their conversation. The coach replied, "May I ask why you can't
do this ?“
The coach was thinking there must be some rational explanation. Ted retorted, “If I do that for Melinda,
then I will have to _______________________?”
The executive coach was speechless.
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(Source, __________________________)

Debrief and Discussion
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•

Why do you think Ted refused the request?

•

Is it possible that…
•

Ted did not have time?

•

Language have been a factor?

•

Cultural differences prevented Melinda from approaching Ted?

•

Could it be that Ted's management style was "no news is good news” when you
are a new hire?

•

Perhaps it was due to a fear of showing favoritism ?

•

Maybe race, age, or gender have been a factor ?

•

What race do you think Ted and Melinda are ?

•

What do you think the demographic make up of the other 14 staff members were?

•

Is this a scenario that could be occurring in your organization? What proactive
steps would you recommend taking to change this mindset?

Recruiting
and hiring
diverse
talent

On boarding
and
integration

• Formal and informal
sponsorship

Identifying
and
attracting
diverse
talent

Continuous
development
of diverse
talent

• Written and

unwritten rules

• Networking
• Development
assignments

Promoting
diverse
talent into
the top levels
of leadership

8 Moments of
Truth

Inclusion of
diverse
talent in the
leadership
succession
pipeline

Engaging and
retaining
diverse
talent

Managing
the
performance
of diverse
talent

Cultural Foundations
Inclusion
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Trust

Engagement
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Check, Check, DoubleCheck

28

•

What are some of the benefits of eliminating or reducing the effects of
unintentional and unconscious bias from creeping into the performance
appraisal system and processes?

•

How to increase understanding of how assumptions, stereotyping, and
personal filters can impact individual and organizational performance and
effectiveness.

•

How can intervention strategies can help reduce or eliminate acts of
incivility and exclusive behaviors.

•

How to leverage inclusive management concepts when providing feedback
to employees from difference demographic groups.

•

How to identify what represents disrespectful behaviors and actions.

•

How to decrease micro-inequities and increase the number of microaffirmations required to maximize individual employee engagement.

Questions?
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Fred Smith
Managing Partner
Phone: 832-330-5451
E-Mail: smithfredrick215@gmail.com
(connected email address to phone);
alternate fsmith@virtcomconsulting.com
Upcoming Dates
1.World Diversity Leadership Institute
-Oct. 17,2014 NYC
-Dec. 4-5, 2013 Tampa

2. Chief Diversity Officer Black Belt
-November 19-21, NYC
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