THE SHIFT TOWARDS PROACTIVE DIVERSITY

By: Kelly N. Burrello, M.S.
President, WorldReach Consulting & Training, Inc.

Corporate America is increasingly moving away from using Diversity as a means to avoid lawsuits and bad press. The current trend is to infuse Diversity in the corporate structure along with organizational development initiatives. Like technical training, Diversity is a proactive approach used by professionals to stay abreast of innovations in their industry. 

For many years, Diversity consultants and practitioners engaged in what we refer to as "Rescue Diversity Training." Organizations dismantled by discrimination lawsuits and bad press hired us to put them back together again. Our main approach was to open the eyes of the organization’s upper echelons to what is really going on in the workplace. We stressed they critically examine how various business practices create disunity and mistrust among the organizations lower ranks. 

Fortunately, practitioners are doing less and less “Rescue Diversity,” and more and more, “Proactive Diversity.” Some of my colleagues may disagree, but over the past couple of years my clients have moved past the diversity awareness stage, and are ready to take action. 
Proactive diversity is working with an organization that sees the value of capitalizing on shifting population demographics. Proactive diversity is working with organizations whose leaders know that to compete and survive in today’s global marketplace they must be open, honest and direct with employees and customer base. Proactive diversity allows the diversity practitioner to enter an organization and engage managers and staff in candid, but respectful dialogue on sensitive (and controversial) subjects. The goal is to help each person see the reality of the other. Secondly, proactive diversity allows the practitioner the opportunity to assist in the development of sensible goals and objectives—with definite timelines.

It is important to understand that proactive diversity is not just diversity awareness training. It allows the qualified and willing diversity practitioner to go into the trenches with an organization feeling the effects of working in a multicultural and multifaceted marketplace. The organization provides the space and flexibility for the diversity practitioner to work with them to construct open passageways and bridges that unify all facets of the business to diversity. 
PROACTIVE DIVERSITY
A Seven Step Comprehensive Approach

I. Listen and Learn: A good consultant will listen to you and ask relevant questions to learn about you.

II. Provide Options: The consultant should propose a variety of intervention approaches to address important issues. 

III. Cultural Audit: The “Cultural Audit” is used to obtain baseline data—to get a snapshot of the organizational issues around diversity and inclusion. A consultant will review your current programs on diversity, and conduct staff interviews. Staff members (representing various “interest groups”) participate in focus groups or individual interviews. Participants engage in dialogue on a set of structured questions. The facilitator takes notes, analyzes data, and provides the organization a summary of the findings. The great benefit to the assessment is that it begins the process of building trust between managers and staff, and divisions.

IV. Custom Design Program: Responsible consulting firms assemble a team to ensure program success. The team will use the issues learned in the cultural audit to design an appropriate intervention, such as a training program, or a long-term initiative to address the issues. They will conduct research to ensure you programs include useful theories, and content on diversity, human interaction, and facts on cultural groups, where needed.

V. Implement Program: The consultant will coach, listen, adapt, and continually bring your staff and community to a high level of expectations. 

VI. Post Measurement: Diversity consultants use a variety of tools and approaches to measure program success. Such as participant evaluations of workshops, IQ quizzes, post interviews, review of recruitment and retention records, and so on.

VII. Debrief: The consultant wants to know what you think about our interaction with you. To ensure we delivered our tasks as proposed we prefer to have a face-to-face sit down with you to receive your input. During our debrief meeting, we will discuss and recommend next steps to ensure continued program success.
