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R oo G AR OEHET AL RPA R RIF L GERE
SEFPAERTNETE T PN T > FAEITELANE ERIFL- B
FBER AL A FE PR RO BT 1960 £ A B 4nens fEEH (Civil Right
Movement) > A AL ¢ & fOT 1 & enB27 G308 § Prag &+ Rk
R BRSO E R S FIRE - FAE 0 &

&
PSR G S A ik R kR - R B T Bt R
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Fo& FrEEEP G

AR R AECRT L A R RBE G o O 0 E R
FORT R G FLALTEREREE LR 2R RS LT
*ﬁ?&ﬂ’iiﬁiéiaﬁitﬁﬁ—%iﬁﬂx{%ﬁﬁﬁiif
HA L AR A SR AL P ALK A - ke L i
REARIMFIR > FRE A B A TR RGP TERE 5 -
& TR

C ok gded L ER DR LGB TSR E R e
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B o BofsEE R E Y+ & (University of Pennsylvania) 12 % & 503 fi &
#: (Dr.lanC. MacMillan) 2. &AL ZREF LT T AL P T DL EEALE
& % 4§ # % #2( Dr. Elijah Anderson- & JE B>+ 384 + &4+ € % > Yale University )
ZAp ¥ H AT A S S L PR RIF L SR R
LEFIOR  FR A WRRLIR ) FREFAIHIFEXF LI H

pw)

BYERYTOE R 30 BRI §U K R e BrER
FHREE LRI R FL R EE Y G A S g2
WAL 20 0 R FREARN Rt L A8 E R AL SR A
1 eTaeAR 1 iFHE Y 2 5 ¢ 12 (Diversity Management in the Workplace ) | »
HHARICE B R R AL > 58 1960 £ S B e R B R T Rk
el i 0§ A F MR EA > B SHTF S ERAEE G RIhE A
PO A R 235 L0 o g

% 48 A P 1_F WAL 50 4 (President Bill Clinton) so i it 5 B % =

RN RAFR » $ 29 PR D G ML 2 RAAEE R R



W o XA HFRPUE REFEFIERNTE < Fizg o tLFF3
PREFEFAY O TR e RS SR AR ET oI 2 R
= # (Vanguard Corporation) &7 % =t 333 2 S5 3 € > & ¥ pFj LK >
FRAFRREE D HGTLF IR 23R AP 27 = % 0 #130
THas 2 Ao S gEPRo g7 L7 e e fhie s STR SR
m@%gﬁp;iérim;%%maﬁﬁ%;aﬂwﬁﬁ@ﬁﬁﬁ,%%
* ﬁ,j‘f%& C NI Z A R ARE L M7 13",1}7}5 R AT L A i
pre REIFPUEFL S ERE TR 7 4t 7O~ B st g8 )e
EE- DI L FEEPT FEEIRNEACE LA PR LOER
JE 4 iz iE 4 Barack Obama £ Hillary Clinton & A £ @32 & » i
PR ERKEEE S ks o 22 AFT 7 4R ehk 2 £ > Barack Obama &

o E b goEHE P 2L £ 4 (African American) | 5% » @ Hillay Clinton

KA p B Tt BB %E - v FEp D k> g 1960 £ N kK EF AL
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o R ii%%%gﬁﬁzﬁéﬁ@ﬁwwﬁﬁ
B 1960 & £ AEE B 4e2 150 F R L T AR ML FI R 2 3T B
BAT R EIE T 2 § F AR 2 A T RO B G -
AL F4cip & 76 5ok (Affirmative Action) ~ i##ﬁ&gﬁta‘;‘s“ e q
Ubﬂifﬁﬁrmé_i"fﬁ MEFERH 7 REWE 5 £~ BP9 33§ 1978
#- 4 = A2 F iz (Civil Service Reform Act of 1978) » F]pt & F #-j_

P e d gk AitdAe > - DL X ER Y &élifiﬁﬁgﬁﬁfﬁ%«ﬁ

-8 FRwiE

% WFcfpen® F i o mfg?immg v hiEd 100 E 2R o E g
12383 Bexd 2 %> T30k § & )’I&”ﬁ - 38 #7e% % 4y (Kellough and Selden,
2003)> @ & ¥ ¢k 3% ;%‘?Jz FHIEE D R ORETP L A T A
2% % §5¢0 (Caiden, 1999; Ingraham and Moynihan, 2001; Rosenbloom, 1998;
Thompson, 2000) = F & & e8> 4o % 30 i i P fF chfighd 7% - TR0 F
i Ee i > R RN DL RApat L Hek o

%5 Lee, Cayer, and Lan (2006) i~ 47 » + $F 348 - 4 - A~ #E 2 F iz
2R EEYE > 2l FE VMR A - ARFRRI Ay it
2% o kyp 5 Cayer (2004) chg iz » B 3h5 @32 kA & LR AR R
THAOH G AR S AL H AR BRGNS G IR DRGE T R R
€ F M IR AT EI e gt 1979 & FECY ChERBYT Y -

S g_ﬁ‘_}qtt%:«:u@;,\;g%mfﬂl BB Fa AR 1 KRGk

T FCRR AR BRT A D I B R e s R 22 b g (Arnold,



1998) > § Frrc/ipeni & BALE SR f B R 2 X B F R X 57 T ER
£ oo gt pEATdE kR e 2 onp i ard| & (Performance Management

and Recognition System) % B2 B i@ kF] & > @ & A | 72 F

¥ a JiiE SR I - e P 1980&@57%&?%*27’&%;5n‘vfé%é'ﬁ
14§ 74 &% (Petersand Savoie, 1994 ) -
T K IR AN - B eS —im % R g (\Volcker

Commission) suEik > B> - B L Fra~ {7 8ETFEA DI 3
LR AR ERLL PR ARE LT KB DR R XFF
FORPE S R FL 33T 2 & F 22 (Total Quality Management, TQM) » 7]
Bt B 1990 & 4 0 m R R B P 4 £ 2 (Federal Employees Pay
Comparability Act) » * 1 & 5 iy 4 ch% |- & 2 55 i Rkdnd od &
AR FCRRE R A & F pr B> WM 2k 34 (National Performance

v

Review, NPR)» R 2 A R F AR ‘TR BE > A UL 25— > Fia s o
BAR o RAECOTR o AL S d - 44 2 ERE R S %
i# % (Government Performance and Results Act of 1993) 33 4 4% = F /i >
g N BT o BPPFA 1993 R 1 v4 H 2 (Hatch Act) rasg i B2m g
Reptioide @ 00 EALE MR g I 2 B enfl R 1% o
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aa (Efh) | RE 1k p e $5%6
+ B oW R vkl [ mxAESm | FaEey |l HErEHA
(1977-1981) 3+ B Fir e |2 22 FIET PR
2B e | 3. BTt
LBt |4 2R 3 A
T oM R vkl | ETHLAEE | RETRR |1 BY MEERLAR
(1981-1989) ( Grace 2. 3@k B
Commission ) 3. v Al pgerT R
4, ¥ 18 % E
A F O | F A (Volcker | 2 4% 5 a0 |1 &3 ¥ 4 @ F
(1989-1993) Commission) | 4 ¥ ¢ = |2 " >m & @it
vz < F RS
3. ¢ 22}
4. 5 i RS A
T IE NCHIE 7Y TREE o | Foipcd |1 aBRsEEr
(1993-2001) B 2. A
3. #w i} b}
4. B R g Rk
R N I B2 [ NRE I A I PR
(2001-i% £ ) PR |20 AT
ELk 3. MR hET 2AFT
4. FA T F I FR
Tk kiR ¢ Lee, Cayer, and Lan (2006), page 23.

%=

+ %’K{:a

RNTE D FRELANT RAE
RN T R E RS

& 3k ?e Gertrude Ezorsky (1991) 3 ¢

PRIE &

. ~

B

§ o Anb i

I TEET TN T O

 BE A |/#§§—;—

e

2R

TR R TRk g 2T

LA 8

#» 7o i (Affirmative Action) 2 #

N

L
3}

Iv-—

’?ﬁrjair}

A

I s PR ™ x

LA AA

N

3051 4e

S R TT IS

- B ES R

R g 0 T M

e & ooy s
%% X3k B



2 2 4 (African American) ¥ @ 3 > T i;ﬁa:‘tﬁﬁg T Faie
FRBEREE - Tj*u%'»ﬁi{l [A2F: s R | ffr‘ii I R e i B
Tt B - ) ik g T 1 & o 2@ Daniel Bell and Nathan Glazer 4% !
-BEFE B PRE O AWELAF-FBIEFY 0 F - ﬁé%ﬁm“’mséé”a
EE R R PRE G4 f E Fois T A %:—Jﬁ » B F o I R B 9 4
¥iz— 2L Ezorsky 3n 5 gt gt £ A 5 F o F A 2R R E A il X B e
DT gHE S C SR RRAFL 0 T d TR R # e S T3F S
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BRI > A O {HDF R B A SR R4
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FAEFFOR AR o Ht o Ezorsky # A 0 BIRE B EERIIE R k2
g Fa XA fEERR > FA B PERESZARAGNIIRRED > R
METE A F B AT D I P AR AT gt ML A e
FoodRLHARARDZERFF 2 AL %F”E,%k;«tm A¥F ME o Flw
ife eigs 3 ki‘i Am>H ko G]bef*idﬂvﬁiﬁgqu\' °
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Ao RE R BAFEH S LSRR ERRTR L AL
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W T a A FIiE e A AT AR KA o RpINE
% 8 Fegey William L. Taylor #1986 & 2% 4. ;2 & #p 7] ('Yale Law Journal ) *

J%ﬁ?f%%@ﬁ’ﬁ%ﬁﬁﬁﬁﬁé%’ﬁéﬁﬁﬁﬁmﬁéw%’u

3 PREM T 0 w1060 & R M xS o d g RS Rl EF
N RR B R JIOEM SRR L BBV WP MG
Flpt et = A o1 p AL o

TR oo apmaaRs R ¥ e Al andis o B LIS R Y
FREERE FEG B AALRAT o R o RypE REE RDE 1
2OEFEE P REERREA %%@ﬁ{i"ii&%#ﬁgﬁm\ AR S et e I s 2
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EAE ii%%%ﬁﬁﬁiﬁﬁ%%
%%ﬂwgaﬁﬁﬁﬁﬁﬁﬁ&é%’ﬁi@ﬁ#&iﬁ%ﬁﬁm?%
VIR R I A ARZARBERY T AR MR (RAZ )

%= 1884-2004 & 5N Fe Rre B M T B HE B F 2 P A2 v b

R OCHEARR BB BT H% 2 F LA Tt B%
1884 131,208 13,780 10.5 0.2348
1894 180,000 45,821 25.5 0.2636
1904 290,858 154,093 53.0 0.3529
1914 482,721 292,460 60.6 0.4862
1924 521,641 415,593 79.7 0.4565
1934 673,095 450,592 66.9 0.5325
1939 920,310 622,832 67.7 0.7029
1944 3,312,256 (#) () 2.4926
1949 2,109,642 1,802,708 85.4 1.4191
1954 2,346,718 1,991,261 84.9 1.4559
1959 2,399,000 2,042,034 85.7 1.3543
1964 2,500,503 2,153,658 86.1 1.3082
1969 3,076,414 2,549,506 82.9 1.5276
1974 2,893,118 1,764,854 61 1.3686
1980 2,898,354 1,710,273 59 ()
1990 3,105,505 1,736,545 55.9 ()
1994 2,991,373 1,674,362 54 ()
1997 2,782,038 1,401,187 50.4 (#)
2000 2,702,721 1343168 49.7 0.96"
2003 2,714,727 1,353,531 49.9 0.929

Fa kR i3l p fi 7 (2005)0 # ¢ 1884-1974 & % U.S. GPO(1976: 305-306) ;
1980-1994 # % Ingraham (1995: 34) ; 1997-2004 # 5 OPM(1997 ;
2000 ; 2003) -

12000 # g 4 v o 281423231 0 2003 # hg 4 v ¥ @ 290,809,777 o F oA kR
http://www.census.gov/statab/www/part6.html(2004/12/12)
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He g @ @R enitAs o B2 F et 1990 # 2 (4R
RS TR w8 % (kT 0 2005) ¢ F 3 & RE A
FE O R ARG AP TR N A L g T gk
Fh o FR T Rt mE R LR

Fooa MW HRETIZRELE

&%iiﬁiﬁgﬁﬁﬁ%%’?ggﬁﬁﬁuﬁflfﬁﬂﬂlkﬁ
2 0 do% AP AL e E ROt i) 1990 & 7 2000 # A B OB - 0t
FABFIRGE (L4 =)o
220D R RPN AR EC T (R R B
1990 2000
T T R AN
R EA N I ol I S W ol fgb R EAN IV L A S ol A s
E e Bl =2 e = B B B - B B =
MoA T a G AR AN MoA T a G AR A
W] W]
g A 75.6 73.6 92.3 69.1 69.7 86.5
LR 11.7 16.5 4.7 12.3 175 7.1
VA 9.0 5.0 1.5 12.5 6.5 3.3
LT E | 28 3.3 9 3.8 4.3 2.3
3
Egei= ol 7 1.7 .6 9 2.0 8
A AR
FARR 2R (2001) ; $RAEHEA
d AT g g di- B o PR dedk gt LB - R kg o
1990 £ % » 6 A 4P FRE BG5S BN T36% 0 @ L5 F = b E

Ak MoEE s FiET 165% 0 H i P M5 BeE hE_ 0 3]0

B BBk eh
AIEE 8 A Rt B L E% P 92.3% 0 7 2000 # 0 6 A A AP R
WﬁﬁfﬁWﬁ?@¥*%%’%ﬁi§%%%§ﬁ%’ﬁ?¢£%§’@

BEREE e T AT 5 9F - BRA | ehL R o
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mfgg—-& Hsieh and Winslow (2006) %= 3 45 1 » &g B * —ti&i{ﬁﬁg

PR B LG RRGRE §E B AR AR LF T RRER

-+

ErRAB I A& d 2t g E 4R (double discrimination ) i Ao

e ﬁ‘i Aek o XL EEM :fﬁam,\j‘f% N A R E&"

HoORA L E P ERS o Bola T o dod 2 2000 & HFOR G G0 2Lgb
1 T B 2 ’Kﬂ‘zf-]“‘ b IREREF I B 5 69.4% 0 23] B E%‘ii:‘; v BB IR
P THE A b0 6169 AT T BEEMMRDNTG A
R kRPN S & g Elijah Anderson shg i 0 B iRi d WAEET P
{273 P Flt g o A REF T if]*u“‘:f‘— i B RRERREFS
MEFLITEE - a FRARALSG > B hgidieT !

...... | am an ethnographer of the US black community, and it is from this
perspective that | can assert that in American society the black male carries a
very powerful stigma that too often results in his persistent marginalization in
employment, his high crime and incarceration rates, and ultimately his
premature social, political, economic, and physical death. When
"affirmative action” was initially proposed and legislated to deal with his
plight, it was immediately attacked. The benefits were then quickly labeled
"discrimination” and redirected to the daughters and wives of privileged
white men and other privileged and "honorary" white people. Because they
were characterized as less of a threat to hegemonic white people, black
women often benefited and were treated marginally better than black males,
who were then further emasculated and excluded; with only the most docile,
smart, lucky, and politically sophisticated able to prevail. Ultimately, the
greatest beneficiaries of affirmative action have been white women.

B2 AR % g —’F]: (170 3 N A L N P“’FS;,’:};; ) -&r%,j}%:cii_lfi’ 2EF R

“m\L

P FRRE o BEAR G ACEF (e dEA ) MARRIEWH B EE S Lok J”I‘
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PEEFACEHE RGO AT R T My Rz g o s Professor

-\

Anderson =iz kg 0 ELF 3 & fic (marginal) £EE® © 1o % gLz ek s 2

4T R A b A - B EASE (R de 4T )

PEAFRY AR R Y oA LR hd (6] %)

g A 2 4 7L R L RAx

v AR IRk

Pupgmad 72.0 16.3 6.1 3.3 2.2

THA 1 A HE 704 16.7 6.4 4.4 2.0
BEAR

LYK= 81.1 8.1 4.2 4.7 1.9

THA 1 A HE 78.2 8.7 44 7.3 14
FrcA R

LYK= 75.1 144 5.8 2.6 2.0

THA 1 A HE 74.1 15.2 6.2 3.0 15
kA R

LA X O 66.9 20.0 7.3 3.1 2.6

EX LR RS °d 63.1 22.7 7.3 3.8 3.3
a1

Psmami L 63.8 23.6 6.9 3.3 2.4

THA 1 A HE 58.4 290.1 1.7 4.1 2.7
Bty

Psmami L 65.9 20.2 6.9 4.1 2.9

R iR n/a n/a n/a n/a n/a
&3

Pupgmad 71.2 16.8 6.2 3.4

THE 1 A n/a n/a n/a n/a n/a

7R kiR - U.S. Office of Personnel Management. 2003. Federal Civilian mployment
Distribution of People with Disabilities by PATCO, RNO nd Gender.
(Unpublished Manuscript)
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I 0 A PBSNFO RN Y s A Lerib2 0t & (2001)

£ R
W SoHBmY % BEY %
Frehe & ﬁk\‘f#‘ 1,764,083 120,634 7.1 19,702 1.2
7 FTIR e 1,584,295 108,477 7.0 17,024 1.1
i 19,976 1,847 9.4 84 04
WLE A E 224,778 20,289 9.2 3,796 1.7
iz Ta”z’r* 10,145 845 8.7 144 15
# B
E3lva 659,228 46,820 7.2 6,548 1.0
B % 110,739 7671 7.2 1,120 1.0
Ehze 147,471 10,231 7.1 2,232 1.6
1 16,358 1,097 7.1 206 1.3
it R 16,056 1,034 6.9 131 0.9
EEE AL TR 65,125 3,937 6.5 702 1.2
K 4,841 290 6.5 79 1.8
¥ 40,061 2484 6.4 389 1.0
N FT 76,880 4736 64 713 1.0
Q i@ﬂi?‘] 65,455 3,212 5.0 367 0.6
RPES 127,182 3,984 3.2
H 6 7R 179,788 12,157 7.4 2678 1.6

L kR U.S. Office of Personnel Management. 2002. Demographic Profile of the
Federal Workforce. Washington, D.C.: Government Printing Office.

o8 HELR2

Ko $ RO EE S AP PAEE R KF #2824 Kalev
and Dobbin (2006)# i1 — B {4 TR & K o PP F AR G M SR
e & ;}JF}%QF s MEVT LML E,kaiﬁlj}i,}im,ﬁ_yﬁ C 5 AR R

R Eir 4R (networking and mentoring) » & st Bicdy b 7 g TIARE
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B (R Figurel ¥ Figure2) -
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Institutionalism ) £2 37+ & i % (Neoinstitutionalism) 32 3&4p % >
FlrioBRGBEREHE AL > L8 A8y Mg B ok
PR A DR SRR AN ¢ R e SE R iR
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90%

CORPORATE AFFIRMATIVE ACTION AND DIVERSITY POLICIES 509

B0%

70%

60%

%ﬂﬂ%

50%

Percent of Managers

30%

D e s

M

_ﬁﬂﬁtﬁﬁﬁiﬂﬂﬁfaﬁ—mﬁ#ﬁb
70 1972 1974 1976 1978 1980 1982 1984 1986 1988 1990 1992 1994 1996 1998 2000 2002
Year

|ﬂ— White Men —<— White Women —#— Black Men - - - —-Black Women

Figure 1. Percent of Managers: White Men and Women and Black Men and Women, 1971-2002

Nofe: Based on EEO-1 reports 1971-2002 sampled for Princeton University Human Resources Survey 2002,
Varying N. Maximum N = 708; EEO = equal eirploynent opporimity.

T0%

60%

h

0%

A
o
&

Percent of Workplaces

Figure 2. Percent of Private-Sector Workplaces with Affirmative Action Plans and Diversity Programs, 1971-2002

1970 1972 1974 1976 1978 1980 1982 1984 1986 1988 1990 1992 1994 1996 1998 2000 2002

Year
—— AA Plan —a#— Full Time EQ/AA Staff
—&— Dhiversity Committee — @ Duversity Efforts in Mgrs' Evaluations
—<— Diversity Training —— Networking for Women/Minorities
= = =Mentoring for Women/Minorities

Note: Based on Princeton University Human Resources Survey. 2002, Varying N. Maximum N = 708,

F 4L kR © Kalev and Dobbin (2006), page.599.
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BIRTE o 9 X 2L i
%’ﬁ?$'m%ﬁﬁ%ﬁliﬁ% SAFRER G TG 0 BRF

BT AR R S ARG A G T AL PG

<9

X175 Enk P2 EERAFE L2 A
FAC 2006 F RPFFITC AZiE- YL E £ 0 B3 4 #ior 42:iF 12,000 4 0 W ELE
- BARE AT O BARRCEI T AR R AT ERFTAFR

R T R RPN TR

=\

MIEE R S AR AT ST A L B BIE

B 1990 & A mtdp @ T E¥F (Fair Treatment)

W 2000 & 48 % - 0= O (Leadership 2020)

B 2002 # : % < 4t3= (Diversity Dialogue )

B 2002 & : = it F ¥ 342 (Multicultural Business Curriculum )

W 2003 & : §1* £ & - (Leveraging Difference | )

B 2004 & : p.pl% (The Edge WBT )

W 2006 & : §1* £ & = (Leveraging Differences Il )

W 2006 # @ % ~#% ¥ ,% 7| (Diversity Education Series )

RSP P L TR e MATER 1 ks S BRslieg F Ao
g ’”T? kas EFRAPFHYS IR R FY R
FEA s Boo bldo- B2 A “»;,,)I* EEANE

F_k
m’;t

A PR Akl b KBS S 0 BIE f F KB RN 22

Roptaf o § AL AL AT LA FEF o AR T RSP
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(As a child, 1 lived in the south where the colored people could only enter
the public schools. As a young man, | lived through the civil rights movement.
| have seen the evolution of racial/gender attitudes. | have to say there has
been a lot of progress. However, there are still a lot of implicit messages of
all people, not only white against black, black against Asian, or Asian

against whatever, people are against other people. )

CEETRR  FEELFAL IBM 1 itapFiE. BR AR

(1 have experienced discrimination in my life; when | was working at
IBM. ...Although IBM was progressive, their clients were not always so.
Although IBM per se didn’t discriminate against people, they had to be very
careful about whether their clients were comfortable with an African

American. )

B AHAGAE A A R RS- BRA  GREAFEH
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P ppg e RN A LFAF o B 7‘1#71’/7 /£ o

(In fact, I'm very good at what I’'m doing. However, being an African
American, it’s a matter of you have to ‘prove’ yourself with every clients all
the time.... In fact, African American professionals of my age shared similar
experiences with me. They went to college, studied hard, and prepared

themselves well, but they couldn’t find a job. )

V- R ASXPEREFT ek
BEFN 3 A RBARK LIF AR o RS JFRGESH o 7%';% BAG g s F
7oAk B RATF L GER e ip
AT o F R JET Fode o TRE G HF] WP R Ngfz,\v [
B R ITE AP S M EY PP R KT A S e

(The diversity training program is well designed but still can be improved.
Personally, | think it’s helpful. But in general, if it is mandatory for all
employees to attend, the result would be better. Some people never attended
the program because of their personality. That’s why | said it should be

mandatory so that people will learn what they didn’t know. )
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(The program should be more hands-on, like a focus group. | hope people

can be more comfortable with talking about the diversity issue. | hope to get
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i Research Motivation

= In theory: Different results from
studies

= In practice: Different responses from
employees

= To apply the ethnographic research
method to the business field




;L Research Questions

= How was the diversity program
developed?

= How did employees react to the
program?

= How does the diversity program
relate to organizational performance?

;L The Setting: Some Facts

= A financial services (primarily mutual
funds) business

= Established in 1975

= Employees: 500 employees in around
1990s—12,000 in 2007

m Assets: $3 hillion in 1975—%1.1 trillion
at the end of 2006




The Setting:
i History of Diversity Program

= The diversity training program began
in the late 90's.

= The slogan: Diversity is, first and
foremost, the right thing to do and
critical to the long-term success of
the organization.

The Setting:
i Diversity Training Program

= Late 90’s: Fair Treatment

= 2000: Leadership 2020

= 2002: Diversity Dialogue

= 2002: Multicultural Business Curriculum
= 2003: Leveraging Difference |

= 2004: The Edge WBT

= 2006: Leveraging Differences Il

= 2006: Diversity Education Series




+

Getting Access

= A classmate happens to be the
managing director of human
resources.

= She asked the leader of the diversity
group to help me.

= The leader’s secretary arranged all
the interviews for me.

Interviewees

Vanguard University
= Managing Director,

Human Resources Division

White African American
Male = Manager, » Chief Diversity Officer,
Retail Investor Group | Diversity Group
Female |= Manager, = Project Managetr,

IT;DAC Team Lead
= Project Manager,
Diversity Group




Interview Process

+

= An hour in-depth interview for each
employee
= Follow-up email communications

= Diversity Summit of the company

Players

+

= The Advocate
= The Adherent

= The Skeptic

10




:.L The Advocate

= The advocates hold the belief that diversity is

the right and moral thing to do. They

promote the programs basically because they

believe that the company or society needs to

be improved through the diversity program.

= Mostly colored people.

= Reason for support: ethnic background or
inspired by their mentors

11

:.L Quotes from the Advocate |

» As a child, I lived in the south where the colored
people could only enter the public schools. As a
young man, 1 lived through the civil rights
movement. | have seen the evolution of
racial/gender attitudes. | have to say there has
been a lot of progress. However, there are still a
lot of implicit messages of all people, not only
white against black, black against Asian, or Asian
against whatever, people are against other people.

12




i Quotes from the Advocate II

» [/ have experienced discrimination in my life; when
1 was working at I1BM. ...Although IBM was
progressive, their clients were not always so.
Although IBM per se didri t discriminate against
people, they had to be very careful about whether
their clients were comfortable with an African
American.

13

i Quotes from the Advocate 11

s In fact, I m very good at what I m doing.
However, being an African American, its a matter
of you have to ‘'prove yourself with every clients
all the time.... In fact, African American
professionals of my age shared similar
experiences with me. They went to college,
Studied hard, and prepared themselves well, but
they couldn't find a job.

14




:.L The Adherent

= People who keep a neutral attitude toward
the diversity issue; however, their jobs are
to promote the program

= People who enjoy this environment and
think this belief promoted by their founder
should be followed

= People who believe that the diversity
training program is helpful for their
management or job

15

:.L Quotes from the Adherent I

» / volunteered to attend the diversity
awareness committees because of a
conversation about my hairs.

n / attended them (diversity training
program) because I'm a diversity leader
and 1 have to prepare the answers to
the questions that people ask.

16




:.L Quotes from the Adherent I1

m There are several good reasons to
attend the diversity program in our
company. First, being a manager, we
have to know what s going on among
employees...

m The training program Is necessary
because leveraging people s difference
Is very powerful.

17

:.L Quotes from the Adherent Il

= ...Performance was improved. We
always tended to look at things in the
same way so that our view has become
very narrow. This really helps us know
others views.

n / think we actually need to take the
clients demography into account,
although 1 don' t have concrete numbers.

18




The Skeptic

People don’t think this issue is important.
They either never attended any

program (staff) or attended but without
any change (managers).

Probably no colored people.

Management level can't easily subscribe
to this category because of the
incentive/reward system.

19

Quotes from the Skeptic |

(The diversity training program) is well
designed but still can be improved.
Personally, 1 think it s helpful. But in general,
If It is mandatory for all employees to
attend, the result would be better.

Some people never attended the program
because of their personality. Thats why |
sald it should be mandatory so that people
will learn what they didn t know.

20
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Quotes from the Skeptic II

+

m The program should be more hands-

on, like a focus group. 1 hope people
can be more comfortable with talking

about the diversity issue. | hope to
get there.

21

+

Discussion:
Elements for ‘Success’

= Demand from leaders/management
support
= Company culture

= Functional consensus: Most employees
talk more about the positive side of the

program, because they enjoy the
environment very much.

22
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Discussion: Diversity Program
and Performance

+

= Although it’s not easy to establish the
relationship between the diversity
program and financial performance so
far, there are several variables that
can be taken into account:
= Satisfaction
= Turnover rate

= Working environment: Promotion rate,
representation rate

23

Thank You
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