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INTRODUCTION

Welcome to the Building a Diverse Workforce for the
Global Millennium video series. This set of twenty videos is
designed to portray scenes that are occurring in the global
workplace on a daily basis — scenes about such topics as
leadership, teams, organizational change, human resources
and diversity. Performed by more than thirty-five profes-
sional actors, the vignettes offer a bird’s eye view into the
challenges and issues that leaders, managers, employees,
mentors and team members address on a regular basis.

The video series 1s, by far, the most significant effort to
date to assist organizations in building high-performance
teams of diverse global employees. The series has seven
videos that relate to global cross-cultural issues, four that
focus on the plant or manufacturing floor and the remajnder
relate to manager and employee issues. The vidéos address
guch issues as shifts in culture, style and value clashes; race)
ethnie, and gender communicationsy€onflict resolution; bal-
ance of work/family/personal; sexual harassment; mentor-
ing/coaching; perform@nce; and recruitment/retention issues.

VIDEO DEVELOPMENT

In developing this series, Advanced Research
Management Consultants (ARMC), a Philadelphia-based
managément consulting firm, created scenarios using the
actual words and situations we heard from leaders, clients
and workshop participants. Our goal was to infuse each
scene with the tensions, feelings and emotions that one fre-
quently experiences in organizational interactions. As a
result, all of these videos depict situations that are complex,
just as are the real life situations and relationships we expe-
rience.

Additionally, to heighten the sense of realism, ARMC
researched the cultural and ethnic archetypes and mores
depicted. Therefore, as the viewer observes the exchanges,
he or she will also gather information on some of the norms
and expectations of the Asian, Latino, European and United
States cultures. In this regard, ARMC would be remiss if it
did not point out that the data provided through academic
and ethnological research represent broad patterns of behav-
ior about groups, but does not and cannot represent the ways
in which a particular individual from a given culture might
react in a specific situation. As a result, it will always be
Incumbent upon each of us to get to know and understand as
individuals the people with whom we interact.
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BRINGING DPIVERSE PEOPLE TOGETHER

With respect to workplace interactions, sometimes the
gentle simplicities and intricate turns of our lives can collide
with those of our colleagues. This is especially true with
interactions involving widely diverse individuals who are
being asked to integrate their cultures, styles, skills and tal-
ents in an arena where excellence and high yield productivi-
ty are demanded. Such organizational rigors, pressures and
expectations can produce uncomfortable exchanges. The
viewer has ample opportunity to witness not only what is
obvious, but also to explore the nuances of the vignettes.

As viewers wrestle with the issues, they will determine
the extent to which the characters are impacted by varied
factors. Such factors include: language, culture, age, person-
al style, religion, race, ethnicity, national origin, gender, poli-
tics, family structure, organizational leadership, coaching
and mentorimg skills, communication and listening skills,
conilict resolution skills and human resources pélicies and
practices. Through introspection, dialogue and discussion,
viewers will be positioned to developrbetter solutions®o make
their organizations the best among their peers or competitors,

VIDEO PACKET CONTENTS

Your video packet contains the following materials:

* Character Profiles

- LClosing Statements

* Video Higlilights and Discussions Points

* Key Learnings

* Video Debrief Exercises

* Handouts for Debrief Exercises

+ Reference I ( Diversity Management Defined)

* Reference II (Comparing Managing Diversity and
Affirmative Action/Equal Employment Opportunity)

- Reference 11 ( Implementing Diversity Management
Constituent Capitalization)

« A Last of All ARMC Products and Services

ARMC ACKNOWLEDGEMENTS

It is important to recognize that this video series would
not have been produced if it were not for the foresight, lead-
ership and generous financial support of Carrier Corporation
and The Thomson Corporation. We at ARMC will be always
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Building a Diverse Workforce for the Global Millennium CHARACTER PROFIL
Video 15: Ii’s All in the Presentcdion: A Double Standard for Women?

CHARACTER PROFILE

JIM SMITH

* 41-year-old White man

* B years of service with the organization
* B.A. from Indiana State University

+ Director of Marketing

+ Married with 8schildien

* Wife doeg'mot work outside of the home

JUANITA ZAMORARA

* 33-year-old Hispanieywoman

+ 6 yearsiof service with the organization

+ B\A. from the University of Mexico

» M.B.A. from the University of Texas

* Marketing Manager

* Married with one child

+ Jim has been her supervisor for 6 months
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CLOSING STATEMENTS

15.

IT’S ALL IN THE PRESENTATI@OGN: A
DOUBLE STANDARD FORAWOMEN?
JIM

TI'm trying to coach Juanita to be successful. T believe

in her. Butshelsnot a good listener. How can I get

through to her?

JUANITA

I'believe something else 1s going on here and I don’t
know iflit’s because 'm a woman or if it’s because I am
alwoman of eolor. But something else is going on.
What can I do about it?
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VIDEO HIGHLIGHTS AND
DISCUSSION POINTS

15. IT’S ALL IN THE PRESENTATION: A
DOUBLE STANDARD FOR WOMEN?

In this video, Jim comes to see Juanita to talk with her
about a presentation she made. This scenario provides
an example of how a woman’s behavior is often evaluat-
ed differently than the same behavior engaged in by a
man. It also brings into question the issues of race, cul-
tural style, and conformity vs. creativity.

VIDEO DEBRIEF

In this video, Jim starts the conversation off by asking
Juanita how she felt she did in her presentatiofi. Despite
this guestion, however, Jim appears to have already made up
his mind as to how he felt she dideHis question oflier seems
insincere as he has no intention of taking Juanita’s percep-
tions into account; hdapparently has reached a eonclusion
based solely’on feedback from two men who attended her
presentation. When she tells him she felt'she did a good job
and that she recéived compliments, he:

* tells her that he checked and heard “mixed reviews”;

sd8ays that whileRon’s presentation was focused and

engaged the audience, her presentation was “too busy”
because of the charts and graphs she used;

* dismisses Juanita’s viewpoint without even considering
her comment that she had received feedback from peo-
ple who found her presentations lively and easier to
remember because they were different from the usual
boring format; Jim merely states that there is a “com-
pany way of doing things”;
tells Juanita that the company is receptive to different
ways of approaching issues, but that she is “always
operating out of the box” and it is important to make
sure everyone fits in;
tells her that it is “not about Ron” when Juanita points
out that she helped Ron prepare his presentation using
a similar format and asks if he gave Ron the same
feedback. He then goes on to state that the problem is
her delivery style, not her format, despite having com-
mented solely on her format up until that moment;
reports that “people said you were too aggressive and
didn’t work the audience like Ron did — as if you got up
on the wrong side of the bed”, without giving credence
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to Juanita’s perception that she was merely being
direct and honest. He also compares her to Ron after
insisting the issue is “not about Ron”;

does not even consider whether the behavior of Bob
and Roger may be the issue, rather than Juanita’s pre-
sentation style;

appears to accept the views of two men, Bob and Roger,
without giving weight to either Juanita’s view or her
claim that Annette and Julia, two women, praised her
presentation and agreed that Bob and Roger had
“attacked” her. This leaves Juanita perplexed as to
why Jim listens to Bob and Roger without valuing her
perceptions or obtaining feedback from Annette and
Julia;

is unwilling to take Ron’s style into consideration
unless he hears complaints about it; this leaves him
unable to consider whether Ron and Juanita are heing
judged by different standards;

- appears not to understand that he cannot effectively

.

coach Juanita without makingany attempt todisten to
and understand her perdéptions;

describes the issue as “minor” without considering
whether there may be some validity to Juanita’sfeeling
that she is being held to a double standard.

As'for Juanita, she:

L3

begins the conversation open to hearing Jim’s feedback;
provides anrindication that Jim may be correct in his
claim‘that she does not iisten well. When he mentions
an earlier conversation in which he provided her feed-
back, she says, “Can you give me some specifics, I don’t
recall right now;

provides a reasonable explanation for her choice of pre-
sentation style — she believes it is more interesting and
more memorable;

may be right that her presentation is reacted to differ-
ently than Ron’s similar one — and this may be the
result of a double standard. However, it is possible
that her failure to exhibit good listening skills in the
past has left her without credibility with Jim, leaving
him less likely to take her concerns seriously;

asks Jim to “give it to me straight” yet, when he does,
telling her that some people felt she had “gotten up on
the wrong side of the bed”. She became a bit defensive,
asking, “Well, what does that mean?’; and

may need to make an extra effort to demonstrate to
Jim that she is working on her listening skills before
trying to bring this possible double standard to his
attention again.

VIDEO HIGHLIGHTS
DISCUSSION POINT
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DISCUSSION QUESTIONS FOR THIS CASE:

What did Jim do well in this meeting? What could he
have done differently or better?

What did Juanita do well in this meeting? What could
she have done differently or better?

Was Jim's “coaching” effective? Why or why not?

Did Juanita appear “defensive”?

Is it significant that the colleagues who did not like
Juanita’s style were male while those who did were
female?

Would Jim have handled this meeting the same way if
Juanita were a White male?

Is it significant that Jim acted only on feedback he
received from only two of Juanita’s colleagues, rather
than polling a larger group of her peers?

How might this meeting have ended differently?

GENERAL DISCUSSION QUESTIONS:

.

.

Could a scenario like this take place in your organiza-
tion? Cangyou give examples of a “double standard®for
behavior in your workplace? Think not.only'of gender-
based examples, but also of ones based on race/ethnici-
ty, culture, religion, age, etc. What is the impact of
these disparities?

How do'you feel when someone calls you “defensive”?
Does that tmmediately make your subsequent state-
ments seem suspect?

Is thinking or behaving “out of the box” something that
is encouraged and rewarded in your organizational cul-
ture? Are encouragement and rewards applied in a
consistent and fair manner? What groups are more
likely to think and behave in a creative way successful-
ly? Why?

Is innovation, though often “recognized”, actually
rewarded?

Must employees conform to an accepted style in order
to get ahead? What are the components of that style?
Do men receive different feedback from women for a
similar level of performance?

= Are characteristics such as assertiveness and confi-

dence viewed differently in men and women? How so?
Are they viewed differently in people of color than in
Whites?

Do people in your organization feel comfortable taking
risks, or is there fear of punishment or loss of status
for doing so?

VIDEQ HIGHLIGHTS
DISCUSSION POINT
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* What can you do to make your work environment more
inclusive of difference while being sensitive to the
styles of those who operate in more traditional ways?

* What policies and practices should your company
implement in order to avoid or resolve the issues sur-
faced 1n this vignette? What can you do personally?

THE “COMPARNY WARY?”

Back in 1941, C. Barnard, a former president of the old
Bell System, said that the smooth functioning of an organi-
zation depends upon the homogeneity of its employees. And
surprigingly, many corporations still buy into Barnard’s
proposition. In some organizations, being a “team player”
hoils down to conforming - in choice of housing, automobile,
food, entertainment, school, ritual of greeting, behavior at
meetings, and mode of socializing. Among managers such
enforced homogeneity leads to a fear of uncertaintyand,
therefore, to an impulsive desire to control by'means of
exclusion of strangers and insistence onsunbounded loyalty,
and to a preference for comfortable eommunicatiofl with
those who seem to be “like me.” The tragic aspect here is
that it is precigely those kinds of managerial impulsesthat
cause corporations to losetheir creativity and the opportuni-
ties that come alongywith visk taking. /What they get from
their employe€sis a mere fawning agreement, and what they
lose are the valuable suggestions and the feedback that only
independent, securelemployees can contribute.

COVERT RACISM/SEXISM
AND STEREOTYPING

One dynamic that may have resulted in a double stan-
dard for Juanita is covert racism/sexism. Unlike overt
racism/sexism, which is easily perceived, covert racism/sex-
ism is subtle, and thereby harder to detect. As a result, it is
more difficult to eradicate it from an organization. It is criti-
cal, however, to remove overt as well as covert racism/sexism
from organizations because it can inhibit effective communi-
cation, functioning, and productivity for all employees.

In recent years, with the advent of “political correctness,’
overt racism/sexism is no longer considered acceptable to
voice in public. Nonetheless, even though individuals may
no longer voice biased beliefs, it does not mean that behavior
based on these beliefs hag been eliminated. People who
openly disavow racist and sexist attitudes may nonetheless
gtill act with covert bias. Moreover, much subtle racism/sex-
ism is often the result of behavior based on unintentional
stereotypic beliefs. This may have been what was affecting

1]
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Jim’s perceptions of Juanita.

Data shows that at all levels in organizations, similar
behavior in different individuals is perceived in different
ways ag a result of stereotyping. For example, a White man
who loses his temper is said to be merely “having a bad day”.
But, 2 woman who loses her temper is labeled as “hysteri-
cal,” “having PMS,” or “a bitch”. Similarly, if a Latino male
loses his temper, he is viewed ag “militant”, “aggressive”, or
as “having a chip on his shoulder”. As another example,
White men who talk with each other around the drinking
fountain may be seen as “networking”, while women doing
the same thing may be seen as engaging in “chit-chat”.

All individuals engage in stereotyping of some form. To
do so is human nature. However, it is vital that we recognize
that stereotyping leads to misinterpretations, conflicts, orga-
nizational ineffectiveness, and can have detrimental career
consequences for women and people of color. It is also essen-
tial that we realize the need to educate employe€s to chal-
lenge stereotypes within themselves and others.

Education and training are vitali#o help employeés
become aware of and to try to/change their steréotypic beliefs
and behaviors that may make the work environment uncom-
fortable forpeople of celor. 1t is essential that employees
confront their stereotypes head on by acknowledging that
they'held them,and making consciou$ efforts to eliminate
them by increasing their self-awareness through education.

Employees must develop: (1) an awareness of various
stereotypes applied to certain groups of people; (2) knowledge
and accurate information regarding cultural group norms
and values; and (3) communication skills that enable them to
challenge stereotypes in ways that build bridges between
people rather than perpetuate guilt and defensiveness.

To develop an awareness of your own stereotypes, it is
1mportant to:

* Recognize/understand that it is human nature to
engage in stereotyping and it is vital to frankly
acknowledge that fact and take action to counteract it;

* Develop relationships with people of other racial and
ethnic backgrounds and of the opposite gender;

Enter freely and openly into learning situations in

which stereotypes are openly identified and confronted;

+ Ask the people you trust to provide you with feedback
if they believe that you are using a stereotype in mak-
ing a judgment; and

* Learn as much as possible about people of different
racial, ethnic, and gender groups.
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TO CONFORM OR NOT TO CONFORM?

A difficult issue for women and people of color - and, as
always, for a surprisingly substantial number of White males
- is that of conformity, or the degree to which one should or
should not alter one’s behavior, physical presentation and/or
mindset in order to fit in with a corporation’s culture. Few
people can be happy and healthy, if they are trying to be only
what others want them to be. And yet some degree of confor-
mity is essential, if one is to become an active and happy
meimber of a corporation. Indeed, conformity was an issue
long before diversity was, as suggested by the widespread
influence of the 1950's classic, The Man in the Gray Flannel
Suit. Depending upon the situation, we all may well have to
hold our tongues, be nice to people we feel we despise, occa-
sionally put aside a value we hold dear, and even don clothes
we hate to wear. But the point here is that however tempted
we might be to resist something like accepted business
attire, some battles, as Schoonmaker has notedg@imply
aren’t worth fighting: .

You may feel that doing these things1s a'cop-cutia sacri-
fice of part of your identity. Perhaps you are right, but there
1s another viewpoint.@Your identity is not just what you wear
or the language you use)it is what you believe 1n and the
strength of your characterand self-confidefice. If your sense
of identity depends only on your clothes, you are really in
bad shape, and letting your hair grow will not solve your
identity problems. [Schoonmaker, A.N., Executive Career
Strategies,(New York: American Management Association,
1971), p. 131]

Now, no employee should conform slavishly, in a misguid-
ed attempt to meet other people’s wrongheaded expectations.
And in the long run, a organization’s refusal to straitjacket
its talents (whether those be innate or culturally condi-
tioned) will prove itself a beneficial policy both for the corpo-
ration and for society as a whole. By allowing employees to
be themselves as long as they remain within the basic
norms, values, and behaviors which the corporation has
established, corporations will be developing precisely the
right skills as it seeks to provide products and services to
diverse customers who are not about to conform to any corpo-
rate norm of looks, behaviors, and mannerisms. We have
geen plenty of employees trying to become clones, and in fact
making a darned nice job of it; but to what end, and at what
cost? Most of them will not he rewarded for behaving as
clones, because people of color will never be White and
women will never be men. Some decision makers will contin-
ue to delight in continually changing the criteria for becom-
Ing a “true clone,” and/or openly ridicule those who are try-
ing. In short, what we have here is a double-bind. The

10
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“boys” will always be able to change the overt conformity cri-
teria, whenever they want to keep employees from focusing
on their problems.

Healthy employees are those who have a keen sense of
their strengths and weaknesses. Because of that they basi-
cally like themselves and feel secure, and will conform only
because they want to and while recognizing and admitting to
themselves that they are conforming. Second, please be seri-
ousgly cautioned that those people and organizations that
demand of cne a great deal of unnecessary conformity, even
in such an area as dress, are also the ones mostly likely to
find it very difficult to appreciate and value differences of
race, ethnicity, and culture.

11
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KEY

LEARNING POINTS

Every organization implicitly supports and explicitly
rewards certain styles. Even though those styles may
have proven to be effective over time, it is important
to consider whether doing some things differently
may be just as effective, perhaps even better.

Employees should be encouraged to think outside the
box. Requiring conformity and preventing people
from being innovative diminishes the contributions
they can make at work and denies the organization
the benefits of creative thinking. When organizations
require all employees to conform, creativity and inno-
vation falter.

White males are often given more license torhe cre-
ative and innovative, receiving positive feedback on
their ideas. Women and peoplesof color may face the
opposite reaction, labeled(as having a'“style problem”
or not being a “team player.” White males may be
encouraged totake risks, whereas women and.péople
ofieolor are often discouraged from deing se.

Style i8 a key diversity issue and must be recognized
as such, particularly in a global environment. No
one gtyle will suit all colleagues, thus it is important
to recognize whether style differences actually
impact performance. Performance must remaimn the
bottom line.

Cultural diversity can promote creativity. People
from different cultures may have different perspec-
tives and may approach the diagnosis and solution of
problems in unique ways that build teamwork and
fuel organizational effectiveness.

Managers have a special responsibility to allow
women to take risks and explore new ways of doing
things, and to support them in these efforts. This
enables them to gain experience and visibility, both
of which are critical to advaneing their careers and
enhancing their contributions to the organization.

Sterectypes about race and gender have a particular-
ly powerful influence over perceptions. For example,
certain behaviors that are considered aggressive

when exhibited by women may be considered accept-

able and even rewarded when exhibited by men. 12
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10.

11.

12.

One of the detrimental consequences of a double
standard is that the individuals against whom it is
applied, often women and people of color, are often
unable to point it out without being further accused
of inappropriate behavior.

Digeriminatory assumptions may be embedded in the
styles that the organization rewards implicitly or
explicitly,. When women or people of color introduce
an innovation, the criticism they receive may be
more about their race or gender than the innovation
itself.

Women and pecple of color often encounter higher
obstacles to being seen as credible by their supervi-
sors and colleagues than do their White peers.
Unless they are superior performers, their valid com-
plaints about double standards often willmobhe
viewed as believable.

Managers and employéés need to receive training to
help them ungever their own eultural assumptions
and biases and develop skills to work effectively in
diverse environments.| This trainingghould focus on
how embedded sterentypes and assumptions about
other groups can influence how another’s style is per-
ceived.

Managers and employees must be thoroughly educat-
ed in the business benefits of diversity. While most
managers can recite reasons for valuing diversity,
many still do not fully understand it. They should
receive training to help them understand, value, and
appreciate the increasing diversity in the U.S. and
globalization of organmizations worldwide, in order to
build trust and respect among diverse employees,
customers, and stakeholders. Moreover, managers
and employees at all levels should be held account-
able for understanding and valuing diversity; it
should impact their performance evaluations, their
compensation, and their assignments and promo-
tions.

Key LEARNING POINT

13
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VIDEO DEBRIEF
EXERCISES

INTRODUCTION

While each video makes a strong presentation, its highest
value can be attained through energetic, impactful and effec-
tive debriefing. It is toward this end that we offer these
ideas.

« It is absolutely crucial that facilitators or anyone who
uses these videos become very familiar with the video,
video highlights, and key learnings. Given that you
may choose to use the videos and their asssociated
materials in a variety of ways, it is important that your
discussion or group activity focus on the video high-
lights and key learnings for each video scenazio.

.

It is suggested that video scenarios,be'shown not only
in training sessions, but alsg'in different forums, e.g.,
staff meetings. Dedicating time (45 minutes to 1 hour)
to each_individual scenario allows for full dissection of
that'§cenario’s particular issues. In addition, use of
this option demonstrates & commitment to sustain dia-
logue ‘arotind diversity and other critical organizational
igsues,

= The gcenarios can be integrated into other types of
training in order to link diversity to concurrent organi-
zational initiatives. For example, the videos could be
used in communications, team building, conflict resolu-
tion, coaching, mentoring, leadership, performance
management, career planning and development train-
ing. Again, such uses help to demonstrate the impor-
tance of diversity as an overall business strategy and
may help to alleviate the perception that diversity is
an isolated program.

OQutlined below is the general sequence of steps we have

found most effective in the overall utilization and presenta-

tion of the videos.

1. Give a very brief overview of what the participants are

about to watch. For example, the video we are going
to watch is entitled It's All in the Preseniation: A
Double Standard for Women? and it is about how a
woman of color might interpret “feedback” that is
given to her by her manager when she strives to bring
her own style to a presentation she has made.

VIDEO DEBRIEF EXERCISE

14
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2. Pass out the Character Profiles.
3. Show the Video.

4. Conduct the Debrief Exercise and/or exercises related
to the video highlights.

5. Discuss the Key Learnings.

6. Hand out the Key Learnings.

e

7. Wrap-up.

e

15
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VIDEO DEBRIEF METHODS
NINE DEBRIEF EXERCISES

Over the years ARMC has used a variety of methods to
debrief the videos. Each method is listed below and discussed
in detail in the following pages. You should select the one
that would be most appropriate for the group with which you
are working.

1. Interactive “Hit and Run” Exercise

2. Supporting a Position Exercise

3. Role-Play Exercise

4. Fish Bowl Exercise

5. Empathy Exercise

6. Brainstorming/Consulting Exercise

Additional exercises for use with specific videos are also
included! These Supplemenliary Debrief Exercises are:

ToEmployment Interview Exercisé

8.Exit Interview lxercise

9. Preventing Stereotypes Exercise

Finally, associated with each video are video highlights
and unigue key questions which are very useful in involving

participants in developing understandings, skills and solu-
tions to the key issues presented in the videos.

16
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INTERACTIVYE *“*HIT AND RUN?”
DEBRIEF EXERCISE

Note: ARMC's experience shows that one of the most effective
methods to debrief these videos is the Interaciive or “Hit and
Run” method. In order to debrief effectively in this manner,
there must be two trained facilitaiors who are thoroughly
familiar with the videos.

Time: 45 to 60 minutes

Materials: Character Profiles; Key Learnings; Video; and
VCR,; (Optional: Video Highlights and Key Questions)

Instructions:

1. Give a brief overview of what the participants are about to
watch. For example, the video we are going to watch.is
entitled ft's All in the Presentation: A DoubleStandard for
Women? and it is about how a woman of celor might inter:
pret “feedback” that is given to her’by her managef when
she strives to bring her own style fo\a presenfation she
has made.

2. Hand out the Character Profiles.

3. Ask participants to watch for ways in which the characters
could have Improved their communication. You may also
inviteparticipants to take notes as they watch.

4. Watch the video.

5. Each facilitator assumes the role of one of the characters.
For example, one would approach a participant for advice,
opinion, ingights, etc. If she/he takes on the role of the
manager of the individual in the video, she/he might say
to the participant, “You are my manager, mentor or friend,
how do you think I handled the situation? What did I do
well? Where do I have opportunities to improve?”

6. After some dialogue, the facilitator in the role of the direct
report would approach ancther participant and say, “You
are my mentor or my friend, what do you think of the
meeting T just had?” The two trainers would alternate
turns asking questions or challenging positions stated
until they have each approached three or four participants
individually.

7. Then, the facilitators would open the discussion to the
group by saying something such ag “Does anyone else have

VIDEQ DEBRIEF EXERCISE
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any insights or opinions they would like to add?” Give
others, particularly those who were not approached, an
opportunity to share their thoughts, advice or guestions.

7TA. At this point, the facilitator could further debrief the
videos using the Video Highlights and associated Key

Questions.

8. Facilitator should ask participants what they obtained
from the video and interaction.

9. Hand out the Key Learnings. Allow participants a brief
time to review and respond to them.

10. Facilitators should wrap up with appropriate concluding
comments.
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SUPPORTING A POSITION EXERCISE
Time: 45 to 60 minutes

Muaterials: Character Profiles; Handout {Questions and
Closing Statements); Key Learnings; Video; and VCR,;
(Optional: Video Highlights and Key Questions)

Instructions:

1. Give a brief overview of what the participants are about to
watch. For example, the video we are going to watch is
entitled It's All in the Presentation: A Double Standard for
Women? and it is about how a woman of color might inter-
pret “feedback” that is given to her by her manager when
she strives to bring her own style to a presentation she
has made.

2. Hand out the Character Profiles.

3. Ask participants to watch for waysin which the charac-
ters could have improved their communication. You may
also invite participants to take notes as they watch.

4. Watch the video.

5. Form four sub-groups and assign each of the four sub-
groups a role (Manager, Direct Report, Manager’s
Manager andDirect Report's Mentor). Explain to them
that they must place themselves in the roles they are
assigned despite their personal sympathies or desires to
take a different role. In short, they have to assume the
character and role of the person assigned to them. (20
minutes in the sub-groups)

6. Provide the following instructions to participants, along
with the Handout:

+ As you discuss the video and your role in the upcoming
interaction, please keep in mind the manager’s and
direct report’s final thoughts that appear at the end of
this guide. It is important for all sub-groups to discuss
their own feelings and thoughts. Identify someone in
your sub-group to record the thoughts that are shared.

« To the sub-group representing the manager: For
those of you who are the manager, you are going to
approach your immediate manager to discuss your feel-
ings and seek advice. Try to reach a consensus on the
questions; however, if you can’t, that’s fine. Use the
questions in your handout as a guide.
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» To the sub-group representing the direct report:

Each of you has now become the direct report. As the
direct report, you are going to approach your mentor to
discuss your feelings and seek advice. If there is a con-
sensus in your group about how you feel, fine. If there
is not, that'’s okay also. Use the questions in your hand
out as a guide.

To the sub-group representing the manager’s
manager: The manager has just described to you the
meeting with the direct report. Review the questions
in your handout and be prepared to advise and counsel
the manager.

To the sub-group representing the direct report’s
mentor: You are the direct report’s mentor. The direct
report has just described the scenario to you. The
direct report is coming to you for ingight and advice.
We have provided you with a list of questions we antic-
ipate the direct report will want you to answer) As we
have said, a consensus in your group abeut how to
respond to the questions in yourthandout is notfheces-
sary.

7. Reconvene'the large group and discuss their insights.
Facilitator should ask participants whatidkey learnings
they obtainedfrom the video and interactions.

7A. At this point, the faclitator could enhance the discussion
usingythe video'highlights and associated key questions.

8. Hand out the Key Learnings. Allow participants a brief
time to review and respond to them.

9. Facilitators should wrap up with appropriate concluding
comments.

Manager’s Closing Statement
{Facilitators Must Provide)

Direct Report’s Closing Statement
(Facilitators Must Provide)

Direet Report’s Questions
(Given to group representing the Direct Report)

Ag the direct report, what is your reaction to your
meeting with your manager? To your manager’s clos-
ing comments?

= How do you feel?
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- How will you approach your mentor?

+ What will you say to your mentor?

* How will you describe the situation to him/her?
» What advice will you ask for?

Manager’s Questions
{Given to group representing the Manager)

+ Ag the manager: What is your reaction to your meet-
ing with your direct report? To your direct report’s
closing comments?

« How do you feel?

* How will you approach your manager?

« What will you say to your manager?

* How will you describe the situation to her/him?

* What advice will you ask for?

* What additional information do you need, if any, to
deal effectively with this?

Direct Report’s Mentor’s Questions
{((nven to group representing the Direct Report’s Mentor)
+ What is your opinion aboutthe direct report’s attitude
and behavior?
- What.did you see or hear that supports your opinion?
* What is your role, if any?
s What questions do yowhave for €he direct report?
* What advice will you give to her/him?

Manager’s Manager’s Questions
(Gaven to group representing the Manager’s Manager)

» What is your opinion about the manager’s behavior
and attitude? What did you see or hear that supports
your opinion?

= What is your role, if any?

- What questions do you have for the manager?

* What advice will you give the managex?
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ROLE-PLRY EXERCISE
Time: 45 to 60 minutes

Meaterials: Character Profiles; Key Learnings; Video; VCR;
(Optional: Video Highlights and Key Questions) and
Flipcharts

Instructions:

1. Give a brief overview of what the participants are about to
watch. For example, the video we are going to watch is
entitled It’s All in the Presentation: A Double Standard for
Women? and it is about how a woman of color might inter-
pret “feedback” that is given to her by her manager when
she strives to bring her own style to a presentation she
has made.

2. Hand out the Character Profiles.

3. Ask participants to watch for waysin which the ch@rac-
ters could have improved their communication. You may
also invite participamts to take notes.

4. Watch the video.

5. Divide the large group into sub-groups of 4 to b partici-
pants.

6. Provide participants with the following instructions:

* In your sub-group, identify the key diversity problems
and key issues. Post these on the flipchart.
(20 minutes)

- Identify what contribution each character made to the
problem, if any. ldentify what each character did that
was positive or helpful.

» Identify the individual with whom you are more
empathetic. Why?

= Prepare a role-play in which you demonstrate how the
participants might resolve the problems you identified.
Role-play the exchange within each group and discuss
the results.

7. Reconvene into the large group and discuss the partici-
pants’ Key Learnings. Following this, the facilitator might
request a single group to perform their role-play for the

group.

8. Facilitators should ask participants what key learnings
they obtained from the video and interactions.
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8A. At this point the facilitators could enhance the discussion by
using the video highlights and associated Key Questions.

9. Facilitators should ask participants what key learnings
they obtained from the video and interactions.

10. Hand out the Key Learnings. Allow participants a brief
time to review and respond to them.

11. Facilitator should wrap up with appropriate concluding
comments.
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FISH BOWL EXERCISE
(VARIATION OF ROLE-PLAY EXERCISE)

Time: 45 to 60 minutes

Materials: Character Profiles; Key Learnings; Video; and
VCR; (Optional: Video Highlights and Key Questions)

Instructions:

1.

10.

10A.

11.

(Give a brief overview of what the participants are about to
watch. For example, the video we are going to watch is
entitled It's All in the Presentation: A Double Standard for
Women? and it is about how a woman of color might inter-
pret “feedback” that is given to her by her manager when
she strives to bring her own style to a presentation she
has made.

. Hand out the Character Profiles.

. Ask participants to watch for waysin which the charac-

ters could have improved their communication. You may
also invite participants to take notes.

. Watch the video.

. Ask fer two volunteers. Each will play one of the roles

portrayed 1n the video.

‘Divide the large group into two groups.

. Bach group will coach one of the characters in resolving

the problems identified in the interaction. (20 minutes)

. The two volunteers will perform the role-play before the

large group, using the feedback they received from the
group.

. After the role-play the facilitator should debrief the partic-

ipants on how well the role-play came out. Ask what key
learnings they obtained from the video and interactions.

Hand out the Key Learnings. Allow participants a brief
time to review and respond to them.

At this point, the facilitator could enhance the discussion
using the video highlights and associated key questions.

Facilitator should wrap up with appropriate coneluding
comments.

VIDEO DEBRIEF EXERCISE
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EMPATHY EXERCISE
Time: 45 to 60 minutes

Materials: Character Profiles; Key Learnings; Video; VCR;
{Optional: Video Highlights and Key Questions) and
Flipcharts

Instructions:

1. Give a brief overview of what the participants are about to
watch. For example, the video we are going to watch is
entitled Its All in the Presentation: A Double Standard for
Women? and it is about how a woman of color might inter-
pret “feedback” that is given to her by her manager when
she strives to bring her own style to a presentation she
has made.

2. Hand out the Character Profiles.

3. Ask participants to watch for ways'in which the charac-
ters could have improved their communication. You may
also invite participants to take notes.

4, Watch the video.

5. Divide the large group into sub-groups of 4 to 5 partici-
pants.

6. Provide participants with the following instructions: (20
minutes) Individually jot notes on your answers to these
questions:

* Toward whom did you, personally, feel most
empathetic? Why?

» What do you believe are the legitimate issues from the
person’s point of view?

* What should the other person have said/done differently?

= After each individual has made his or her notes, the
group should discuss them and try to come to a consen-
sus. List key points on a flipchart. Select a spokesper-
son to report back to the group.

7. Reconvene the large group. Have spokespersons present
their group’s advice/strategies. After the first group, the
facilitator may ask if other groups cited additional strate-
gies, in order to avoid repetitive report-outs.

7A. At this point, the facilitator could enhance the discussion
using the Video Highlights and associated Key Questions.

YIDEO DEBRIEF EXERCISE
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8. Facilitators should ask participants what key learnings
they obtained from the video and interactions.

9. Hand out the Key Learnings. Allow participants a brief
time to review and respond to them.

10. Facilitator should wrap up with appropriate concluding
comments.

e

YIDEO DEBRIEF EXERCISE

e
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BRAINSTORMING/CONSULTING EXERCISE

Time: 45 to 60 minutes

Materials: Character Profiles; Key Learnings; Video; VCR;
{Optional: Video Highlights and Key Questions) and
Flipcharts

Instructions:

1.

2,

Give a brief overview of what the participants are about to
watch. For example, the video we are going to watch is
entitled It’s All in the Presentation: A Double Standard for
Women? and it 1s about how a woman of color might inter-
pret “feedback” that is given to her by her manager when
she strives to bring her own style to a presentation she
has made.

Hand out the Character Profiles.

3. Ask participants to watch for waysin which the ch@rac-

ters could have improved tHeir communicatioh. You may
also invite participants to take notes.

. Watch the video.

. Divide the large group into sub-groups of 4 to 5 partici-

pants.

» Provide participants with the following instructions and

appropriate handout:

* First, brainstorm and record on the flipchart the diver-
sity and other related issues you saw in this vignette.
{20 minutes)

* Discuss and prioritize the list; identify the top 3 to 6
issues your group thinks are the most important. Be
prepared to report-out on these.

= Put yourselves in the role of a consultant to both indi-
viduals and their company in the video. How would
you recommend they resolve this situation? List your
advice/strategies on the fipchart and prepare to report
these out to the large group, as well. Select a
gpokesperson to report back to the group.

7. Reconvene the large group. Have spokesperson present

their group’s advice/strategies. After the first group, the
facilitator may ask for additional strategies other groups
cited, in order to avoid repetitive report-outs.

VIDEO PEBRIEF EXERCISE
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7A. At this point, the facilitator could enhance the discussion
uging the Video Highlights and associated Key Questions.

8. Facilitators should ask participants what key learnings
they obtained from the video and interactions.

9. Hand out the Key Learnings. AHow participants a brief
time to review and respond to them.

10. Facilitator should wrap up with appropriate concluding
comments.
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SUPPLEMENTARY DEBRIEF EXERCISES

The exercises in this Supplementary section are best used in
conjunction with particular video scenarios, although you

may still find ways to adapt them. The numbers of the rele-
vant scenarios are listed in the introductions to each exercise.

EMPLOYMENT INTERVIEW EXERCISE

Note: This debrief method will be especially relevant to those
scenarios that deal with issues of recruitment and retention of
women, people of color, people who speak English as a second
language and other non-dominant groups. Thus, it will be
particularly relevant to scenarios #11, #15, and possibly #1,

Time: 45 to 60 minutes

Maierials: Character Profiles; Key Learnings; Video;VCR;
{Optional: Video Highlights and Key Questions)and
Flipcharts

Instructions:

laGive a brief overview of what the pa¥ticipants are about to
wateh, For example, the video we are going to watch is
entitled ft's All in the Presentation: A Double Standard for
Women? and itds8 about how a woman of color might inter-
pret “feedback” that is given to her by her manager when
she strives to bring her own style to a presentation she
has made.

2. Hand out the Character Profiles.

3. Ask participants to watch for ways in which the charae-
ters could have improved their communication. You may
also invite participants to take notes.

4. Watch the video.
5. Divide the large group into sub-groups of 4-5 participants.

6. Provide participants with the following instructions:

* Each group will develep employment interview ques-
tions that address the difficulties and tensions that
potentially arise when women, people of color and
those who speak English as a second language are
interviewed for employment by someone of a dominant
cultural group, such as White, male, or native English-
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10.

11.

speaking. Make certain that the questions are ones
that do exhibit understanding, experience, connection,
ete. as to why members of non-dominant cultural
groups may have a hard time initially gaining employ-
ment because of intercultural shortcomings in the
interview process.
* Once the questions are developed, role-play the
employment interview within each group. One person
should represent the organization and another, a
prospective employee hoping to join the organization.
Following the role-play, all members of the group
should discuss the results of the interview, the efficacy
of the questions posed, the utility of the information
obtained, any intercultural communication glitches,
etc.

. Reconvene into the large group, where the facilitator

should request examples of effective employmefit inter-
view questions, where the interviewer and interviewee
have different cultural backgrounds? The facilitator
should chart the questions.

. Followingsthis, the facilitator might request a singlé group

to perform their role-play for the group.

. Hand out Video Highlights and Key Learnings.

Onceythe Videa'Highlights and Key Learnings are distrib-
uted, facilitate a discussion around them.

Facilitator should wrap up with appropriate concluding
comments.
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