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dominant way of understanding diversity.

We hired Europeans with American M. This is a major threat for diversity management in a company. If this
precondition is met, workers feel committed toâ€”and empowered withinâ€”the organization and therefore
feel comfortable taking the initiative to apply their skills and experiences in new ways to enhance their job
performance. Stimulate personal development company nurtures employees career growth by providing
trainings and education programs. We have observed in particular that in organizations that have adopted the
new perspective, leaders and managersâ€”and, following in their tracks, employees in generalâ€”are taking
four kinds of action. Surveys and interviews indicated that white project leaders welcomed demographic
diversity as a general sign of progress but that they also thought the new employees were somehow changing
the company, pulling it away from its original culture and its mission. But most should be. However, once the
organization appears to be achieving its goal, the leaders seldom go on to identify and analyze the culturally
based skills, beliefs, and practices that worked so well. From this report we can draw conclusion that Xerox is
looking at diversity from the third paradigm. It focuses merely on practicing that all employees are the same
overriding the important differences among people. Often the larger organization regards the experience of
these employees as more limited or specialized, even though many of them in fact started their careers in the
mainstream market before moving to special markets where their cultural backgrounds were a recognized
asset. Where this paradigm has taken hold, organizations have pushed for access toâ€”and legitimacy withâ€”a
more diverse clientele by matching the demographics of the organization to those of critical consumer or
constituent groups. The leaders of this paradigm are too quick to push staff with niche-capabilities into
differentiated pigeonholes without trying to understand what those capabilities really are and how they could
be integrated into the companys mainstream work p. Differences are acknowledged and their value
recognised. The new model for managing diversity transcends both. The goal of this paradigm is to increase
the number of workers from underrepresented groups in a company. The member management committee,
once exclusively white and male, included five women and four people of color. The going, however, is far
from easy. The article reported that Xerox has officially recognized employee caucus including one for
minority groups. Indeed, its incentive system rewarded salespeople in large part for the number of calls made.
First Interstate Bank: A Paradigm Shift in Progress All eight preconditions do not have to be in place in order
to begin a shift from the first or second diversity orientations toward the learning-and-effectiveness paradigm.
This approach, which we call the learning-and-effectiveness paradigm, incorporates aspects of the first two
paradigms but goes beyond them by concretely connecting diversity to approaches to work. Encourage
openness company tolerates debate in workplace and support constructive conflicts. We should be able to
assess what is our personal also our workplaces paradigm towards diversity. In their pursuit of niche markets,
access-and-legitimacy organizations tend to emphasize the role of cultural differences in a company without
really analyzing those differences to see how they actually affect the work that is done. Intercultural
competency includes how to interact professionally with people from other culture at work while diversity
competency includes how to work with people who are different than us, be it gender, race, ethnicity, income
level, physical traits, sexual orientation, or religious based. That situation creates tenuous and ultimately
untenable career paths for employees in the special departments. Organizations usually take one of two paths
in managing diversity. David A. If the discrimination-and-fairness paradigm is organized around the theme of
assimilationâ€”in which the aim is to achieve a demographically representative workforce whose members
treat one another exactly the sameâ€”then the access-and-legitimacy paradigm can be regarded as coalescing
around an almost opposite concept: differentiation, in which the objective is to place different people where
their demographic characteristics match those of important constituents and markets. Companies that
constantly keeping pace with latest management improvement techniques will have competitive edge that can
retain, even attract more and more talented employees. The Access-and-Legitimacy Paradigm focuses on
match the companys diversity workforce with consumer diversity structure. It informs and enhances work
through experimentation. The Research This article is based on a three-part research effort that began in  If we
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find out that the companies we working for are still on the first or second paradigm, it is our responsibility to
introduce to the third paradigm to responsible persons for further follow-up. This article also appears in:. The
example can be assigning a Hispanic executive as a marketing manager to Latino market segment or an
African American employee assigned to reach out to African American market segment. Assimilation goes too
far in pursuing sameness. In the course of the conversation, the manager happened to mention that he knew the
new employee from church and was familiar with the way she handled leadership there and in other
community settings. Yet it now sees a link between English-only policies and employment issues for a large
group of womenâ€”primarily recent immigrantsâ€”whom it had previously failed to serve adequately. The
employees at the companies that see diversity through this emerging paradigm agreed that they felt respected
and valued.


