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9.2 CULTURAL DIVERSITY AWAR

Purpose

cu
1. To identify your attitudes and perspectives regarding
re of and understand your prejudi

ntial consequences of your ap

)

w

To help you become awa

To help you understand the pote

Directions

1. Read each statement and circle the number that best describes

i rong answ
2. Beas candid as possible with your responses; there are no right or wrong

n

2 12 | cocht easlly with people who look dlfferent than me

',;,and amable to communlcate easlly with them
13.

_ Vlsitedge.sagepub

1am aware of my own biases and how they affect my
thlnkmg

lcan honestly assess my strengths and weaknesses in the

~area of diversity and try to improve myself.

| assume good intent and ask for clarification when I don't
understand what was said orimplied.

| challenge otherswhen they make raclal/ethnic/sexually

. offensive comments or jokes.

I speak up if | witness another person being humiliated or
discriminated against.

I do not participate in jokes that are derogatory to any

: lndwidual group.

I don’t believe that my having a friend of color means that
I'm culturally competent.

I understand whya Tack of diversity in my social circle may ;

percelved as excluding others,

I realize that people of other cultures have a need to

support one another and connect as a group.

i vl do not make assumptlons abouta person or lndlvldual
- group unti! I have verified the facts on my own.

I have multiple friends from a variety of ethnicitles and
abmues

fminterested in the Ideas and bellefs of
think and belleve as | do, and | respectt
when | disagree,

PEOpIe who don't
helr opinions even

eNESS QUE
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ltural diversity

ces and biases
proach to diversity in the workplace

your beliefor behavior.

ers.

Almost Almost
Never Never Sometimes Always

1 2 3 4

1 2 3 4

1 2 3 4

1 2 3 4

1 2 3 4

1 2 3 4

1 2 3 4

1 2 3 4

1 2 3 4

1 2 3 4

! 2 3 4

1 2 3 a

! 2 3 4

.com/north ' ;
, ouselintroge fora down|oadab|e version of this questlonnaire
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rkto make sure peaple who
heardand accepted.
.~ lrecognize and avoid language that reinforces
stereotypes.

mowotherS' stereotypes associated with my ethnicity
Iencourage People culturally different

speak outon their issues and concern
Issues and concerns.

from myselfto
sand | validate their

_ mewhen discussing or viewing an issue.

 lunderstand that I'm a product of my upbringing and
~ believe there are valid beliefs other than my own.

’;pt-take physical characteristics into account when
eracting with others or when making decisions about
'S’ competence or ability. ;

_ Irecognize that others stereotype me and I try to
overcome their perceptions.

ude people culturally different from myselfin team
-making processes that impact them.

23 | actively seek opportunities to connect with people

- different than me and seek to build rapport with them.

“ééior}‘blindness" is counterproductive and
person’s culture or history.

‘,oid r"_i}eneralizing behaviors or attitudes of one individual

3 group to others.

convey that employees or students of varying
grounds are as skilled and competent as others.

do'mttfy tojdstffy écts of discrimination to make the victim

feel better. | validate his/her assessment of what Qccurred.

, about and appreciate the richness of other

and honor their holidays and events.

belleve there are policies and practices in Place&h‘:‘;

WﬁﬂVely impact people outside the majority culture.

Hinderstand the definition of Interna

cts people of color. e

believe thvawt réce is a soclal construct, nota s¢

accept that [people’ iences and
at [people’s] exper
p?c? hbha/pthey interact and trust me.

jentific fact.

Sy CTE lllinols 1
&d from Special Populations p¢ tural-competency M

scte Org/|nqex,pnp/resources/cu

e Never  Never Sometin :
are different from me ara rwmers és  Always Alavs

lized racism and how

eadership Project. (2016). G
odule

Almost

2 3 4 5
P/ 3 4 5
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2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5
7 3 4 5
2 3 4 5
2 3 4 5
2 3 4 5

2 3 4 5
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9.2 CULTURAL DIVERSITY AWARENESS Q
{Continued)
Scoring

jversity awareness score
i cultural diversity .
Sum the numbers you circled on the questionnaire. This number is your
um

Total Score

Cultural diversity awareness score:

Scoring Interpretation . : S '

This self-assessment is designed to measure your beliefs and behavior regaf'dln_g CU|thj:ir?3|i:sIV:|r'15clintlhaar']c g‘uctirséon- A
higher score on the assessment indicates that you are acutely aware of prejudice an > " 3t’ ' d‘{eW
aware of the impact of your behavior on others. Individuals who score high rel'ate to others in ways that value diver-
sity. A lower score on the assessment suggests that you are unaware of prejudice and bias, .and tha?t you are lilOt fully
aware of the impact of your biased behavior on others. Individuals who score low communicate with others in ways
that do not value diversity.

Ifyour score is 130-160, you are in the very highrange.

If your score is 100-129, you are in the high range.

if your score is 70-99, you are in the moderate range.

If your score is 40-69, you are in the low range.

Ifyour score is 0-39, you are in the very low range.

Improve Your Leadership Skills
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3 OBSERVATIONAL EXERCisE

ity and Inclusion

zation? How important do you think diversity is in your place of work? Why?
- Arethere areas within your organization that have less diversity than other areas? Do you think the organiza-
. tion should address this?

- What challenges do you face regarding diversity among those whom you supervise?

: _ How do you treat employees/followers who are different from others? Do you allow everyone to participate
- indecision making?

* Whatisthe best way to make an employee/follower who is a minority feel genuinely included with others?

on ybur observations, how important is diversity and inclusion to the leader you interviewed?

1 Metap taphor in Table 9.2 (i.e., melting pot, salad, or smorgasbord) would you use to describe the way the
approaches his or her followers? Give examples to illustrate this metaphor.

; !he'e d h Ids any stereotypes about others? In what way do these affect his or her leadership?
1 ader holds

d your answer.
ege Is In any way related to how this person leads? Defend y

ise.
S selntrode for adownloadableverslonofthls exercise
L e /northouselintrode

it edge.sagepub.com
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9.4 REFLECTION AND ACTION WO

RKSHEET

Diversity and Inclusion

Reflection

1.

[

Whatis your response to the word diversity? Do you think it s 8 significant problem in our society, or do you thiny

itis overemphasized? Explain your thoughts on diversity.

own In Table 91 (i.e., age, gender, race, mental ang

Reflect on the six primary dimensions of cultural diversity sh ) :
pe of diversity is easiest for you to embrace, ang

physical abilities, ethnicity, and sexual orientation). Which ty
which is hardest for you to embrace? Why? Explain your answers.

One way to explore the concept of inclusion is to reflect on your own personal feelings about inclusion. In a
group situation, how much do you want to be included by others? Using a personal example, discuss a time
when you were in a group or on a team when you felt included by others and a time when you felt excluded.

Why did you feel included in one situation and not the other? Elaborate and discuss.

Think about what circumstances got you to where you are today. Do you have a past that some would describe
as privileged? Or, would you say you are not privileged? Do you see your colleagues or coworkers as having
privilege? Discuss your thoughts on privilege.

Action

Explore your answers on the Cultural Diversity Awareness Questionnaire. Select three items on which you
chose almost never or never. Based on your responses to these items, discuss what you could do in your own
leadership to be more inclusive toward others.

Imagine for a moment that you have been selected to lead a group service-learning project. What will you say 0
make others in your group feel psychologically safe? In what way will you let them participate in decision mak-
ing? How will you encourage those individuals who are most different from the group to feel like insiders yetstil
unigue? Discuss.

As discussed in the chapter, stereotypes often get in the way of Including others who differ from us- what
common stereotypes do you sometimes attribute to others (e.9., a White male police officer, a Muslim woman

wearing a hijab, or a transgender man)? How can you change thes N
e st ? will you§
yourself to eliminate these stereotypes? Discuss, ereotypes? What messages will ¥

' Sy Visit edge.sagepub.com/northouselntrode for downloadable version of this workshee®
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Statements

1. ifsome group members do not fit in with the rest of the
group, lusually try to include them.
2. |become irritated when some group members act :
~ stubborn (or obstinate) with the majority of the group.
3. Building a sense of group unity with people who think
differently than | is essential to whatldo as aleader.
4. lam bothered when some individuals inthe group bring
_ upunusualideas that hlnder or block the progress ofthe
- restofthe group.
5.

If some group members cannot agree with the majority of
the group, | usually give them special attention.

. 6. Sometimes i ignore individuals who show Ilttle interest in
‘ group meetings.

When making a group decision, | always try to include the
interests of members who have different points of view.

. B. Tryingtoreach consensus (complete agreement) with
- out-group members is often a waste of time,

I place a high priority on encouraging everyone in the
group to listen to the minority point of view.

10. & Wheﬂ differences exist between group members L

Listening to individuals with extreme (or radical) ideas is
valuable to my leadership.

12, Whena group member feels leﬂ out, it Is usually his or her
. ownfault, -

13. 1give special aﬁenﬂon to out-group members (I €.,
individuals who feel left out of the group).

: Mndcemin group membefs frustmung when

s " Visit edge.sagepub

usually call for avote to keep the group movlng forward .

theybring = 4
upbsuasmatconﬂlctwlthwhatmeremmhagmup oo e

Purpose

» | ' Toidentifyyour attitudes toward out-group members
-grou

g 2. Toexplore how you, as a leader, respond to members of the out-group
F
'5 Directions
>| .
o)
=

Strongly
disagree

1

Place yourselfin the role of a leader when responding to this questionnaire.

Disagree

2

Neutral

Agree

2. Foreach of the statements below, circle the number that indicates the degree to which you agree or disagree,

; "Sfrongly
agree

’co > E . :
mlnorthouselntrolle fora downloadab|e version of this questlonna"e
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102 BUILDING COMMUNITY QUESTIONNAIRE

; e even-numbered items, but reverse the score value of

andSto! with 3 remaining unchanged). YPUr [8spantes .9, change 190 5,210 4, 4102,

the responses of the odd-numbered items and the converted values of -
: '1: e v iy the even-numbered items. This

“pytal Score
N gml' p score:

M‘Q Interpretation

misquestionnaire is designed to measure your response to out-group members,

'+ Ahighscore on the questionnaire indicates that you try to help out-group members feel included and become a
~ pertofthe whole group. You are likely to listen to people with different points of view and to know that hearing a
- minority position is often valuable in effective group work.

- An average score on the questionnaire indicates that you are moderately interested in including out-group
- members in the group. Although interested in including them, you do not make out-group members’ concerns a
priority in your leadership. You may think of out-group members as having brought their out-group behavior on
themselves. If they seek you out, you probably will work with them when you can.

..:AlbWscore on the questionnaire indicates you most likely have little interest in helping out-group members
‘become a part of the larger group. You may become irritated and bothered when out-group members’ behav-
iors hinder the majority or progress of the larger group. Because you see helping the out-group members as an
Ineffective use of your time, you are likely to ignore them and make decisions to move the group forward with-
-~ Duttheir input.

ﬂYO’ﬂrScore is 57-70, you are in the very high range.

'Y,Amscore is 50-56, you are in the high range.

Your score is 4549, you are in the average range.

WSCOTG is 38—44, you are in the low range.

MSCOr eis10-37, you are in the very low range.

*Your Leadership Skills

g @_'“‘éfawve eBook version of this text, log
this chapter's questionnaire, you will receive individ
,,“Sybu_r leadership based on your responses int

eractive leadership assessment. After

in to to access the int
o ack and practical suggestions for fur-

uvalized feedb
his questionnaire‘

APPLICATION
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10.3 OBSERVATIONAL EXERCISE

OQut-Groups
: Purpose
: 1. Tolearn to recognize out-groups and how they form
a 2. Tounderstand the role of out-groups In the leadership process
>
=1 | Directions

2 . This can be an out-grou
g 1. Your task in this exercise Is to identify, observe, and analyze a”.acwal our girou;: oup, O ON a sports t eg m e
your place of employment, in an informal group, in a class group, ina community g ’ :
—t— : i i t-groups.
2. Foreach of the questions below, write down what you observed in your experiences with out-group

Name of group:
Identify and describe a group in which you observed an out-group.

Observations of out-group members’ actions:

Observations of the leader’s actions:

Questions

1. Whatis the identity of out-group members? How do they see themselves?

2. How were out-group members treated by the other members in the group?
3. Whatis the most challenging aspect of trying to deal with members of this out-group?

4. What does the leader need to do to Integrate the out-group members intothe | arger group?

: : Visit edge.sagepub.com/northouseintroge for a downloadable version of this exercise:
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24 REFLECTION AND AcTiopn WoRk o,
Groups
ed on the score you received on the Building Com
:isetoward out-group members? Discuss. Uty Questionnaire N Mol yols desert s it

' we discussed in this chapter, out-groups run ¢

ounter to building co ity i i
inkitis for a leader to build community? Discus g community in groups. How important do you

S.

‘One way to engage out-group members is to empower them. How do you see your own competencies in the
greaof empowerment? What keeps you from empowering others? Discuss.

Using items from the Building Community Questionnaire as your criteria, list three specific actions you could
ke that would show sensitivity to and tolerance of out-group members.

;ﬁ‘e‘laStSection of this chapter, six strategies for responding to out-group members were discussed. Rank
 Strategies from strongest to weakest with regard to how you use them in your own leadership. Describe
ically what you could do to become more effective in all six strategies.

fd;_a moment that you are doing a class project with six other students. The group has decldgd by
d %to do a fund-raising campaign for the local Big Brothers Big Sisters pr.ogram. Two pe?plg mlthe
Saidthey are not enthused about the project and would rather do something for an organ'zatlzn Lke
Huma anity, While the group is moving forward with the agreed-upon project, the;w:tzzoze;e:del?
é'have started missing meetings, and when they do attend, they are very neg . 1
actions you could take to assist and engage this out-group.

APPLICATION




