Managing Organizational
Change and Diversity:
Current Issues

LEARNING GOALS FOR SECTION VI

» To examine successful strategjes for building a more inclusive workplace through corporate
leadership, diversity training, mentoring, employee resource groups, supplier diversity
programs, and corporate social responsibility initiatives

» To understand the need for more flexible work programs for parents, caregivers, and older
workers

+ To assess the value of diversity award programs

» To recognize and manage workplace bullying

+ To provide an example of an organization that is waorking toward inclusion and benefiting
from the diversity of its employees

The material in Section V1 is intended to examine what organizations are doing that contributes
to achieving effective management of a diverse workforce and to raise awareness of some current
controversial issues such as the difficulties of achieving work-life balance, the questionable value
of diversity awards, and the growing problem of workplace bullying,

To benefit from diversity, organizations and corporate leaders need to support policies and
programs that help to make all employees feel included and valued. In What Do Crganizations
Do to Manage Diversity? we examine some of these initiatives: diversity training, mentoring,
employee resource groups, supplier diversity programs, and corporate social responsibility and
philanthropy.

In Work-Life Balance Issues: Changing When and How the Work Gets Done, we make a
case for implementing more flexible work arrangements particularly for parents, caregivers, and




older workers, However,
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PROGRAMS

Carol P. Harvey .
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Assumpiion College, Professor Emerita

Well-managed diversity programs can benefit an organization in terms of the business case for
diversity and the stakeholders in terms of the involvement of employees, suppliers and the com-
munity. John Robinson, Director of the Office of Civil Rights for the U.S. Department of State,
lists five requirements for effective diversity leadership: making diversity visible, being specific
about what needs to be done, evaluating for results, providing constant reinforcement, and
making change intentional (diversityinc.com, n.d.).

To fulfill these criteria, direction needs to come from the top of an organization where the
CEO and Board provide the necessary vision and support. Without sufficient resources and lead-
ership, it is difficult to make diversity an advantage. There is a range of mission-critical diver-
sity initiatives that organizations implement including recruiting a diverge Board, appointing a
Chief Diversity Officer, providing effective training and mentoring programs, forming effective
employee resource groups, developing successful supplier diversity pyograms and contributing
meaningfully to corporate philanthropy.

GOVERNANCE AND DIVERSITY: CORPORATE BOARDS AND CHIEF
DIVERSITY OFFICERS
To understand the importance of diversity leadership, think/back to the Pitney Bowes case

where the three CEOs championed diversity and made it operational value. Once diver-
sity has a highly ranked champion, two ways to strengthen ggvernance in terms of support for :
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diversity initiatives are to have diversi
non-profit organizations) and to appoint a Chief Diversity Officer (CDO), an executive at

ty on the Board of Directors (or Board of Trustees for

the corporate level whose job is to oversee,
initiatives,

Corporate boards are expected to provide exp
tegic advice from an external perspective. Since one of the advantages to having diversity is to
add unique viewpoints, appointing diverse directors to a board should improve decision making
by minimizing groupthink and challenging the statys quo. Kim Goodwin, a director at Akami
Technologies Inc., once compared a homogeneous board to a fraternity where people conform
rather than challenge the norms (Carrns and Johnson, 2010, p-12),

Board membership in the U.S, is sti]] quite homogeneous. A 2010 Catalyst survey, of
Fortune 500 companies revealed that women held 15.7 percent of the board seats (with 2.9%
of these women being of color) and men of color comprised 6.8 percent of board memberships

(Catalyst, 2010). In 2011, ten percent of these organizations still had no female board members
(Ross, 2011),

There are pros and cons to diversifying corporate boards, Add
managed well, has the potential to result in conflict and gridlock.
issues is finding qualified diverse directors. In PwC’s 2011 Annugl

coordinate and fmanage an organization’s diversity

ert financial, legal, management, and stra-

ing diverse members, if not
However, one of the major
Corporate Director Survey,

require a range of specific skill sets such as experience at the ex
and knowledge of law, finance, accounting,
be harder to find,

However, when diverse voices are valued in the boardroom,
come these obstacles. Women, African Americans, Asians and Hispanics comprise 50% of the
board at Alcoa, 46% of the boards at PepsiCo, Aetna, Dow Chemical, and IBM, and 43% of the
boards at CitiGroup, Well Point, Wal-Mart, and Wells Fargo (Virtcom, 2009),

On the other hand, a heterogeneous board also offers advantages such as enhanced finan-
cial performance, the perspectives of a changing customer base, improved employee morale, and
Increased attractiveness to investors (Kidder, n.d.). Yet, only 17 of the Fortune 100 companies
have a board that is considered to be “highly diverse” with 40% of the directors being female or
people of color (Virtcom, 2009).

As with any group, just adding diverse individuals to the mix is not enough to ensure that
an organization will benefit from diversity. Diverse directors may be reluctant to speak freely or
to take a devil’s advocate position because they fear bein

g in the “O” or “only” position. Diversity
brings a range of differences in communication styles, such as directness v, indirectness and

culturally acceptable behaviors such as respectfully waiting for an opportunity to break into the
conversation vs. interrupting others. Board diversity, like employee diversity, must be well man-
aged by selecting new members carefully, helping newcomers to adjust, not dismissing dissent-

ing opinions tog quickly, and sharing the role of devil's advocate, etc, (Manzon, Strebel, and
Barsoux, 2010).

ecutive level, in global markets
etc. Diverse individuals with thege qualifications may

companies manage to over-




328

Section 6 + Managing Organizational Change and Diversity: Current Issues

There is a growing body of research that relates but not yet correlates, financial perfor-
mance to board diversity. For example, in 2007, a Catalyst study of Fortune 500 companies
revealed that “companies with higher representation of women on their corporate boards out-
performed on three key financial measures (Return on Equity, Return on Sales and Return on
Invested Capital) compared to companies with lower representations of women” (Catalyst, 2007,
P- 2). A 2013 study of 4,100 companies found that companies without any female board mem-
bers financially underperformed those with women on the boards (Thomson Reuters).

A similar study in Finland, where the law that requires board composition to be 33-50%
members of each gender, showed an adjusted return on assets 14.7% higher in companies with a
majority of female directors compared to those with a male majority (The Finnish Business and
Policy Forum, 2007). So, there are many good reasons to strive for board diversity.

Today, many organizations are moving the internal management of diversity away from
Human Resources where it was treated as a legal compliance matter to the executive level where
it can be treated as a strategic business issue by creating a new position called chief diversity
officer (CDO). Today, 60% of Fortune 500 companies have a CDO or someone with a simi-
lar title, an increase of 40 percent over 2005, The primary responsibilities of the CDO position
are to provide strategic leadership for an organization’s diversity agendas and to assure that the
corporation’s culture values diversity as a business imperative, i.e,, linking diversity to the bot-
tom line. CDOs function as change agents coordinating and integrating diversity as a strategic
opportunity for talent recruitment, product development, penetration of global markets and
community involvement, While this role will vary based on an organization’s mission, a 2010
study of 170 United States CDOs by Diversity Officer Magazine revealed that about 65% are at
the vice-presidential level and 75% report to the board on a regular basis. Recently the movement
towards having a CDO is a positive step in the diversity management process.

PROGRAMMATIC DIVERSITY INITIATIVES

In an effort to make diversity a business asset, while promoting employee inclusion, organiza-
tions have implemented a variety of programs. While some, like training and mentoring focus
more on individual employee needs, others like Employee Resource Groups and social respon-
sibility/philanthropy address group, organizational and/or community needs.

Mentoring Programs/Sponsorship

In the workplace, mentoring refers to the developmental process that occurs when a more
experienced person provides career guidance and support to someone who has less experience.
While many people develop and benefit from these informal mentoring relationships at work,
women and minorities are less apt to have the benefits of these networks so organizations also
create formal mentoring programs. The best programs have corporate support, clear goals,
sufficient training, and ongoing evaluation (Frankel, 2013). Membership in a non-dominant
group can lead to feelings of isolation and miscommunication that minimizes the advantages of
having a diverse workforce. So, besides providing career guidance, having an effective mentor
can help build feelings of inclusion, increase engagement and improve the retention of diverse
employees (Thomas, Murrell, and Beard-Blake, 2006).

Sponsorship\iqolves adding an advocacy component to the mentoring relationship:
A manager who beconies a sponsor takes a career risk by placing his own reputation on the
line when he assertively p%motes the talents of the protégée. For example, a sponsor is more -
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proactive and may recommend the e

tors see associates to the threshold of Power; spansors pull them through” (Hewett, 2013, p. 43).

Sponsorship is particularly important for moving women and people of color beyond the middie
management level {Johnson, 2013),

mployee for highly visible assignments, etc, While “men-

Affinity Groups/Employee Resource Groups (ERGs)

Douglas suggests that these groups also promote inclusion because the
for connections and Open up communication channels (2008). Today, many companies are
responding to their diverse employees’ needs for inclusion and the corporate need to stay com-
Petitive in a diverse marketplace by Sponsoring affinity or Employee Resource Groups (ERGs).

While some use these terms interchangeably, technically Affinity groups,
are “communities within a corporation that

y offer a mechanism

as the name implies,
are organized around employees’ similar circum.-
» 2008, p. 12). Affinity groups often have a more social
and mentoring focus. Although Employee Resource Groups (EGRs) usually provide similar
tied more closely to the mission of the organiza-
tion and utilizing diverse employees as a business resource. For example, ERGs can offer pro-
motional advice for products targeted to diverse populations, assist in linking the campany with
diverse communities for employee recruitment and in product development,

The origins of these groups goes back to the 1960’s, when corporations such as Digital

> Unwelcome and misun-
derstood in organizations long dominated by white males. Additionally, many of these employ-

ees experienced backlash and were unjustly stereotyped as “tokens,” Le., unqualified people just
hired to comply with EEO/AA laws, or to meet a government quota, even if they were fully quali-
fied for their positions. :

In the turbulent 1960’s, the Black employees at Xerox Corporation formed regional caucus
groups to secure fairer treatment for Black employees. In the process, these groups became a

caucus groups for its female and Asjan employees. !

Changing over time there are broader more inclusive categories for group memberships.
For example, Microsoft has ERGs for parents, GLBTs, and Employees with Disabilities, etc. In
addition, membership now is usually open to any employee with an interest in that topic. So,
someone who is able-bodied but who has a blind parent might have an interest in participating
in the group that focuses on people with disabilities and is usually allowed to do so.

Since ERG members can provide diversity related expertise in terms of reviewing promo-
tional materials for offensive content, contributing ideas for product development that meet the
needs of diverse markets, linking the company to diverse communities for employee recruit-
ment, and outreach and promoting cultural awareness the members can Operationalize diversity
as a competitive advantage,

Recent research indicates that an important business outcome of these groups can be
Increasing employee satisfaction and motivation. Each year Aetna Insurance conducts a yearly

Fora complete history of these pioneering groups see: Mary Gentile, (1960

). The Black Caucus Groups at Xerox Corpo-
ration (A) Case, Managing Excellence Through Diversity, Waveland Press,
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Eli Lily & Ford Motor Company Best Practices

Because the Latino population is expected to reach 132 million by 2050 and the proportion of Latinos
in clinical trials traditionally is quite low, the Latino ERG at Eli Lily pharmaceuticals worked with
medical staff and the community to develop more effective recruitment techniques for this popula-
tion. Hopefully, this will enable Eli Lily “to gain more information on medicine safety and effective-
ness within this population” (Hartley, 2010, p. 39).

At the Ford Motor Company, the “Employees Dealing with Disabilities Group™ has offered
input into vehicles designed for people with physical challenges, and the “Parenting Network”
reviewed minivan designs.

employee engagement survey of 34,000 employees and ERG members usually consistently scored
higher in employee satisfaction than non-ERG members (Zippo, 2010).

The most successful employee resource groups have direct communication and/or a spon-
sor on the corporate level, capitalize on the idea that diverse employees can be a competitive
advantage and tie to the business case for diversity (See Exhibit 6-1).

Approximately, 90% of the Fortune 500 companies currently have ERGs. To prevent
future legal liabilities involving affinity groups or ERGs, organizations need to proceed carefully
to minimize the appearance of favoritism towards specific groups. First, there should be clear
written guidelines and policies that specify where and when the group can meet {on company
property or not, on paid or unpaid time, etc.), and which organizational resources they can or
cannot use (email, intranet, copiers, office supplies, etc.). Second, membership in all groups must
be open to all employecs, even those who do not share the social identity characteristic that is the
focus of the group. For example, if the adoptive father of an Asian child wants to join the Asian
employees group, he must be allowed to do so. Third, ERGs or affinity groups cannot negoti-
ate terms of employment with management or they will be in violation of the National Labor
Relations Act. Fourth, all employees must be treated alike.

In 2005, General Motors won a court ruling related to employee groups from the 7th
U. 3. Court of Appeals (Moranski vs. General Motors Corp.). Mr. Moranski, a GM employee,
claimed religious discrimination under Title VII of the Civil Rights Act because the corporation
refused his request to form a Christian Employee Network at GM. Fortunately for GM, they had

EXHIBIT 6-1 Individual & Organizational Benefits of Affinity & Employee Resource Groups
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a written policy that no affinity groups could have a reli

soned that all religious groups were being treated the sa
discrimination.

gious or political focus. The court rea-
me and therefore, there was no religious

GlobaINotes

Aetna Insurance, long known for its successful ERG programs in the United States, recently launched
its first international group, the Dubai Families @Work ERG. This location employs a diverse staff
from India, the Philippines, Pakistan, Sri Lanka, and others. Many of these professionals are far from
their extended families, so the ERG members support each other by sharing information on childcare
and pediatrician referrals, Recently, the group addressed an organizational issue, the employees’ reluc-
tance to use online computer training programs, So, the ER( members organized and ran in-office
classes run by technologically expert fellow employees, which they refer to as their “power users,”

Diversity Training

sial issue with an interesting history. The early train-
ing programs of the 1970’s were designed to raise awareness of racial and gender differences

and to avoid lawsuits, However, these programs were often superficial, failed to change people’s
perceptions, and sometimes even reinforced stereotypes. In the late 1980 to the mid 1990’s the
focus was broadened to include more social identities and the goal was to improve the working
relationships between groups. Today, the more effective diversity training programs are tied to
an organization’s strategy and are part of an integrated diversity program.

, While it is estimated {that] organizations invest as much as $300 million a year in diversity
: training, they often get mixed results (Vedantam, 2008). The best programs are voluntary, focus

on specific skills, target change at the unconscious level, involve more active ways of learning,
and are assessed for effectiveness (Raine , 2008),

Best Practices

Sodexo, the food and facilities services corporation employs 300,000 people in 76 coun.-
tries. So, effective cross-cultural communication is an important otganizational value,
While all employees receive diversity training linked to the company’s strategic goals,

¥ training programs and Sodexo has linked its diversity

spend. Additionally, the 201
ployees agreed with the statement that they are valued for th
workplace,

Source: Celebrating a Decade of Diversity and Inclusion: Sodexo’s 2012 Diversity and Inclusion Annual Report.
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Supplier Diversity Programs

Many corporations have established supplier diversity purchasing programs which encour-
age and support the growth of businesses owned by women, minorities and disabled veter-
ans, Well run programs can provide buyers with competitive advantages through innovative
ideas, inroads into multicultural markets and communities, better understanding of emerg-
ing markets (diversityinc.com), personalized service, and even lower costs. For the suppliers,
the advantages are business development opportunities, mentoring, and training opportunities
such as the Johnson & Johnson scholarships to Kellogg & Tuck Business Executive programs
offered to women and minority small business owners (jnj.com).

Supplier diversity programs can be divided into two levels: Tier I suppliers are direct con-
tractors. However, many corporations that have supplier diversity programs also require that
their Tier [ suppliers purchase from organizations that are also owned by non-dominant groups.
When they do so, this is called a Tier I supplier program.

Initially, many of these procurement programs were driven by government mandates to
organizations that benefitted from federal contracts. While some would argue that there is no
longer a need to nurture the development of women, and veteran owned businesses, the data
do not necessarily support that position. In 2013, there were 8.6 million businesses owned by
women in the U.S. However, only 4 percent of these brought in $500,000 or more in revenue.
While minorities comprise 28 percent of the United States population, only about 15 percent
of the total businesses, with 3 percent of gross receipts are owned by minorities (Minority
Development Council, 2010).

AT&T & Supplier Diversity Best Practices

AT&T established its first supplier diversity program in 1968 by purchasing $175,000 in goods and
services from nine women and minority-owned businesses. Today, AT&T considers supplier diver-
sity as an important component of diversity in their program. In 2011, AT&T spent over $12 billion,
or 23% of their total purchases at certified diversity owned businesses (women, minorities, and dis-
abled veterans). In addition, at AT & T, all Tier I suppliers must develop their own supplier diversity
programs (i.e., Tier II). They also partner with colleges and universities to provide graduate-level
business training to these suppliers; and educate diverse suppliers by offering e-commerce workshops
on web-based procurement (AT&T . com).

The best managed supplier diversity programs share several common features: a requir
ment that the business is certified by independent agencies such as the National Minori
Development Council and the Women's Business Enterprise National Council as at least 51
woman, minority, or disabled veteran owned; commitment from the leadership of the purchasin:
organization; and ongoing assessment of policies and procedures.

Corporate Social Responsibility & Philanthropy

The National Philanthropic Trust estimates that corporate giving to charity in 2011 was w
$14.5 billion in cash, goods and services. An interesting trend in corporate giving during
recent recession was an increase in donated goods and services instead of cash contributs
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Wal-Mart, the largest donor for the past three years, gave over $300 million to local and
national charities. Currently, Warren Buffet, and Bill and Melinda Gates are successfully solicit-
ing pledges from rich capitalists to will at least 50% of their wealth to charity.

A significant number of organizations target their charitable giving and/or employee
volunteer programs to diverse populations. For example, in 2011, the Aetna Foundation
funded programs that encouraged Native Americans and racial minorities to consider careers
in medicine and supported healthcare initiatives for African American, and Hispanic moth-
ers and babies from underserved neighborhoods. Kroger, the largest grocery chain in the U S,
donated $1.5 million to military families. Safeway made significant contributions to the Special
Olympics, Easter Seals and Muscular Dystrophy campaigns. Bank of America has a company-
sponsored Volunteer Network allowing employees paid time to volunteer in their communities
to tutor and mentor youth, restore homes for the elderly, raise money for AIDS charities, etc,
(Bank of America, 2010).

McDonald’s Best Practices

McDonald’s Hispanic ERG provides an example of how these groups can help employees
as well as the community. Their Hispanic Employee Business Network’s mission is to de-
velop Latino employees but also to promote its Latino scholarship program that sponsors
Latino college students in the community (Gilmore, 2010),

Because funding derives from the profits of a business, corporations often link their
contributions to social causes that are related to their core values, missions, and stakeholders.
For example, Tyco, the manufacturer of safety and security products, supports a program to
reduce home-based tnjuries, in particular burns and domestic violence. Cox Communication,
the third largest cable company in the U.S,, contributes over $100 million annually to organi-
zations such as The Latin American Association, the National Urban League and the United
Negro College Fund. Cox also provides free television advertising to the Boys and Girls Clubs
of America, and Cable in the Classroom, a commercial free programming and online resource
to teachers (cox.com, 2010).

 While corporate philanthropy benefits both internal and external stakeholders, it also pro-
vides advantages to the organization. In addition to tax breaks, when employees and consumers
realize that a corporation is supporting a worthy cause, it helps in the recruitment of diverse
employees and improves the corporation’s public image.

Conclusion

To benefit from having a diverse workforce requires strong leadership and integrated diver-
sity initiatives that relate to the Organization’s strategic goals. Effective diversity management
requires change but the process needs to be deliberative and related to an organization’s core
values,




WORK-LIFE BALANCE ISSUES:
CHANGING WHEN AND How
THE WORK GETS DONE_

Carol P. Harvey
Assumption College

Because the 21st century labor force includes more working women, more fathers who want to
be involved in their children’s lives, more single parents, and more people who are responsible
for caring for an elderly relative or person with a handicap, and more older workers, there is
an increasing interest in more flexible work schedules. Ninety percent of the companies inter-
viewed in a 2009 Hewitt Associates survey cite work-life balance issues as the leading reason
that their workers wanted more flexible work arrangements such as job-sharing, temporary
leaves, compressed work weeks, telecommuting,.phased retirement, on and off ramps and part-
time employment.

Many countries have more progressive work-life laws and organizational policies than
the United States where the only federal legislation is the Famnily Medical Leave Act that grants
unpaid leave. Globally, particularly in the European Union, longer vacations, paid maternity/
paternity leaves, subsidized child care, etc., are more common. “While U.S. companies gener-
ally offer work-life programs as a competitive advantage the EU mandates them as a function of
social responsibility” (Joshi et al., 2002, p. 16},

THE BUSINESS CASE FOR WORK-LIFE BALANCE

Offering workplace flexibility relates directly to the business case for diversity because such poli
Cles attract a larger and better pool of potential applicants, decrease stress, burnout, absenteeism
and turnover, salary expenses and increase employee satisfaction, customer service, organiza
tional commitment, and motivation. For example, Deloitte & Touche, the global accounting firm
saved $41.5 million in employee turnover costs by retaining employees through their flexible
work programs (Corporate Voices, 2005). A 2000 study by the Center for Work & Family “found
that 70% of managers and 87% of employees reported that working a flexible work arrangement
had a positive or very positive impact on productivity” (2000).

When work-life balance issues are not addressed there can be organizational costs:
survey by Work-Life Benefits Consultants found that more than 25% of all employee abse
were caused by family issues. “For every $1 an employer spends in helping employees balance.
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g arrangements, actual implementation and usage
-“implementation gap” i, the resistance of organizat

Additional objections to flexible work arrangements include resentment from employees
who may not be eligible for such schedules, supervision concerns, difficulties in scheduling meet-
ings, and staffing-level issues during peak times (Carlson, 2004). The 2007 Work-life Evolution
Study concluded that “Work-life and flexibility still face skepticism in terms of their impact on
the bottom line” (p. 20). Additionally, even many of the organizations that do have flexible work

policies indirectly discourage their use for male employees and/or fail to promote those who take
advantage of such options (Frankel, 2007).

WORK-LIFE BALANCE: PARENTAL ROLES AND CARE GIVING

Work-life as a diversity issue results from changing gender roles,
ferences between generational values that conflict with traditional work schedules and older
employees financially unable or personally unwilling to retire. Women, who now receive
57% of the bachelor’s degrees and 60% of the master’s degrees awarded each year, com-
prise 50% of the.U.S. workforce (Harrington, Deusen, & Ladge, 2010). Both parents work
in over 70% of two-parent households and only 20% of U. S. families with children still
ther (Boushey & O’Leary, 2009). “The tradi-
tional family structure has been replaced mainly by dual-career couples and single heads of
household (20%) where the single parent is employed” (Boston College Center for Work &
Family, 2008).

However, because so many women with children are now workin
is no longer just a women’s issue: it’s a workforce issue”

new family structures, dif-

ough there has been an increase in the number of organizations that offer flexible
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Even when the childbearing years are over, there may still be a need to balance work !
responsibilities with the care of elderly relatives or those with a handicap. Currently, forty-four i
million people or over 21% of all U.S. households provide care for an older family member or one
with a handicap. A 2006 study conducted by MetLife and the National Alliance for Caregiving
estimated that the annual lost productivity costs to U. S. employers is $17.1 billion due to turn-
over, absenteeism, workday interruptions and medical crises involved with care giving responsi-
bilities. For an organization, the estimated total cost to replace a worker usually ranges from one
to one and half times his annual salary.

Even those without current family or caregiver responsibilities may value the option of a
more flexible work schedule. A survey by the Center for Work-Life Policy found that “87% of
baby boomers and 89% of Generation Y workers said that flextime was important to them and a
key motivating factor” (Hewitt Associates LLC, 2010).

WORK-LIFE BALANCE: FLEXIBLE WORK MODELS

Today, many mature workers are also interested in continued employment past their tradi-
tional retirement age but they seek a more flexible work schedule that allows more time for
travel, grandchildren, hobbies and volunteer work. Due to the prevalence of Baby Boomers,
in 2010 there were 26.6 million workers over age fifty-five in the U.S. While this age group
is healthier and more active, than previous generations, most are not eligible for traditional
pension plans and experienced declining retirement portfolios and home values in the
recent recession. As a result, by 2012 nearly 20% of the U.S. workforce is expected to be 5
or older and 50% of those 65 and older will be working or are actively seeking employmen
“By the year 2020, there will be 27.7 individuals aged 65 and older for every 100 workin
adults: this ratio will represent a 28% increase in just two decades” ( Challenger, 2005). With
more people living longer, 79-83 years for men and 83-86 years for women but fewer work
ers contributing to the Social Security and Medicaid programs, these demographics coul
place an enormous economic strain both on the federal budget and the growth of American
business. -

According to the American Association of Retired Persons (AARP) 68% of the work

‘@,&ﬁ&\\'\% SRR Q\'m D eiihex continue working past their traditional retirement age
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Best Practices

"+ At Accenture, the outsourcing and consulting company, employees can take advan-
tage of the “Future Leave” program. This is a self-funded sabbatical program that

allows workers to defer their earnings and fo draw on those finds while not working
Jewel] 2008)

- Continental Airlines reservation depariment kas an annual furnover rate of 5%
Wibie the industry rate 55 40%. Contimenta!s 600 agents can work fom bome and
2o take sdvanigge of an Froapded St Program that alloms 255 of the St lo
Liave tyree or more dys oo 7LDl b (Gialinsky Sy &-Prey: 2274
o AL Lo Agratbeon Coumpany; 7 ot SECLLH 207 v oo syppdisy emrbrEes
/ﬁzﬁfzﬁquf/’aﬁoffrfpﬂ&bflﬂﬁofm’orff/?/bf@ﬂ;ﬂdfﬁéﬁgfﬁgfﬂﬁff@bff/ﬂf
Lom work (Raptbeon, 2000
* AstraZeneca Pharmaceutical offers its sales reps the options of job sharing and

part-time schedules, Productivity metrics such as number of calls, presentations and

sales yields indicated that these workers compared favorably with the full time sales

force (Corporate Voices, 2005).
+ 1-800CONTACTS has reduced employee turnover by implementing a phone §ys-

tem that allows its call center workers to take sales and customer service calls from
home (Galinsky, Elby, & Peer, 2008).

WORK-LIFE BALANCE: REDEFINING "RETIREMENT”

Traditionally, retirement used to mean leaving one’s job completely and relying on defined ben-
efit pension plans and Social Security for support, Soaring health costs, increased longevity,
more reliance on self-managed defined contribution retirement plans instead of guaranteed
income streams, low savings rates, and a desire to try a new occupation or self-employment has
changed this concept for older workers. Today, retirement in stages, called “working retirement,”
is gaining in popularity (Cahill, Giandrea, & Quinn, 2006). In a recent survey, the American
Association of Retired Persons (AARP) found that 70% of workers over forty-five plan to seek
part-time work or flexible schedules or to never retire at all (AARP, 2007). A survey comimis-
sioned by MetLife revealed that the primary reasons for older workers to continue employment
are that they either need the money (60%), or want to stay active (45%). However, motivators
and needs varied among older workers depending upon their life stages. While workers 60-65

year-old value job design and flexible work schedules, workers 66-70 are more interested in

meeting their needs for social interaction and mental stimulation {(DeLong & Associates, 2006).

Some organizations offer Phased retirement programs which is a workplace plan that

have more free time and a gradual transition to full retirement. Phased retirement works best
when it ties to an organization’s mission and objectives, For example, meeting the specific labor
force needs for increased staffing during seasonal pedks, or to complete project-based work, etc.
s a win-win situation in terms of the business case for diversity and for older workers, The com-
pany gets knowledgeable trained workers who already know the culture and procedures of the
organization and the older workers are able to work fewer hours.
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WORK-LIFE BALANCE: MATURE WORKERS

The following box provides some win-win examples of organizations that offer flexible work-
place options that also benefit the company while presenting support for the business case for
employing older workers.

-

Best Practices

+ Mercy Health System-Since skilled employees in the healthcare industry, particu-
larly nurses, are in short supply and 50% of all nurses in the U.S. will reach the tradi-
tional retirement age by 2015, Mercy Health System, located in Janesville, Wisconsin,
provides an example of an organization that has linked its mission and needs to the
flexible utilization of mature workers. They offer such innovative schedules as a
Weekender Program—work only weekend shifts and a Traveler Option—work on a
6-13 week assignment (AARP, 2006).

* The Vita Needle Company is located in a former theater in Needham, MA where this
4th generation family business manufactures high quality reusable needles and fab-
ricated stainless steel products. Most of Vita Needle’s employees are part-time senior
citizens averaging 74 years of age. Employing seniors who already have Medicare
coverage saves on health benefits. The workers” hard work ethic and a commitment
to quality production has allowed Vita Needie to compete successfully with global
manufacturing competition by keeping quality high and manufacturing costs low.
President Fred Hartman credits “the company’s success to “this dedicated low-tech
workforce that is behind Vita Needle’s high-tech success” (Employees inject vitality,
n.d.). What makes Vita Needle unique is that the management has structured the
work around the employees’ needs and lifestyles, which Hartman describes as the
“ultimate flex-time.” Each worker has a key to the building and can come and leave
according to their needs as long as the work gets done.

+ CVS/Caremark—the pharmacy giant employs over 107,000 people and 18%
are older workers. This organization offers a unique “Snowbirds” program that
allows workers to transfer from a cold northern climate to a store in the South and
Southwest during the winter months and then transfer back to their original store in
the spring. Not only does this help CVS to retain employees who want to winter jn
warmer climates but it also staffs these stores with the extra already trained employ-
ees needed to accommodate increased consumer demand {rom these yearly popula-
tion shifts (Gardner, 2006).

* L.L. Bean—This Freeport, Maine based clothing and sports equipment retailer,
encourages its 861 retirees to return to work when seasonal orders peak (AARP, 2006).

* Monsanto—Since 1991, Monsanto has maintained a database of retired workers
who want to work part-time, full time or on special assignments. Currently, 66%
(200) of them have work assighments {Fetterman, 2005).

* The Aerospace Corporation located in E] Segundo CA conducts federally funded’
defense and aerospace research for the government. Because of the complexity of
their projects, retention of scientists and engineers with security clearances is vital,
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educated talent pool. Job listings on the website include 4 range of positions such a5 5 graphic artist,

event planner, and customner service, Recently, 10 i1 2 expanded by selling franchises on a nhational
basis and now has offices in eleven states,

CONCLUSION

proceedings,
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THE S1x SIGMA CAsE: PrRoMOTION
AT THE WESTERN COMPANY

Rana Haq
Laurentian University

a global
- Because she proved her competence and had
significant potential, her hard work was rewarded by being selected for the Six Sigma program,

a prestigious high profile two-year training OPportunity. She was assigned on the “Black Belt”
level to one of its Sponsoring strategic business units (SBU). After completing only one year

however, she went on maternity leave taking advantage of Western Company’s Work-Life
Balance policy (See below). :

Western Company’s Wdrk-Life Balance Policy and Programs 7

Western Company js a place where people can do their best work and achieve thejr potential as we
strive to create an environment that respects and supports the needs and concerns of employees
through our Work and Personal Life Resource Center.

Work and Personal Life Resource Centre

Western Company provides a broad array of educational and dependent care services such as sick child
care, dependent care, elder care, on-site information fajrs and back-up childcare, to assist our employ-
ees in addressing their family responsibilities while tnaintaining theijr productivity,

Alternative Work Arrangements

Our employees are able 1o explore with their

including part-time, job share, compressed work week and teleco
global and are communicated to employees

Dependent Care Resources

Western Company provides a range of resources to assist employees with dependent care, including
child care and elder care,

Note: The company and employee names in this case have beep changed to preserve confidentiality,
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As she planned her return to work, Sarah learned of a promotional opportunity in her Six Sigma
sponsoring unit. She felt that this job would be a perfect fit for her with the new baby because
it required much less travelling than similar positions at this level. The only glitch was that she
had not yet completed her two year commitment to the Six Sigma program. Sarah sent a letter
explaining her situation to her boss, Peter Toubin, requesting that he release her from her two-
year commitment. While his approval is required before she can apply for the new job, she feels
that this is a reasonable request. :

PETER'S DILEMMA

Peter Toubin, who was promoted only one month ago to the Senior Marketing Manager posi-
tion at Western Company, was hesitant to grant Saral’s request because she still had an entire
year of training left to fulfill her obligation to the Six Sigma Program. The only existing prec-
edent he knows of for an early release from this time requirement was a reduction of three
months, much less than she is requesting.

As a Master Six Sigma Black Belt, Peter is an avid supporter of the intensive Six Sigma pro-
gram and its requirements. Given his experience, he believes that any reduction in the two year
training term could potentially compromise its objectives and outcomes. Master Black Belt and
Black Belt positions are 24-month leadership development opportunities for talented internal
candidates who have a proven track record and high future potential. Promotions while in the
Six Sigma assignment are not appropriate since the purpose of the program is to provide a struc-
tured career broadening opportunity that develops skills and competencies for future leadership -
positions within the company. Although re-entry is expected at 24 months, there is an exception
process in place for early completion that requires Master Black Belt approval from the specific
country and the International Director of Six Sigma. Peter knows that in the past, re-entry excep-
tions have been granted after 18 to 20 months of training, but very rarely and only when the busi- :
ness has a unique situation, and the re-entering Black Belt is the best fit. o

Peter is very new to his job and also concerned about what impact granting an exception :;
might have on his career path in the company. Peter is aware that his decision will have major -
companywide implications. He fears that granting this exception could create backlash because
it sets a precedent and it could be seen as special treatment by male employees and even b
female employees who do not have young children. His initial reaction is that he needs mor
information. Have similar decisions been made in the past? Are there other precedents? Doesi’
Western provide enough support for childcare through its work-life balance programs? Peter’
initial response to Sarah, is “Give me some time. I need to look into this.” :

THE SIX SIGMA PROGRANM REQUIREMENTS

Six Sigma is a business strategy used to increase profitability by improving the effectiveness a
sy & T operaians by Simineting defecs n manufaciaring products and develop
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Chances for a defect. Thebas;c o‘?ectwe of Spijoifgtsngnﬁ;it?im and variation reduc-
urement-based strategy that focuses on :
omplished by using two Six Sigma sub-methodologies executed by Green Belts and
reits and overseen by Master Black Belfs,
" Because of its complexity; the program reguires candidates to commit fo a two pear con-
ot working for a sponsoring division. Afier fwo years, participants can be promoted to a job in
“another division. It is expected that graduates will continue to promote, apply and sponsor the
program’s practices within the company. According to the Six Sigma Academy, Black Belts save

$10 billion U.S. during the first five years of implemen

Thousands of other companies around the world have discovered the benefits of
this strategy and adapted the framework for implementing the methodology. Although
Six Sigma is a registered trademark of Motorola Inc, many other high profile companies,
such as Honeywell, General Electric, Boeing, DuPont, Toshiba, Seagate, Allied Signal, Kodak,
Texas Instruments, Sony and about two-thirds of the Fortune 500 organizations, began

using this strategy in the 1990s with the aim of reducing their costs and improving product
quality.

THE PROS AND CONS OF SiIX SIGMA

Western Company has many prominent Six Sigma graduates in senior management positions
including the current Chairman, President, and CEO, The selection of knowledgeable, highly
motivated and well-respected employees for Black Belt assignments is critical for Six Sigma
Projects because less capable employees have led to problems and challenges on Ppast projects.
Once selected for Six Sigma training, their previous jobs are backfilled because participants are
not expected to return to these positions.

Typically Six Sigma trainees have a sponsor and are assigned to a business or group that
needs a problem to be solved, They need to close at least two projects while they are on this
assignment to become Six Sigma certified, The expectations of and for graduates are high because
the selection process for the program is so competitive with nominations based [on] past per-
formance and fature potential. In the past, the career paths of program graduates were typically
high profile promotions within the organization.

There are on-going sponsorship and re-entry issues. Sometimes when it is time to re-enter
at the end of the Six Sigma training, the program graduate may not want to go into the busi-
ness that the sponsor is in because the business opportunities are less attractive than others,
Recently too, program graduates have become increasingly dissatisfied with their career related

outcomes. This is a serious concern for the credibility and momentum of the program becayse
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POLICY IMPLICATIONS

Peter was concerned that, ideally, Sarah should have two full years of training in the program
and that one year was far too little to meet the time requirement. Additionally, the business unit
that is sponsoring her does not want her to leave them while as she is in the middle working
of an important project. While Peter wants to do what's right for the employee, this request is
outside the parameters and rules of the Six Sigma.

Acutely aware that any decision that he makes in this case will have personal, program-
matic and company-wide implications, Peter feels that consultation with the key stakeholders is
necessary before he meets face-to-face with Sarah to discuss her request. He ponders the options
available to him. Moreover, he struggles with developing the best negotiating approach to use
with Sarah and how to convey a possible negative decision to her without damaging her enthu-
siasm and commitment to the company. His decision needs to be made faitly quickly because a
replacement is needed immediately for the open position. Although the ultimate decision-maker
is Peter, in order to resolve the situation effectively, he wants to involve of all the stakeholders

which include:

+ The Human Resources manager

« The Six Sigma leader in the U.S., who oversees the worldwide program

» The manager from the business that is currently sponsoring Sarah

» The manager from the business unit that has the open position

+ The manager from her old position where she may have to return if there is no re-entry
position for her next year

Some of the alternatives he considers are;

[

- Letting Sarah leave the Six Sigma program. However, by doing so he would be setting a
precedent for other employees. But first, one of the things he wants to determine is how
badly the other business unit needs her. Then, if she is absolutely the best person for that
job, he could be inclined to let her go.

2. Notallowing her to take the position, if she is not the only candidate or the best one for the po-

sition which would maintain the integrity of the Six Sigma program, but would upset Sarah.

3. Developing a time-related compromise. Peter is open to discussing whether the business

unit with the open position could wait for six months to fill that job. If so, then he could
seriously consider Sarals request, although it would still be quite early.

4. Suggest to Sarah that she further explore Western's Work Life programs to find a way {0

- balance her family and work obligations.

Discussion Questions

L. Discuss the pros and cons of each of Peter’s four alternatives. Can you think of additional crez
alternatives?

2. As Peter Toubin, what would be your decision and why? Provide a justification/rationale for this
sion and outline a step by step process for implementing it.




DIVERSITY AND INCcLUSION AWARDS:
A CRITICAL ExAMINATION

M. Tune Allard
Assumption College
Worcester State University, Professor Emerita

Recognition of the diversity achievements in organizations comes

high profile lists such as “Best companies for....,” diversity ratin
profiles,

in many forms: placement on
g%, awards, report cards, and

) » government and “unrestricted” awards; awards
for small-, medium- and large-size workforces, media, marketing,

retention awards, and the list goes on.
While some awards are restricted to specific types of organizations,
cific types of organizations, Some recognitions acknowledge diversity practices and programs
pertinent to specific minority groups, some honor innovative diversity practices and some con-

sider diversity innovation ag merely one of several requirements of corpor
ity. Finally,

others exclude spe-

SECTION 1. JUDGING THE AWARDS

Tounderstand what a diversity award means requires knowing who is eligible, how the winners
are selected, the criteria for choosing the awardees, the principal type of data collected, the col.
lection process, the judging methodology, and the sponsoring agency.

Purpose

informing minority consumers of companies with posi-
tive programs for the minorities, These broad purposes are only hints; a closer look at the specific
selection process far better defines what an award really signifies.
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Selecting the Winners...The Criteria and Their Weights

Most awards publish their general criteria when applications are solicited. All criteria are not
created equal, however. Some may be more important than others as the data relevant to them
are weighted (counted more) than data for other criteria. Nowhere is this more apparent than
in the CEI (Corporate Equality Index) ratings where some criteria are worth more points than
others. Although some awards sponsors may indicate that certain criteria count more than oth-
ers, it is rare that they reveal how much more.

Selecting the Winners...Collecting Applicant Data

TYPE OF INFORMATION Generally, awards rest upon objective or numeric data such as how
much money an organization spent on minority vendors and community outreach events, the
number of their workforce members registered in employee affiliation or resource groups,
whether or not the organization has a diversity council, etc. In an effort to provide objectivity,
some awards state that only quantitative and objective data are considered in evaluating appli-
cants and that subjective, ancillary and supplementary data are not.

Other awards, most notably those for innovation and media, rest upon subjective or qual-
itative information as they require descriptions of innovative practices and media programs.
These awards, though, are likely to also require “hard” (objective) data to document the effec-
tiveness of their programs and policies.

Finally, a few awards accept both types of data—objective data primarily plus additional
subjective data to explain and elaborate the objective responses.

GATHERING THE INFORMATION Nearly all major national awards gather data using online
surveys frequently accessible only to registered applicants for the award. Notable exceptions are
“The Div 50” award that uses on-line voting at one extreme and Catalyst at the other extreme,
that engages heavily in telephone and onsite interviews and focus groups.

INFORMATION SOURCES The majority of the awards to be discussed here require exten-
sive applications usually completed by senior management because central offices have the best
overview of company-wide diversity activities, particularly in large organizations with global
offices, This leaves open the possibility however, that workforce members may have very dif- !
ferent views about diversity activities—views not reflected in the application sent to the awards
sponsot. For example, an effective diversity-recruiting program in one plant may not be so
effective in another plant or location. ’

Some awards therefore, conduct a “reality check” through site visits and interviews with ¢
members of the workforce or surveys of random samples of workforce employees to gain 4|

Selecting the Winners...The Applicant Pool

BECOMING A CONTENDER How does an organization become a contender for a di
award? Each award is different. Some send invitations to organizations; some require thia
nizations self-nominate; others do both. The national awards reviewed here that solicita
tions tend to do so from the Fortune 500, 1,000 or similar lists. When organizations ch
become applicants, the decision is generally initiated at the corporate level. It is not feasi
perhaps even possible) in most cases for members of an organization’s workforce to init
nomination or application for most awards.




Diversity and indinsion hverds, A G Trotinaion ™

.CONTENDERS? A basic question in evaluating any award is ...“How many
were in the pool?” This is especially important in awards naming '.I'he.Top 10.. or
50...” Placing in the top 10 is impressive when there are 200 organizations applying,
50 if are 20.

ng the Winners...The Judging Process

OLDS VS. OPEN-EYES Blind reviews are those in which the Judges do not know
tes of the organizations whose applications they review. Blind review goes a long way

elimina ting reviewer bias. It may not be totally effective however, when the applications

TRANSPARENCY The key to judging the credibility of an award lies in its fransparency, i.e,,
the openness about how the entire selection process was conducted, Transparency ranges from
a few awards that are nearly completely open (for example, the CEI Corporate Equality Index

and the NAACP Opportunity and Diversity Report Card) to some that are “translucent” (either
the survey or interview questions or the selection

FINAL DETERMINATION The best selection processes are objective or systematic and use
some sort of preset scoring or point system. Even the more subjective data such as that arising
from interviews, can be converted into point systems to become more objective. It is generally
accepted that the best (most objective) judgments are made by panels of judges rather than bya

tion scoring below a specified point is given an award), have the advantage of ensuring that the
awards guarantee a minimum leve] of diversity program quality.

Results and Outcomes

INTERPRETATION Even when point systems are used, it is not always easy to Interpret the
meaning of some awards. Titles such as “Top Companies. ..,” “The Best ... don’t really convey
just how good the organizations are if no scores are disclosed or more importantly, no mini-
mum performance/score ig required. Without a minimum of some kind, being “one of the best”
could mean anything, €., “the best of the mediocre.” Without point systems, there is no way to

know how good or bad a diversity program is nor is there any way to know the range of quality
among applicant programs.
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Note that a rating indicates how well a standard or criterion is met (also known as crite-
rion-referenced evaluation). A ranking is a comparison with other applicants; it is competitive,
but does not imply any standard or quality level is involved.

THE PRIZE The prize is publicity, positive publicity. Organizations get publicity both from
their own marketing and outreach activities and publicity from those of the award sponsor.
Beyond publicity, many awards provide feedback on their performance to applicants. These
“report cards” can “grade” performance on each criterion and/or can compare an organization
to all other applicants or compare them just to the winners. Usually this feedback is free, but in
some cases, applicants must purchase any feedback on the quality of their performance.

BEST PRACTICES Many sponsors compile a list of the best practices they find in the appli-
cations they process. Some publish these practices; others offer them for sale. Published
lists of winners often indicate why the winners were selected. While the “reasons” may not
be explained in much detail, they can give other organizations ideas for improving their own

diversity initiatives.

THE AWARDS To bring some order to the confusing array of awards, they are grouped here
into broad categories based upon their principal focus. Each category is illustrated with brief
descriptions of a few national awards drawn from public information.

e Section II. Comprehensive Diversity Awards
These awards
(a} first specify the type of organization(s) that are eligible and then
(b) focus on the characteristics and quality of the corporate culture and the diversity efforts -
of these organizations.

« Section III. Diversity Innovation Awards _
These awards focus on the innovative character of diversity programs and practices, with
some ignoring the type of organization and others restricting competition to a particular
type of organization.

= Sections IV & V. Special Interest Awards
These awards
(a} first define the group(s) that the diversity programs serve and then
(b} focus on the characteristics and quality of the programs and practices.

SECTION II. COMPREHENSIVE DIVERSITY AWARDS

Comprehensive awards consider diversity programs and practices in general and are incl
of all racial, ethnic and minority groups.
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Diversity Innovation Awards
Sponsor Eligibility

2. International Innovation in Frofifes in Organizations and
Diversity Awards {general) Diversity® journaf institutions, individuals
and teams

3. Applause Awards Women’s National ang Intern‘t;
(women)* Business individuals, corpora.
Enterprise tions, Organizations
Councif

Note: *innovation is one of several criterig for this awarg

2. International Innovatig
Th
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(2) delivered a positive outcome on diversity management, staff recruitment and/or
toward inclusiveness and (3) improved equity in the workplace. The application requires
an Executive Summary of not to exceed 500 words. Two high resolution photos may be
added. PowerPoint presentations, charts, videos and other files are not acceptable. The
application fee is $250.

Presentation of the innovation must include: (a) the particularly novel or noteworthy
aspect about the innovation, (b} the purpose or goal, (c) resources employed to implement
it {e.g., management support, funding, staffing, communication tools), (d) benefits and
positive changes achieved, and (¢) evidence of effectiveness.

3. Applause Awards (WBE: Women's Business Enterprise Council)

In 2013, the Women’s Business Enterprise Council presented its 14th annual awards for
exceptional accomplishments that increase opportunities for women’s business enterprises
(WBEs) (http:/fwww.wbenc.org/?id=342).

Criteria. Initiatives include significant impact on the growth of WBEs, creation of poli-
cies, procedures or initiatives that increase opportunities for WBEs; and innovative and
inspirational leadership on behalf of women business owners and their companies. The
contribution must be national or international, not just regional, in scope. ‘
Selection Method. No formal application process is used; recommendations by e-mail are
accepted. Applications are judged by an internal panel from the WBE National Council
plus selected corporate representatives.

SECTION IV. SPECIAL INTEREST AWARDS: RACE AND ETHNICITY

Awards in this category tend to be sponsored either by organizations representing a specific
minority constituency such as AARP awards given for diversity initiatives benefiting older
workers or they are “segment” lists derived from larger data bases such as Diversitylnc’s Top 16
Companies for People with Disabilities. The first set of special interest awards focuses on ra
and ethnicity,

Special Interest Awards: Race and Ethnicity

Award Sponsor Eligibility

4. Best Companies Awards {(6) Asia Society Fortune 500 Employers

TOGEERE TR pityried awe
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Diversity and Inclusion Awards: A Critical Examination

- Best Companies Awards (Asia Society)

A landmark survey in 2010 designed to strengthen Asian and American relations, resulted
in the presentation of four Best Company Awards: Overall Best Company for Asian
Pacific Americans to Work For; Best Company for Asian Pacific Americans to Develop
Workforce Skills, Asian American Community Award, and Best Company in Promoting

were made; Best Company for Minority Asian Pacific Ameri
the Most Innovative Practices. In addition, the “Honor for Distinguished Practice” is given
to one company in these two Categories. There is no cost to apply (http://sites.asiasociety.
org/diversityforumy/a wards),

Criferia.  Specific criteria were not fisted on the web site.

Selection Method, Ap electronic survey, designed and administered by an independent
company, was distributed to Asian Pacific American (APA) employees. Corporate chief

diversity officers also described their programs, policies and activities supporting APA

employees. Results from both sets of data were compared. Judging procedures were not
published.

Results. Companies get free rep
item and dimension analyses, plu

Ort comparing them to other companies with overal,
s listing of strengths and areas for improvement,

40 Best Companies for Diversity (Black Enterprise Magazine)

» members of other ethnic minority groups in their com-
- Panies. In July 2013, the ninth annual listing was published (http://www.bIackenterprise.
com/diversity/diversity~list—2009).

Criteria. The survey measures the percentage of African Americans and members of
other ethnic minority groups in the company’s (a) total workforce, (b) board of directors
and (c) senior management as well as (d) supplier diversity: the percentage of total pro-
curement doilars spent with companies owned by African Americans and other ethnic
minorities. Weights assigned to the four categories differ in different years. Marketing and

outreach (e.g., advertising, promotions, community outreach and scholarships) were also
surveyed,

Selection Method. The Survey was sent to the 1,000 of the top publicly traded compa-
nies and to 100 leading global companies operating in the U.S, A total score for each
company was derived from quantitatively measured performance in each survey cat-

egory. Scores in the senior management and supplier diversity categories were weighted
more heavily,

The NAACP Opportunity and Diversity Report Card
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Criteria. For each company, the Report Card analyzes the percentage of African
Americans and people of color: (a) on its governing board, (b) at multiple employee levels,
{c) hired or promoted, (d) among its suppliers and (e) among its property managers and
owners, Hotel and resort data came from the companies themselves and industry data
from reports of the U.S. OEQ Commission, U.S. Census Bureau and the Alliance for Board
Diversity.

Rating Method. The data from each company was compared to industry-wide data and
each company was given a letter grade (A+ thru C, & F) on each of the five criteria. Grades
for the five criteria were weighted as follows: (a) governing board, 10%, (b) employee
diversity, 40%, {c) hires and promotions, 10%, (d) suppliers, 20% and (e) managers and
owners, 20%.

Results. A summary letter grade was computed for African Americans and one for
People of Color. All grades are published on the Internet. The report incliides an extensive
lodging industry profile.

7. 50 Best Companies of the Year (Latina Style Magazine)

In 2012, Latina Style announced its 11th evaluation of corporations offering the best career
opportunities for Latinas in the U.S. (http://latina50.]atinastyle.com/press.php).

Criteria. Principal areas of evaluation include: number of Latina executives,
Latina retention, mentoring programs, alternative worlk policies, employee benefits,
women'’s issues, job retraining, affinity groups and Hispanic relations. Criteria are
weighted, but the weights are not published (http://latina50latinastyle.com click: Chat
with Criteria).

Selection Method. A multi-step selection process begins with a survey sent to the
Fortune 1000 companies. “Each survey category (employee statistics, employee benefits,
recruitment and procurement, career advancement opportunities, diversity initiatives/
strategies, and additional programs and policies) is evaluated separately, and then in its .
entirety. Each company is compared to its own previous performance and also to similar |
companies. Hispanic community involvement and philanthropic efforts are considered
as are data pertaining to Hispanic women. Each company is ranked on a point scale rang-
ing from 0 to 15 for each criterion. The final list is reviewed and approved by an exter-
nal committee comprised of senior officials from the U.S. Departiment of Labor and the |
U.S. Equal Employment Opportunity Commission (http://latina50.latinastyle.com click: -
Survey). .
Results. Large charts reporting on multiple criteria for eath company are published on
the web (http://www latinastyle.com Click on “LS 50 specigl report).

SECTION V. SPECIAL INTEREST AWARDS: AGE, DISABILITY, SEXUAL
ORIENTATION AND GENDER
A second set of Special Interest awards crosses all racial and ethnic lines. These awards reco

nize organizations with programs or practices that benefit minority groups based on characte
istics such as age or sexual orientation.




Special Interest Awards: Age, Disability, Sexual Orientation & Gender

Diversity and Inclusion Awards: A Critical Examination

Seniors Awards Sponsor Eligibility
8. Best Employers for Workers AARP (American Ass'n Any U.S -based

Over 50 of Retired Persons) & employer: minimum

SHRM (Soc. for Human 50 empfoyees
Resources Management)

Disabilities Awards

9. Top 10 Companies for People Diversitying Minimum 1,000

with Disabilities* employees*
Sexual Orientation Awards**

10. Corporate Equality Index for Human Rights Campaign

Large private-sector
Workplace Equality Innovation Found.,

U.S. businesses
Women’s Awards**

1. Working Mother 100 Working MotherM

agazine Public/private non-
Best Compariies (NAFE)

gov't with minimum
500 employees, pd
maternity leave, flex
benefits. No work/iife

or child care firms
12, Catalyst Award {women) Catalyst No restrictions

**Diversityinc also publishes separate
50 Cornpanies for Diversity® database

8. Best Employers for Workers Over 5¢ {AARP & SHRM)

AARP recognizes companies and organizations that lead
to a multigenerational workforce. This list first 4
every two years (http://www.aarp.org/work/em
Employers Awards),

Criteria. Award consideratio

n initiating practices beneficial
ppeared in 2001 and is now published
ployee-benefits Search keyword: Best

ns include: (1) recruiting patterns, (2) opportunities for
training, education, and career development, (3) workplace accommodations, (4) alter-
native work options, such as flexible scheduling, job-sharing, and phased retirement,
(5) employee health and pension benefits and (6) benefits for retirees.

Selection Method, Applications initially rated by an independent survey firm and sub-

mitted to an independent panel of judges of Private sector, nonprofit, and government

labor expert and then vetted to a second independent firm. The survey form can be down-
loaded by registered organizations,

Resulys,

All applicants receive feedback comparing their organizations to other
applicants.
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Global Notes.............. e reer e stnernerrasassinen rerereeernneres AARP International

AARP Best Employers for Workers Over 50 Award—International

This award parallels the AARP American Award, but recognizes non-U.S.—based employers with
innovative workforce and/or human resource practices beneficial to age 50+ workers and that pro-
vide models for the aging workforce of tomorrow. It also honors employers that recognize long-term

employees for their commitments.

9.

10.

Top 10 Companies for People with Disabilities® (DiversityInc)

This is one of the annual specialty lists drawn from the pool of applicants for DiversityInc’s
Top 50 Companies for Diversity® (http://www.diversityinc.com).

Criteria. Diversitylnc examines recruiting programs, workplace accommodations,
work/life benefits, supplier-diversity initiatives and employee-resource groups for peo-
ple with disabilities and/or caregivers. Philanthropic and outreach efforts are also con-
sidered. Diversitylnc holds discussions with disability organizations for supplemental
information.

Selection Method. The survey and procedures are the same as those of the DiversityInc
Top 50 Companies for Diversity®. Details of the methodology are not published.

Corporate Equality Index (CEI) for Workplace Equality Innovation (CEX Index)
{Human Rights Campaign Foundation)

The Human Rights Campaign Foundation does not give awards as such, but rather mea-
sures how fairly large, private sector businesses in the United States treat their lesbian, gay,
bisexual and transgender employees, consumers and investors. The CEI began in 2002
(www.hrc.org/cei).

Criteria. Main criteria: (1) equal employment opportunity policy that includes sexual
orientation and gender identity or expression; (2) employment benefits that include
equivalent spousal and partner medical benefits, parity between employees with differ-
ent-sex and same-sex spouses and partners and equal health coverage for transgender
individuals without exclusion for medically necessary care; (3) organizational LGBT
competency that includes training, resources or accountability measures and employee
group or Diversity Council; (4) public engagement that includes LGBT recruitment
efforts and philanthropic efforts; and (5) responsible citizenship. Greater detail available
on website,

Selection Method.  Invitations are sent to large and successful U.S. employers drawn from
Fortune magazine’s 1,000 and the American Lawyer’s Top 200 Revenue-grossing Law
Firms. Additionally, private-sector employers with 500 or more full-time U S. employees
can self-nominate. The survey is published on-line and available to the public. Researchers
examine the policies and practices of the participating businesses. Criteria subcategories
are weighted with the points awarded for each subcategory published. Ratings are crite-
rion-based rather than competition-based. Businesses are rated on a scale from 1-100 with
a specified number of points for meeting each criteria; partial credit awarded for partial
achievement,
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SECTION VIi. THE DECISION TO APPLY

COSTS AND RISKS Most national awards are given by magazines or by industry associations
and most do not charge an application fee. Applying for a national award is costly even without
an application fee because of the expense in compiling all the application information. There
are also some risks in applying. An organization’s affairs are opened to scrutiny by outsiders,
thereby risking disclosure of company secrets.

Even for the winners there can be negative consequences. In 2005 for example, anti-
gay groups targeted Kraft for its sponsorship of the 2006 Gay Games (DiversityIne, 2005)
and for nine years, The American Family Association boycotted Disney for gay activi-
ties such as providing domestic partner benefits and hosting “Gay Day” at theme parks
(HRC, 2005).

Negative consequences for winners may also result from failing to win or from lower
ratings in following years—an embarrassment for managers, shareholders and the board of
directors. Winning creates internal and external pressures to stay on the list and organiza-
tions wishing to stay on a list must show constant improvement—a stated criterion for some
awards. Winning gets harder each year as more companies compete and competitors improve

their programs. Winning also raises employee expectations ... “If we’re so good, why don’t we -

have...”

BENEFITS TO THE ORGANIZATION  Given the costs and the risks, why do organizations apply?
What might they gain and are the potential benefits really worth it?

Business Case for Diversity Unfortunately, the financial impact of winning is both -
complex and costly to measure. Because it is difficult to separate diversity from overall good °

management, impact studies are few and they have focused on measuring differing outcomes:

Shareholder Return. Diversitylnc analyzed the stock market performance of publicly
traded companies and found an important and long-established correlation between diver-
sity management and share-holder return” (Visconti & Peacock, 2005).

Productivity. 1n 2005, the National Urban League’s large investigation found that effective
diversity programs had 18 percent greater productivity than the overall American econormy
{NUL, 2005).

Revenue & Growth. McKinsey et al. reported that companies effectively managing the

diversity of their people saw increases in revenue, growth, stock prices,/market valuation;. |

and net-incomes (USEEOC, 2008, p. 15).

Even though the findings of financial impact are only correlational/rather than causal;
i.e., diversity efforts are associated with financial gain, but there is no proof they cause ¢
gain, organizations are increasingly convinced that diversity efforts/do indeed affect
bottom line.

Ruoraan Capitel Benefits  Mational awards are viewed as badges of quality. Theyb
credibility and igh visliy—powerhul recruiting toaks, an especial vAneble asset in gt
the McKinsey finding that the most important resource for companies over the next 20 years

be the diversity among its employees (Santocito, 2007, p. 1; USEEQC, 2008)..
Nationa! recognition may not only impact recruiting, but/may also improve workfo:

retention and consumer loyalty (Diversitylnc, 2007, July/August, p. 45). Thus, forward-thinki

i




Diversity and Inclusion Awards: A Critical Examination

Organizations now focus on the new dem

ographics of the minority workforce and the global and
minority consumer markets,

The Pressures of Changineg Demographics

THE BINORITY WORKFORCE 7]5&77@0!?&Waf%fc‘eﬁ/}?ﬁfaﬂ}gggfeg&ﬂéoﬁszﬁ’eaﬁa’z}y
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lates (Pew Research Center 2008, February 11). ¢

understand the culture and buying practice
serve (Greg Smith in Trebilcock, 2007),

This becomes very important in light of the
from companies that support their groups, suppor
chasing and community event support.

growing movement among minorities to buy
t that includes worker inclusion, supplier pur-

EXHIBI

T 6-2 Quality Controls... Noteworthy Award Selection Practices




