LS Week 11 – Culture, Diversity and Inclusion and Leadership
Culture 
Two areas of focus
· Cultural awareness, sensitivity, competence  changing role of leadership – globalization 
· Culture of Organization 
Culture Defined 
Culture – the learned beliefs, values, rules, norms, symbols, and traditions that are common to a group of people
Culture 
· Globalization has created need for leaders to become competent in cross cultural awareness and practice 
Culture = shared qualities that make them unique – a way of life 
Dynamic and transmitted to others
Ethnocentrism Defined 
Ethnocentrism: the tendency for individuals to place their own group (ethnic, racial, or cultural) at the center of their observations of others and the world 
Ethnocentrism up; tolerance respect down
· Making ourselves the center and judging others from that perspective 
· ego
Prejudice Defined 
Prejudice – a largely fixed attitude, belief, or emotion held by an individual about another individual or group that is based on faulty or unsubstantiated data
· Often in context of race, gender, age, sexual orientation 
· Looking down at a group of people 
New Global Leader 
Culture doesn’t translate  miscommunication and misunderstanding (loss of shared understandings and norms through expansion)
· implicit ways of working don’t work anymore
· need to be aware of the different cultural practices, and language used 
· developed norms and expectations that work for all the cultures
Universal Leadership Attributes 
High in: 
· integrity 
· charismatic/value based
· interpersonal skills
Leading to low effectiveness 
· asocial 
· malevolent 
· self-focused
Global Leadership 
***5 Cross-cultural Competencies 
1. understand business, political, and cultural environments worldwide
2. learn the perspectives, tasks, tastes, trends, and technologies of other cultures
3. work simultaneously with people from other cultures 
4. adapt to living and communicating in other cultures 
5. relate to people from other cultures from a position of equality, rather than cultural superiority 
What is “organizational culture”?
· a system of shared meanings held by members that distinguishes the organization from other organizations 
· set of key values, beliefs, understandings, and norms shared by members of an organization
· represents the unwritten, informal norms that bind organization members together
Organizational Culture 
The only thing of real importance that leaders do is create and manage culture – Edgar H. Schein 
Schein’s Definition of Culture 
Culture: a pattern of shared basic assumptions learned by a group as it solved its problems of external adaptation and internal integration … a product of joint learning 
· everyone brings different beliefs to the group – integration 
3 levels of culture: artifacts, espoused beliefs and values and basic underlying assumptions
· Leadership is the source of the beliefs and values 
 Cultural Iceberg
Artifacts (visible) – stories, physical facilities, dress, metaphors, language, symbols
· See, hear, feel when we are surrounded by an organization 
Values (invisible) – beliefs, values, attitudes 
· Who they are, why they do what they do 
· On paper can be hugely different from what is seen as the culture 
Assumptions (sub-conscious) – beliefs so deeply held they are often never questioned or consciously referenced 
· We don’t know why, no one has thought about it. Just what they do. 

Invisible, not usually stated, taken for granted  higher level of awareness of what is valued  visible but not always obvious, recognize initially, or associated with values 
Food Culture and Obesity – Discussion 
“a constellation of socially produced values, attitudes, relationships, tastes, vuisinescuisines and practivespractices exhibited through food” 
Results in  set of rules 
Discussion Questions 
Is Canadian food culture the same as American?
Is the focus on dieting and fatism the same in Canada? 
Do we have the tools to fight obesity? Is it cultural – how did we get here? How do we change that culture? 
Organizational Culture ID
Manifestation of Culture include: 
· Stories and myths, symbols, language, ceremonies or rites, physical setting
Stories and Myths 
Stories: narratives recounted among employees and told new employees
Myths: are stories, often about the origins and transformations of a company, that are not supported by fact 
· generate collective beliefs and consequences 
*within stories/myth are lessons of ‘how things were/are done around here’, collective beliefs, and the consequences of compliance or deviance
Symbols 
Symbols: used to convey meaning about an organization to its members and to the public at large
· Can relate to slogans 
Language 
Organizations develop language/jargon to communicate
· Strengthens team and separates the team from others who lack communication 
· Language separates who is in and out of the group 
Ceremonies or Rites 
Events were values are shared, initiation occurs, and symbolic representations of beliefs are involved
· Different rites around the world for same events
Thick and Thin Cultures
Thick: members of organization agree about importance of certain values and employ them in their daily routines 
· Help hold org’n together 
· Employees recruited because they fit
 Thin: member do not share common values or types of activities/practices
· More difficult to hold org’n together 
· Lots of new people can thin out the culture 
Organizational Culture …
Culture shapes … strategy, structure & design, change 
… and these 3 things also have an influence on the evolving organizational culture 
· Strategy – culture eats strategy for breakfast, culture can overwhelm strategies. For them to work they must align
· Structure & design – operational structure, who reports to who. Areas of responsibility 
· Strong value from relationship to task  rather than individual work, more group work 
· Less people report to the same leader, focus on building connections 
· Change 
Listening to Out-Group Members
· Sometimes you need to look at life from a different perspective
Leadership & Outgroups
Out-group member – individuals in a group or organization who do not identify themselves as part of the larger group 
· May feel disconnected, in opposition to larger group, disinterested in group goals, maybe even discriminated against
Outgroups 
Listening to out-group members – strategies 
1. Listening Out-group members 
2. Show empathy 
Communication techniques:
· Restatement 
· Paraphrasing 
· Reflection 
· Support
3. Recognize unique contributions 
4. Help O-G members feel included 
5. Create special relationships with O-Gs, they may choose to be out group members 
6. Give O-Gs voice and empower to act
Chapter 9 Highlights: Diversity and Inclusion 
Diversity: amount of difference among members of a group or organization 
Primary – age, gender, race, mental & physical abilities, ethnicity, sexual orientation 
Secondary – geographic location, military and work exp., family status, income, religion, edu., first language, org’n role and level, communication and work style
Inclusion: process of incorporating differing individuals into a group or organization. It is creating an environment where people who are different feel they are part of the whole.” 
· Leaders must not only recognize the value of diversity but work to create supportive, inclusive env’n where each individual is included in a positive manner. 
Inclusion Framework
Exclusion – low belonging, low uniqueness 
· Not included 
Assimilation – high belonging, low uniqueness
· Included in the group but not seen as an individual 
Differentiation – low belonging, high uniqueness  
· Different individual but not included in the group 
Inclusion – high belonging, high uniqueness 
· Fully included treated as an unique individual 
Model of Inclusive Practices 


· Inclusion exists only when individuals feel it 
· Multi-level process centered on individual’s experience of it 
· Societal – regulation 
· Organization – policies and practice
· Leadership – model and set the tone for practices 
· Group – establish norms 
· Interpersonal – behavior 
· Individual – experience 
Leader Practices 
6 key components of inclusion 
1. Feeling safe
2. Feeling involved and engaged
3. Feel respected and valued 
4. Feeling influential 
5. Feeling authentic and whole – are they pretending to go along?
6. Recognizing, attending to and honoring diversity 
Different ways of reward to help include others.  Know people outside of the workplace
Barriers to Embracing Diversity and Inclusion 
· Ethnocentrism 
· Prejudice 
· Stereotype 
· [bookmark: _GoBack]Privilege – depends on circumstances 


