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DIVERSE STRATEGIES FOR INCLUSIVE WORKPLACE CULTURES
Alfred Ramirez, President, Diverse Strategies Now

www.diversestrategiesnow.com
Alfred Ramirez - What I believe

 MISSION: I develop and strengthen leaders, organizations and communities. I devote my life's
work to creating access & opportunities, achieving equity and eliminating barriers.

 VISION: A Safe, Just and Equitable world without barriers, where you can be your true self and
achieve your dreams.

 PHILOSOPHY: Listen. Learn. Lead. (Only in that order, or not at all.) Listen as if you don’t know.

AGENDA
Deliberate & Authentic discussion about:

 Modeling, Advocating & Promoting Diversity, Equity and Inclusion.

 Acting with both, urgency and patience with the process.

 Understanding Bias and embracing key Diversity concepts.

 Your role in fostering more inclusive environments.

 Close with Open Discussion Q & A.

noun: tip·ping point

 the point at which a series of small changes or incidents becomes significant enough to cause a
larger, more important change.

 the critical point in a situation, process, or system beyond which a significant and often
unstoppable effect or change takes place.

Community Tipping Point

Understanding Diversity and Inclusion
It really is all about you

Your Brain on Culture

 Hidden biases operating largely under the scope of human consciousness influence the way
that we see and treat others, even when we are determined to be fair and objective.

 Implicit bias refers to the attitudes or stereotypes that affect our understanding, actions, and
decisions in an unconscious manner.

 These biases are activated involuntarily and without an individual’s awareness or intentional
control (Blair, 2002; Rudman, 2004a)

 These associations are generally believed to develop over the course of a lifetime beginning at
a very early age through exposure to direct and indirect messages

Bias

 Some data indicates that the brain can process roughly 11 million bits of information every
second. The conscious mind handles no more than 40–50 of these information bits, with one
estimate as low as a mere 16 bits (Kozak; Lewis, 2011; H. Ross, 2008).

 “The bad news from the science is that even well-intentioned individuals have biases that can
impact their perceptions and behavior—producing discriminatory behavior.

 The good news from the science is that individuals, once educated on the science of implicit
bias, can impact those biases.”

Beliefs and Actions
When I think about Diversity, Equity and Inclusion what do I think about?
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What are my attitudes, beliefs and actions on these issues and culture?

 How do I approach these issues?

 Do I communicate my views on them to others?

 Do I create an environment of inclusion?

 Do I have allies?

Diversity Change Agents

 Individuals at all levels who are committed to facilitating change by modeling appropriate
behaviors.

 They take every opportunity to ensure that systems, policies and practices are flexible enough
to work for everyone, modifying them as appropriate to support and enhance diversity within
the community.

What is Culture?

 The common experiences, values, and traditions that create a sense of community within
populations.

 How have we come to know our own culture?

 We have developed a set of Behaviors and Beliefs known as Social Norms that become
acceptable and/or expected in any particular culture.

 We are a product of our culture—its cultural norms and values, and how we view ourselves
and others.

It is important to be culturally competent because diversity is reality. We are all Diverse!

What is Cultural Competence?
The ability to navigate and relate effectively in a society of cultural variation.

What is Cultural Competence?
“Cultural behaviors and attitudes integrated into the practice methods of a system, agency, or its
professionals, that enables them to work effectively in cross cultural situations.”

Cultural Competence
It is achieved by translating and integrating knowledge about individuals and groups of people in
specific practices and policies applied in appropriate cultural settings.

Improving your cross-cultural competency

 Become aware of your own cultural background.

 Someone else’s customs and beliefs may differ - there are no right or wrong cultural beliefs

 Become educated in cultural beliefs of the people you serve.

 Discover commonalities of experiences

What is diversity?
Diversity is the cohesive integration of people and their differences and similarities.
The purpose of cultural diversification is to increase:

 Access

 Participation

 Collaboration

Diversity is the similarities and differences of people found in our workforce, marketplace and
communities.
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Diversity includes many characteristics that may or may not be visible such as race, gender, physical
abilities, and age.

Diversity also includes less obvious characteristics that make us similar/different from one another.

 personality

 thinking styles

 ethnicity

 ability

 education

 religion

 job function

 life experience

 life style

 sexual orientation

 geography

 regional differences

 work experience

 family situation

Diversity and Inclusion

 The words “Diversity” and “Inclusion” are often used in the same sentence but, in fact, diversity
is the mix and inclusion is the effort that it takes to make the mix work.

 Diversity is Reality Inclusion is A Choice

 Having a diverse workforce does not guarantee that you understand how to make that mix work
or how to unlock its full potential.

 Creating an inclusive environment is complex. It requires effort and that we first unpack the
complexity before we can begin.

Global Diversity & Inclusion Benchmarks
• Inclusion is a dynamic state of operating in which diversity is leveraged to create a fair, healthy, and
high-performing organization or community.

• An inclusive environment ensures equitable access to resources and opportunities for all.
• It also enables individuals and groups to feel safe, respected, engaged, motivated, and valued, for who
they are and for their contributions toward organizational and societal goals.

Identities and Shifting Selves (Fried, 2011)
• Identity is “a sense of one’s value and contributions to one’s social world” (Erickson, 1968)
• Traditional models fail to address life experiences with multiple sources of identity (intersectionality)
• Most cultures frame identity as a relationship between person and community (Geetz, 1983)

Intergroup Contact Theory (Pettigrew, 1998)
• Contact needs to be long enough to allow anxiety to decrease and comfort to increase for members of
different groups
• Key conditions: – Equal Status – Intergroup Cooperation – Common Goals – Support by Social and
Institutional Authorities

Inclusiveness:
The act of encouraging acceptance and belonging.
Welcoming culture where people can be themselves, thrive and fully impact the organization.

How inclusive are you really?
• How do your personal biases impact your ability to be inclusive?
• How do your blind spots impact the quality of your day-to-day decisions?
• How do you know that you are really being objective?
• Who is in your In-Group?
• Who do you not notice at work?
• How do you know when someone is a “good fit”?
• What criteria are you using?
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Creating Inclusion Requires:
Reclaiming and understanding your own cultural background
Becoming conscious of your own world view: diminish cultural misinformation
Understanding your behavioral tendencies and how your behavior affects others
Learning that: “different” does not mean “less than”
Accepting differences as valuable: “equal” does not mean “the same”

Creating Inclusion (Cont.):
Respecting, appreciating, understanding, and valuing individual differences
Enhancing strategies for working together to increase productivity
Increasing your effectiveness by improving your relationships with others

I can move toward a more inclusive environment by:
1) Being open to others that are different than me
2) Becoming more self-aware of other’s needs
3) Continuing to learn
4) Engaging in difficult and challenging conversation
5) Speaking out
6) Engaging myself in creating a more inclusive community & society

What Got You Here Won’t Get You There (Marshall Goldsmith)

Steps to Inclusion
1. Ensure commitment and involvement of your senior leadership
2. Conduct a cultural audit using an external consultant to determine what issues really need to be
addressed
3. Only conduct global inclusiveness training if it is a direct need from the cultural audit and is
customized to fit your culture.
4. Ensure that the change management goals and the diversity training are congruent and that your
employees can see evidence that you are serious about changing the culture.
5. Ensure that you remain sensitive to the needs of each global region
6. Ask tough questions about what the dominant culture groups are able and willing to change –
inclusiveness is not a one-way street.

Critical tools and knowledge for organizations of any size gain the ability to:

 Build and sustain an inclusive-centric culture

 Identify, prioritize and act on undiscovered needs

 Effectively design and implement diversity growth strategies

 More effectively communicate efforts and engage all

 Develop a Brand that creates measurable diversity value

Agile planning has several characteristics that can be applied to Diversity:
• frameworks and tools able to deal with a future that will be different;
• the ability to cope with more frequent and dynamic changes;
• the need for quality time to be invested for a true strategic conversation rather than simply being a
numbers game;

• resources and funds are available in a flexible way for emerging opportunities.

THANK YOU!
Alfred Ramirez


