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APPROACHES TO DIVERSITY TRAINING

BY PATTI DEROSA NEEDS OF THE TYPE OF ORGANIZATION WHERE THE TRAINING TAKES

CHANGEWORKS CONSULTING 2001 PLACE SUCH AS SCHOOLS BUSINESSES SOCIAL SERVICES OR HEALTH

CARE INSTITUTIONS

IVERSITY TRAINING IS AN INCREASINGLY COMMON EACH TRAINING APPROACH HAS STRENGTHS THAT SHOULD BE

APPROACH THAT ORGANIZATIONS ARE USING TO ADDRESS RECOGNIZED AND ENCOURAGED THERE ARE ALSO LIMITATIONS

THE REALITIES AND CHALLENGES OF THE DIVERSE WORKFORCE AND INVOLVED IN EACH THAT ARE AT TIMES RELATED TO THEIR UNDERLY

SOCIETY 2001 INDUSTRY REPORT BY TRAINING MAGAZINE ING PHILOSOPHICAL SYSTEMS THE FOCUS OF THIS DISCUSSION WILL

OCTOBER 2001 VOL 38 NO 10 DOCUMENTED THAT 75 OF BE SPECIFICALLY ON DIVERSITY TRAINING APPROACHES USED IN

US COMPANIES WITH 100 OR MORE EMPLOYEES OFFERED WORKPLACE SETTINGS IT WILL NOT DIRECTLY ADDRESS DIVERSITY

DIVERSITY TRAINING WITH SO MANY COMPANIES OFFERING PLANNING STRATEGIES AND MULTICULTURAL ORGANIZATIONAL DEVEL

DIVERSITY TRAINING IT IS IMPORTANT TO DETERMINE EXACTLY OPMELT NOR WILL IT DISCUSS APPROACHES TO MULTICULTURAL

WHAT IS MEANT BY THIS TERM EDUCATION OR THE BROADER ISSUE OF MULTICULTURALISM IN ACA

THE TERM DIVERSITY HAS BECOME COMMONPLACE BUT DEMIC INSTITUTIONS ALTHOUGH THE MODELS HAVE APPLICATION

IT IS NOT OFTEN CLEAR WHAT IS MEANT BY IT SOMETIMES IT IS FOR THESE ENDEAVORS HAVE ARRANGED THEM ALPHABETICALLY

USED TO INCLUDE SUCH WIDE VARIETY OF PERSONAL HUMAN EXCEPT FOR ANTIRACISM WHICH HAVE PLACED AT THE END FOR

DIFFERENCES THAT IT SEEMS THAT NOTHING IS EXEMPT FROM ITS REASONS THAT WILL BECOME EVIDENT LATER IN THIS ARTICLE

BANNER BEING TALL OR SHORT COMPUTER TECHNICIAN OR AN

ACCOUNTANT AN ICE CREAM FANATIC OR FROZEN YOGURT LOVER THE INTERCULTURAL APPROACH IC
THE TALK IS JUST ABOUT DIFFERENCES PURE AND SIMPLE AT RFLHE PRIMARY FOCUS OF THE INTERCULTURAL APPROACH IS THE

OTHER TIMES DIVERSITY IS USED AS EUPHEMISM FOR DIS DEVELOPMENT OF CROSSCULTURAL UNDERSTANDING AND

CUSSING PEOPLE OF COLOR AND RACISM MOST OFTEN DIVERSITY COMMUNICATION BETWEEN PEOPLE AND NATIONS IT EXAMINES

IS USED TO DISCUSS DEPOLITICIZED KIND OF CULTURAL PLURAL THE WAYS IN WHICH HUMAN BEINGS SPEAK REASON GESTURE

ISM WHICH AVOIDS ADDRESSING THE MORE DIFFICULT TOPICS OF ACT THINK AND BELIEVE IT TRIES TO HELP PEOPLE DEVELOP SEN

RACISM AND OPPRESSION DIRECTLY STRIKING FEATURE OF THIS SITIVITY TO THE CULTURAL ROOTS OF ONES OWNBEHAVIOI AS WELL

DIVERSITY AVALANCHE IS HOWRARELY WORDS LIKE RACISM AND AS AN AWARENESS OF THE RICHNESS AND VARIETY OF VALUES AND

OPPRESSION ARE USED AS FOR DIVERSITY TRAINING THERE ARE ASSUMPTIONS OF PEOPLES OF OTHER CULTURES WHENYOU HEAR

MANY NAMES APPROACHES PHILOSOPHIES AND METHODOLO TERMS LIKE WORLDVIEWS CULTURAL RELATIVISM MORES

GIES THAT CLAIM THE TITLE MOST PROFESS THE SAME ULTIMATE VALUE ORIENTATION VERBALNONVERBAL COMMUNICATION

GOAL OF ESTABLISHING WORKPLACE OF RESPECT DIGNITY AND AND FOREIGN YOU ARE LIKELY TO BE DEALING WITH THE

INCLUSION FOR ALL PEOPLE BUT DO THEY ALL ENVISION THIS IN IC APPROACH

THE SAME WAY IN THE IC APPROACH IGNORANCE CULTURAL MISUNDER

IN MY OVER TWENTY YEARS OF EXPERIENCE HAVE STANDING AND VALUE CLASHES ARE SEEN AS THE PROBLEM AND

IDENTIFIED SIX BASIC MODELS OF DIVERSITY TRAINING INCREASED CULTURAL AWARENESS KNOWLEDGE AND TOLERANCE

INTERCULTURAL IC LEGAL COMPLIANCE LC ARE THE SOLUTION CULTURAL IDENTITY AND ETHNICITY ARE THE

MANAGING DIVERSITY MD PREJUDICE REDUCTION FOCUS WHILE RACIAL IDENTITY IS NOT OFTEN EXAMINED GENDER

PR AND VALUING DIFFERENCES VD AND ANTI AND SEXUAL ORIENTATION IS EXPLORED WITHIN THE CONTEXT OF

RACISM AR IN THIS ARTICLE EACH MODEL IS PRESENTED IN ITS CULTURE AND TRADITION BUT NOT WITHIN THE FRAMEWORK OF

PUREST FORM IN ORDER TO PROVIDE SOME GENERALIZATIONS POWER AND OPPR
ABOUT THE IDEOLOGICAL AND PHILOSOPHICAL BASIS OF EACH CULTURAL SIMULATION GAMES THAT ATTEMPT TO PROVIDE

APPROACH THE READER IS ASKED TO REMEMBER THAT THE MOD PARTICIPANTS WITH THE FEELING OF ENCOUNTERING DIFFERENT

ELS ARE NOT QUITE SO RIGID NOR ARE THEY MUTUALLY EXCLUSIVE CULTURE ARE AN IC STAPLE AS ARE ACTIVITIES THAT EXPLORE THE

AS AN INITIAL REVIEW OF THEM MIGHT IMPLY THERE IS OYERLAP SIMILARITIES AND DIFFERENCES OF CULTURALLY SPECIFIC WORLD

BETWEEN THEM AND THEY BORROW EXTENSIVELY FROM EACH VIEWS AND VALUES IC TRAINING IS MOST COMMONLYUSEDTO

OTHEX ESPECIALLY IN TECHNIQUE AND METHODOLOGIES THE PREPARE PEOPLE FOR WORKING ABROAD AND FOR HELPING NEW

STRATEGIES EACH APPROACH USES MAY VARY TO BETTER SUIT THE IMMIGRANTS ADJUST TO LIFE IN THEIR NEW COUNTRY
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UNLIKE SOME APPROACHES IC HAS WELLDEVELOPED LEGAL COMPLIANCE TRAINING DEALS ALMOST EXCLUSIVELY

BODY OF LITERATURE AND PROFESSIONAL ORGANIZATIONS GREAT WITH LAWS REGULATIONS AND REQUIREMENTS PEOPLE ARE TOLD

DEAL OF IC WORK TAKES PLACE IN INTERNATIONAL BUSINESS SET ABOUT GOALS AND TIMETABLES BUT ARE GIVEN LITTLE ELSE TO

TINGS FOREIGN STUDENT EXCHANGES AND PLACES WHERE PEOPLE UNDERSTAND THE CHANGES THAT ARE NECESSARY IN THEIR WORK

OF DIFFERENT NATIONALITIES COME TOGETHER ENVIRONMENT THE EMPHASIS IS ON STATISTICAL REPRESENTA

TION NOT ON WHAT HAPPENS TO WOMENANA PEOPLE COLOR
THE LEGAL COMPLIANCE APPROACH LC AFTER THEY ARE HIRED OR ON HOW ATTITUDES AND BEHAVIORS INHE CLASSIC LEGAL COMPLIANCE TRAINING APPROACH USES THE WORK ENVIRONMENT SUPPORTS OR HURTS THEIR DEVELOP

WORDS LIKE AFFIRMATIVE ACTION EQUAL OPPORTUNITY MENT THIS CAN LEAD TO MISGUIDED ENFORCEMENT THAT ACTU
AND QUALIFIED MINORITIES IT IS BASED IN LEGAL THEORY CIVIL

ALLY REINFORCES RATHER THAN CHALLENGES ISMS WHEN
RIGHTS LAW AND HUMAN RESOURCE DEVELOPMENT STRATEGIES IT IMPLEMENTED THIS WAY IT CAN SERVE TO REINFORCE THE EXIST
IS PRIMARILY CONCERNED WITH MONITORING THE RECRUITMENT ING STEREOTYPES AND INCREASE RESISTANCE TO LEGITIMATE
HIRING AND PROMOTIONAL PROCEDURES AFFECTING WOMEN AND AAEEO EFFORTS IT ALSO MAKES DIVERSITY TRAINING EFFORTS

PEOPLE OF COLOR SO AS TO INCREASE REPRESENTATION IN THE THAT MUCH HARDER

ORGANIZATION AND COMPLY WITH ANTIDISCRIMINATION LAWS LEGAL COMPLIANCE TRAININGS CONSISTS OF PRESENTATIONS
FROM LEGAL COMPLIANCE PERSPECTIVE THE OPTIMAL LECTURES AND CASE STUDIES MORE OFTEN THAN EXPERIENTIAL

STATE OF RACE RELATIONS IS COLORBLINDNESS STATE IN WHICH ACTIVITIES THE LEGAL EMPHASIS OF THIS MODEL ALSO PLACES

PEOPLE ARE JUST PEOPLE AND DIFFERENCES ARE NOT TAKEN INTO GREAT LIMITATIONS ON WHAT IS COVERED IN TRAINING PROGRAMS
ACCOUNT OR REMARKED UPON IN FACT TO EVEN ACKNOWLEDGE ISSUES OF DIVERSITY WHICH ARE NOT COVERED BY THE FEDERAL OR
THE OBVIOUS VISUAL DIFFERENCES MAY BE INTERPRETED AS EVI STATE LAW SUCH AS SEXUAL ORIENTATION MAY BE SEEN AS BEING
DENCE OF PREJUDICE AS BASIC ASSUMPTION AND AS DESIRED OUTSIDE OF THE JURISDICTION OF THE PROGRAM AND THEREFORE

OUTCOME COLORBLINDNESS PRESENTS SERIOUS CONTRADICTION OMITTED
AFFIRMATIVE ACTION IS AN EXPLICITLY COLORCONSCIOUS POLICY AS TRAINING STRATEGY THE LEGAL COMPLIANCE
AFFIRMATIVE ACTION REQUIRES ORGANIZATIONS TO NOTICE INFOR APPROACH CAN BE REGULATORY AND PUNITIVE RATHER THAN

MATION ABOUT PEOPLE RELATIVE TO THEIR RACE ETHNICITY AND TRANSFORMATIVE AND HAS LIMITED EFFECTIVENESS IN ORGANIZA

GENDER IN ORDER TO ASCERTAIN THE COMPOSITION OF THE WORK TIONAL CHANGE AS LEGAL STRATEGY HOWEVEX THE POWER AND
FORCE THIS CONTRADICTION LEAVES PEOPLE IN THE PARADOX OF NECESSITY OF CIVIL RIGHTS LAW AND CLASSACTION SUITS ARE

BEING COLORCONSCIOUS IN AN EFFORT TO BECOME COLORBLIND ESSENTIAL AND ARE RECOGNIZED AS BEING ONE OF THE MOST

DIVERSITY BY DEFINITION IS ABOUT SEEING AND VALUING DIFFER EFFECTIVE TOOLS FOR INTERVENTION AND CHANGE ESPECIALLY AT

ENCES BUT TRADITIONAL LC APPROACHES DO NOT QUESTION THE THE STATE AND FEDERAL LEVEL

DESIRABILITY OF COLORBLINDNESS AS AN IDEAL STATE IN REALITY

HOWEVEI OUR DIFFERENCES ARE NOT THE PROBLEM AND THEY
THE MANAGING DIVERSITY APPROACH MID

CAN NOT AND SHOULD NOT TE IGNORED THE PROBLEM IS THE ANAGING DIVERSITY HAS VERY STRONG PRESENCE NATION

NEGATIVE VALUES THAT ARE SOCIALLY ASSIGNED TO THOSE DIFFER IVI ALLY PARTICULARLY IN CORPORATIONS AND RECEIVES MUCH
ENCES AND THE RESULTING UNEQUAL DISTRIBUTION OF RESOURCES ATTENTION IN THE MAINSTREAM MEDIA THE DRIVING FORCE IN

ACCESS POWEI AND RESPECT ON THE BASIS OF THOSE DIFFER MD IS THAT THE DEMOGRAPHICS OF THE US ARE RAPIDLY

ENCES IN THE LC APPROACH ASSIMILATION TO THE DOMINANT CHANGING TO SURVIVE AND THRIVE IN THE 21ST CENTURY BUSI
CULTURE IS ALSO SEEN AS AN APPROPRIATE GOAL OF DIVERSITY NESSES MUST TAP INTO THE DIVERSE LABOR POOL AND CUSTOMER

EFFORTS THIS PERSPECTIVE REINFORCES THE DOMINANT GROUPS BASE ONE HEARS PHRASES LIKE COMPETITIVE EDGE
WORLDVIEW WITH THE STANDARDS OF WHITENESS AND MALENESS WORKFORCE 2000 AND THE CHANGING DEMOGRAPHICS
REMAINING INTACT YET OUR GOAL SHOULD NOT BE THE CREATION THE TERM MANAGING DIVERSITY ITSELF SEEMS TO IMPLY THAT

OF MULTICOLORED ORGANIZATIONS BUT RATHER TRULY MULTI IF DIVERSITY ISNT MANAGED IT WILL SOMEHOWGET OUT OF

CULTURAL ONES THAT REFLECT THE VALUES HISTORIES AND CONTROL BEGGING THE QUESTION OF JUST WHO IS SUPPOSED TO

APPROACHES OF WIDE DIVERSITY OF PEOPLE AT ALL LEVELS BE MANAGING WHOMAND WHY
THE ORGANIZATIONAL PROBLEM IS PRIMARILY DEFINED AS LIKE THE LC APPROACH MD TRAINING USUALLY TARGETS

INDIVIDUAL BIASES LACK OF COMPLIANCE WITH CIVIL RIGHTS LAX THE MANAGERS OF AN ORGANIZATION WHILE SOME EXPERIENTIAL

AND EXCLUSIONARY PROCEDURES WITHIN THE ORGANIZATION ACTIVITIES MAY BE INCLUDED EXAMINATION OF PERSONAL ATTI

MAIN DRIVER IS OFTEN THE AVOIDANCE OF COSTLY DISCRIMINATION TUDES AND BEHAVIOR ARE LIKELY TO BE LIMITED TO THE BUSINESS

LAWSUITS TRAININGS DESIGNED FROM STRICTLY LEGAL COMPLI CONTEXT WORKSHOPS OFTEN FOCUS ON HOW STEREOTYPES AND

ANCE PERSPECTIVE TEND TO FOCUS AT THE MANAGERIAL LEVEL IN PREJUDICE AFFECT HIRING AND PROMOTIONAL DECISIONS AND

THIS CONTEXT DISCRIMINATION CASES MAY BE PRESENTED AS UNDERMINE TEAM EFFECTIVENESS PRODUCTIVITY AND ULTIMATELY
INDIVIDUAL ABERRATIONS NOT SYSTEMIC PATTERNS SO INTERVEN PROFITABILITY CONFLICT RESOLUTION TECHNIQUES MAY ALSO BE

TION IS ON CASEBY CASE BASIS IN TRAINING TERMS THIS MEANS INCLUDED AS MAY STRATEGIES FOR OVERCOMING OBSTACLES TO

FIX THE BAD MANAGER RATHER THAN UNDERSTANDING PATTERNS INDIVIDUAL PROFESSIONAL DEVELOPMENT RACISM AND SEXISM

OF BEHAVIOR AND CONSEQUENCES IN THE ORGANIZATION ARE IDENTIFIED AS PROBLEMS TO BE ADDRESSED ONLY INASMUCH AS
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THEY AFFECT THE BOTTOM LINE ANOTHER IT IS SIMILAR TO MD IN THAT IT TALKS ABOUT CAPITAL

MUCH EMPHASIS IS PLACED ON SEEING DIVERSITY AS IZING ON OUR DIFFERENCES TO HELP ORGANIZATIONS REACH THEIR

BUSINESS ISSUE RATHER THAN LEGAL POLITICAL OR MORAL FULLEST POTENTIAL THE CORE VALUE OF VD IS THE RECOGNITION

ONE YET IF COMPANY ADDRESSES DIVERSITY SOLELY FOR FINAN OF INDIVIDUAL UNIQUENESS WHILE ALSO ACKNOWLEDGING DIFFER

CIAL GAINS WHAT HAPPENS IF CEO SEES WAY TO INCREASE ENT GROUP IDENTIFIES

PROFITS BY CONTINUING OR EXPANDING RACIST AND SEXIST POLI VD SHARES SOME ASPECTS WITH OTHER MODELS VD
CIES THE CONTRADICTIONS ABOUND IN SOME CASES CORPORA BUILDS RELATIONSHIPS ACROSSLINES OF DIFFERENCE RECOGNIZING
TIONS THRIVE BECAUSE OF THE VERY POWER INEQUALITIES DIVER THE IMPORTANCE OF THIS IN DIVERSE WORK TEAM VD ALSO
SITY AND ANTIRACISM INITIATIVES SEEK TO ADDRESS DIVERSITY EXPLORES STEREOTYPES AND CULTURAL DIFFERENCES AND ALL

TRAINING WILL BE NOTHING MORE THAN WINDOWDRESSING IF KINDS OF HUMAN DIFFERENCES MAY BE INCLUDED RACE AND
CORPORATIONS ARE UNWILLING TO ADDRESS AND CHANGE DESTRUC GENDER ARE OFTEN USED AS EXAMPLES BUT SEXUAL ORIENTA
TIVE CORPORATE PRACTICES THAT FOSTER AND MAINTAIN INEQUAL TION LANGUAGE PHYSICAL ABILITIES AGE AND OTHER PERSONAL
ITY AND INJUSTICE AT HOME AND ABROAD DANGEROUS PROD DIFFERENCES ARE ALSO ADDRESSED RECOGNIZING THE VARIETY OF
UCTS ENVIRONMENTAL RACISM MULTINATIONAL EXPANSION AND DIFFERENCES CAN HELP CREATE SPACE FOR DEEPER EVALUATION
GLOBALIZATION PLANT CLOSINGS POLITICAL AFFILIATIONSTHESE AND LEARNING EVERYONE CAN SEE WAYS THEY ARE
ARE ALL DIVERSITY ISSUES TOO DIFFERENT IN VD PROGRAM AND THAT CONNECTION IS OFTEN

THE HOOK THAT LEADS PEOPLE TO CONSIDER THE EXPERIENCESTHE PREJUDICE REDUCTION APPROACH PR OF OTHERSHE PREJUDICE REDUCTION PR MODEL HAS ITS ROOTS IN THE VD APPROACH ALSO HAS ITS LIMITATIONS VD TRAIN
THE REEVALUATION COUNSELING RC MOVEMENT RC ING TENDS TO BE APOLITICAL SINCE ALL HUMAN DIFFERENCES ARE

THEORY ASSERTS THAT ALL HUMAN BEINGS ARE BORN WITH UP FORDISCUSSION THE UNIQUE HISTORIES AND EXPERIENCES OF
TREMENDOUS INTELLECTUAL AND EMOTIONAL POTENTIAL BUT THAT

SPECIFIC GROUPS MAY BE OBSCURED OR DILUTED ISSUES OF THE
THESE QUALITIES BECOME BLOCKED AND OBSCURED AS WE GROW PRIVILEGE AND ENTITLEMENT OF DOMINANT GROUP MEMBERS
OLDER FROM DISTRESS EXPERIENCES FEA HURT LOSS PAIN MAY NOT BE CRITICALLY EXAMINED IN ITS EFFORT TO BE ALL
ANGER ETC THE RC APPROACH TEACHES PEOPLE TO HELP FREE INCLUSIVE OPPRESSION CAN BE REDUCED TO 5050 ANALYSIS
ONE ANOTHER FROM THE EFFECTS OF THESE PAST HURTS AS MAKING THE FALSE ASSUMPTION THAT ALL GROUPS HAVE EQUAL
DIVERSITY TRAINING MODEL PR APPLIES THE RC FRAMEWORK POWER TO IMPOSE THEIR PREJUDICES ON OTHERS IN FACT FROM
OF EXPLORING AND HEALING PAST HURTS CAUSED BY PREJUDICE VD PERSPECTIVE INTRODUCING THE POWER VS NONPOWERAND BIGOTRY PR PHRASES INCLUDE GUILT IS THE GLUE THAT PARADIGM MAY BE SEEN AS DIVISIVE AND REINFORCING OF AN US
HOLDS PREJUDICE TOGETHER HEALING PAST HURTS AND VS THEM MENTALITY
EMOTIONAL HEALING THE SEMANTIC CHALLENGES OF MD AND PR ARE ALSO

PR TRAININGS RELY HEAVILY ON ACTIVITIES THAT PROMOTE FOUND IN VD TERMS SUCH AS PEOPLE WITH DIFFERENCES OR
EMOTIONAL RELEASE SHARING PERSONAL STORIES ABOUT HOW YOU DIVERSE PEOPLE ARE COMMONWHICH BEGS THE QUESTION
WERE HURT BY PREJUDICE EXCHANGING PAINFUL LESSONS ABOUT DIFFERENT FROM WHOMWHO IS THE STANDARD THESE
STEREOTYPING HAND HOLDING AND CRYING ARE LIKELY TO BE TERMS ARE BASED ON NORM OF WHITENESS AND MALENESS
PART OF PR WORKSHOP PR TECHNIQUES CAN HELP GET AT THE WHEN IT IS FRAMED IN THIS WAY RACE BECOMES SOMETHING
EMOTIONAL CORE OF PREJUDICE SETTING THE

STAGE FOR CHANGE THAT PEOPLE OF COLOR HAVE BUT NOT WHITE PEOPLE AND
AND ACTIVISM HOWEVEI THE FOCUS ON PERSONAL HURT RATHER SEXISM IS WOMENS ISSUE DEFINING THE DOMINANT
THAN INSTITUTIONAL RACISM MAY OBSCURE THE VERY REAL DIFFER

GROUP AS NEUTRAL FAILS TO RECOGNIZE HOWTHE LIVES OF ALL PEO
ENCES IN POWER AND EXPERIENCE OF DOMINANT GROUP MEM PLE ARE DISTORTED AND IMPACTED IN SOCIETIES STRATIFIED BY
BERS AND OPPRESSED PEOPLE THE FOCUS ON THE PERSONAL CAN RACE GENDER AND OTHER IDENTITIES
BE FRUSTRATING FOR SOME PARTICIPANT IN THIS KIND OF WORK
SHOP ONCE TOLD ME WENEED TO STOP HOLDING HANDS AND THE ANTIRACISM APPROACH AR
START PUTTING OUR HANDS TO WORK

ANTIRACISM IS AT THE HEART OF THE DIVERSITY MOVE
EXMENT FOR WITHOUT IT THE OTHER APPROACHES WOULDTHE VALUING DIFFERENCES APPROACH ID NOT EXIST IT IS ACTIVIST IN FOCUS AND FIRMLY ROOTED IN THE

TERM VALUING DIFFERENCES IS SOMETIMES INTER CIVIL AND HUMAN RIGHTS STRUGGLES IN THE US AND INTERNA
CHANGED WITH MANAGING DIVERSITY BUT THEY ARE NOT TIONALLY BASED ON AN UNDERSTANDING OF THE HISTORY OF

THE SAME CULTURAL PLURALISM AND THE SALAD BOWL VISION RACISM AND OPPRESSION THIS EXPRESSLY POLITICAL APPROACH
RATHER THAN THE MELTING POT ARE CORE BELIEFS OF THE VD EMPHASIZES DISTINCTIONS BETWEEN PERSONAL PREJUDICE AND
APPROACH RATHER THAN IGNORING HUMAN DIFFERENCES VD INSTITUTIONAL RACISM THE GOALS ARE NOT LIMITED TO
RECOGNIZES AND CELEBRATES THEM AS THE FUEL OF CREATIVITY IMPROVED INTERPERSONAL RELATIONS BETWEEN PEOPLE OF DIF
AND INNOVATION VD SEES CONFLICT AS THE RESULT OF AN INABIL FERENT RACES BUT INCLUDE TOTAL RESTRUCTURING OF POWER
ITY TO RECOGNIZE AND VALUE HUMAN DIFFERENCES IMPLYING RELATIONS TERMS SUCH AS POWER OPPRESSION AND ACTIVISM
THAT THE SOLUTION LIES IN LEARNING ABOUT OURSELVES AND ONE ARE COMMON IN THIS APPROACH THE USE OF THE WORD
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TACISM ITSELF MAY INDICATE THIS APPROACH AS FOLLOWERS OF ANTIRACISM HOLDS THAT THE CORE CULTURE AND INSTITU

OTHER MODELS MAY TEND TO AVOID IT TIONAL STRUCTURES MUST FUNDAMENTALLY CHANGE WHILE REC
OGNIZING THAT CHANGES IN OUR PERSONAL ATTITUDES ARE ALSOOLD STYLE ANTIR ACISM TRAINING
ESSENTIAL IT EXAMINES THE PARALLELS INTERSECTIONS AND DIS

FLTRAINING DEVELOPED IN THE 1960S ALTHOUGH ITS TINCTIONS BETWEEN ALL FORMS OF OPPRESSION ALTHOUGH THE
LPREDECESSORS INCLUDE THE RACE RELATIONS TRAINING FOCUS REMAINS ON ISSUES OF RACISM AND WHITE SUPREMACYMOVEMENTOF THE 194 AND 1950S AS WELL AS THE MANY BRINGING IN CONCEPTS OF DOMINANT GROUP PRIVILEGE AND OFOFTEN ANONYMOUS EFFORTS THROUGHOUTHISTORY THAT BROUGHT INTERNALIZED OPPRESSION ANTIRACISM ADDRESSES BOTH DOMI

PEOPLE OF COLOR AND WHITE PEOPLE TOGETHER TO CHALLENGE NANT AND OPPRESSED GROUP MEMBERS AND MAKES CONNECRACISM IN WHAT CALL OLD STYLE AR TRAINING TENDED TO TIONS TO OTHER FORMS OF OPPRESSIONFOCUS ON EDUCATING WHITE PEOPLE AND WAS OFTEN CON AT ITS BEST ANTIRACISM TRAINING IN ITS NEW FORM LINKSFRONTATIONAL THE BOLD INYOURFACE ACTIVITIES SOUNDED AN THE MICROANALYSIS AND THE MACRC THE PERSONAL AND THEALARM THAT MOTIVATED SOME TO ANTIRACIST ACTION BUT LEFT POLITICAL IT REQUIRES DEEP SELFEXAMINATION AND REQUIRESOTHERS FEELING BLAMED GUILTY ANGRY AND POWERLESS ACTION IN OUR PERSONAL PROFESSIONAL AND POLITICAL LIVES ITOLD STYLE AR COULD BE DRAMATIC AND SELFRIGHTEOUS IS INCLUSIVE AND TRANSFORMATIVE AND NOT ADDITIVEAND ATTENTION TO THE PERSONAL EMOTIONAL LEVEL WAS SOME REFORMIST OR ASSIMILATIONIST
TIMES LOST IN THE RHETORIC OLDSTYLE AR FOCUSED ALMOST

EXCLUSIVELY ON BLACKWHITE ISSUES THE STRUGGLES OF OTHER CONCLUSION
RACIAL GROUPS WERE NOT FULLY INCLUDED AND THERE WAS

AS
THIS ARTICLE HAS DOCUMENTED THE LABEL DIVERSITYRELUCTANCE TO EXPLORE SEXISM AND HETEROSEXISM AS TRAINING HARBORS MANY UNDERLYING PHILOSOPHIES AND

RESULT MULTIRACIAL GROUPS DID INCREDIBLY POWERFUL ORGANIZ APPROACHES AND IT IS CRITICAL TO UNDERSTAND WHICH MODEL
ING AND CIVIL DISOBEDIENCE BUT THEY OFTEN RECREATED INTER YOU CHOOSE FOR YOUR ORGANIZATION AM CONCERNED ABOUT
NALLY THE SAME RACIAL AND GENDER POWER DYNAMICS THAT THE CURRENT TREND TOWARD THE PROFESSIONALIZATION AND
THEY WERE STRUGGLING AGAINST EXTERNALLY COMMERCIALIZATION OF THE DIVERSITY INDUSTRY AND OFTEN

STRUGGLE WITH THE CONTRADICTIONS IMPLICIT IN DOING THISANTIRACISM TRAINING TODAY
KIND OF WORK FOR LIVING AM MINDFUL OF THE POTENTIAL

TRAINING AND EDUCATION HAS GROWN AND FOR MY OWN COMPLICITY IN THE VERY PRACTICES AND ASSUMPEVOLVED OVER THE YEARS IT IS SOMETIMES CALLED TIONS HAVE RAISED HERE FOR EXAMINATION MY OBSERVATIONS
LIBERATION THEORY OR WORK TO EXPAND AND IDEAS ARE OFFERED IN SPIRIT OF CRITICAL DISCOURSE THATTHE FOCUS BEYOND RACE AND ACKNOWLEDGETHE CONNECTION CHALLENGES ALL OF US ENGAGED IN THESE EFFORTS TO EXAMINE
TO OTHER FORMS OF OPPRESSION AM CONVINCED THAT COM THE PROFOUND IMPLICATIONS OF THE WORK THAT WE DO
BINED WITH TECHNIQUES AND STRATEGIES FROM THE OTHER MOD

ULTIMATELY WE MUST REMEMBER THAT WHAT WE WANT IS
ELS IT CAN HELP US BUILD AUTHENTIC SOCIAL CHANGE THE PROB NEW TRANSFORMED SOCIETY NOT EQUAL OPPORTUNITY INLEM WITH OLDSTYLE AR WAS NOT THE ANALYSIS OF POWER OR DEHUMANIZED ONE VINCENT HARDING THERE IS RIVEXYTHE GOAL OF TOTAL RESTRUCTURING IT WAS IN THE PROCESS USED THE BLACK STRUGGLE FOR FREEDOM IN AMERICA VINTAGETO ACHIEVE THAT ENDS THE IMPORTANCE OF MAKING SPACE FOR BOOKS 1983
THE PERSONAL PART OF THIS WORK WAS NOT FULLY RECOGNIZED
NOR HAD WE YET DEVELOPED THE SKILLS TO FACILITATE CHANGE PATTI DEROSA 2001 PRESIDENT CHANGEWORKS CONSULTING
EFFECTIVELY

NEWSTYLEAR DRAWS FROM THE KNOWLEDGEOF THE OTHER PHONE 7819866150 FAX 7819865925
APPROACHES IT TAKES KNOWLEDGEOF CULTURAL DYNAMICS FROM MAIL CHANGEWORKSEARTHLINKNET

THE INTERCULTURALISTS AND AN UNDERSTANDING OF THE NEED EBSITE
WWWCHANGEWORKSCONSULTINGORG

FOR LEGAL SUPPORTS FROM THE LEGALCOMPLIANCE APPROACH PERMISSION TO REPRODUCE ANDOR QUOTEFROM THIS ARTIDE IS GRANTED

FROM MANAGING DIVERSITY MODELS IT TAKES THE RECOGNITION
NO EDITING IS PERMITTED WITHOUT THE AUTHORSPERMISSION WE

OF THE IMPACT OF DIVERSITY ON ORGANIZATIONAL EFFECTIVENESS REQUEST NOTIFICATION OF USE AND APPRECIATE YOUR COOPERATION WITH
THIS REQUESTLIKE PREJUDICE REDUCTION IT IS COMMITTED TO EMOTIONAL

EXPLORATION AND HEALING AND LIKE VALUING DIFFERENCES IT

NOTE VERSION OF THIS ARTICLE WAS FIRST PUBLISHED AS DIVERSITY
TRAINING IN SEARCH OF ANTIRACISM IN PEACEWORKGLOBAL THOUGHTFOCUSES ON WIDE SPECTRUM OF HUMAN DIFFERENCES AND LOCAL ACTION FOR NONVIOLENT SOCIAL CHANGE APRIL 1994 NO 240NEWSTYLE AR TAKES ALL THESE IN AND ADDS AN ANALY OTHER VERSIONS WERE PUBLISHED AS SOCIAL CHANGE OR STATUS QUO

SIS OF POWER AND OPPRESSION APPROACHES WHICH DEFINE THE IMPLICATIONS OF DIVERSITY TRAINING MODELS IN THE FOURTH THE
NEWSLEUEROF THE NATIONAL ASSOCIATION FOR MEDIATION AND EDUCATIONCORE PROBLEM AS ONE OF EXCLUSION AND PROMOTE EQUAL
APRILMAY 1995 VOL 56 IN BRIGHT IDEAS WORLD EDUCATIONSABESACCESS TO AND INCLUSION IN THE DOMINANT CULTURE ULTIMATE VOL NO FALL 1995 AND IN EXECUTIVE CITIZEN THE FORUM FOR

LY REINFORCE EXISTING HIERARCHIES THE UNDERLYING STRUCTURES SENIOR MANAGEMENT CONCERNEDWITH SOCIAL RESPONSIBILITY NOVDEC
OF DOMINATION AND SUBORDINATION REMAIN EVEN IF THE 1997 VOL6 NO6
PLAYERS AND THE TRAPPINGS CHANGE
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