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Introduction
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In today's dynamic work environment, the promotion of diversity and inclusion is paramount. This book is your gateway to creating a workplace where diversity thrives, talent flourishes, and unity prevails. Uncover the strategies and principles to protect your organization from disruptive saboteurs who undermine these vital principles.

I am Jennifer Hancock and in this book I discuss how to safeguard your diversity and inclusion initiatives by using behavioral psychology to shut down any saboteurs that may try to derail your initiatives. I know I am tired of the fact that this is still a problem. 

There are many reasons why these initiatives fail. But I want to focus on the behavioral reasons because they often are not addressed. Learning what is happening behaviorally and how to manage it is the key to successfully implementing diversity and inclusion programs. 

The reason why understanding behavioral science is so critical to success is because:  

	Resistance to change is normal. We all do it. Even when we want to change, it is hard.

	There are people who are actively hostile to the idea of diversity.  They have no intention of including certain people in their work groups and will actively sabotage them to get them fired.


In this book, I explain how to tell the difference between normal “they will get through it” resistance and sabotage. I will also talk about behavioral techniques you can use to address both of these problems so you can succeed.

Book Benefits:


●  Deepen your understanding of the critical role of diversity and inclusion in today's workplace.

●  Develop the skills needed to interact with colleagues with compassion, even during challenging situations.

●  Learn how to create a workplace culture that is transparent, inclusive, and conducive to collaboration.

●  Acquire the techniques of conflict resolution and mediation to handle workplace issues effectively.

●  Contribute to building a diverse, united, and flourishing organization that embraces the principles of diversity and inclusion.


Learning Objectives:

Understanding the Behavioral Dynamics Playing Out in your Organization: What does it look like when someone is excluded or when someone is engaging in active sabotage?  

Understanding the Importance of Ethical Behavior: Readers will learn the significance of ethical behavior and its positive impact on organizational culture and collaboration.

Developing Skills for Dignified Interactions: Readers will develop the skills required to treat colleagues and team members with dignity, respect, and compassion, even in challenging situations.

Promoting Transparency and Inclusivity: Readers will explore strategies to foster transparency and inclusivity in the workplace, promoting open communication and collaboration.

Conflict Resolution and Mediation: Readers will acquire knowledge and skills related to conflict resolution and mediation techniques to address workplace issues promptly and professionally.

Building a Collaborative Organizational Culture: Readers will understand how to contribute to and promote a collaborative organizational culture that values diversity, nurtures talent, and encourages unity within the team.
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Chapter 1: The Ideal: Why Diversity Is Important 
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It is important to really understand what is at stake for a company that is not diverse.

The first benefit of diversity is improved problem solving. All companies are in the business of solving problems. If they are not solving customer problems they will not be in business long.

When it comes to problem solving, always remember, you don’t know what you don’t know. A diverse workforce brings in diverse life experiences. That diversity in experiences can help you understand your problems better and better solve problems that arise. But only if those diverse experiences can be heard. If they are blocked out of discussions and excluded, and not given a seat at the problem-solving table, you will not benefit from their diverse experiences.

There is no point in hiring for diversity if you are not going to listen to them and include them. Organizations that want to solve their problems well should be engaging and encouraging all their employees to help solve organizational problems. Do NOT ever take an adversarial approach to any employee! Ever. If you treat employees like the enemy, you should not be surprised if your employees become adversarial to your companies' objectives.

Treat everyone with dignity and worth. Even, and especially if, you are frustrated by them. In order to make sure that your diverse hires help you and can do the work you hired them to do, you need to create an inclusive collaborative culture. Do not let anyone exclude them.

Inclusion of diversity is a great way to improve company culture which is essential in a tough labor market. Actively including people transitions a company away from domination culture to a collaboration culture. Most people HATE domination culture which is where you get ahead by bullying. Bullying cultures achieve compliance and work through fear. It is toxic. Even in small amounts domination and bullying is toxic.

Excluding Through Bullying

I am going to let you in on a little secret. The bully is bullying in order to create “in groups” and “outgroups.” In other words, they gain power by excluding people. That is what they are doing: Excluding.

If you want to get all the benefits that diverse, yet cohesive, work groups can achieve, you cannot and must not allow bullying and exclusion. If you have ever had the opportunity to work in an inclusive culture, you never ever want to go back to an exclusive bullying culture ever again.

Employee Engagement

Another great benefit to diversity and inclusion is employee engagement.

If you want employees who are committed to the goals of the organization and who will go above and beyond for the company then you want engaged employees. Included employees are engaged employees. The ONLY people who do not like including everyone are people who are used to gaining power by excluding people. Employees who are actively excluded will NEVER be properly engaged. That means that any employee who excludes any other employee is sabotaging the company. This is what bullying and harassment is about. It is about excluding people.

Most people have never worked in an office without a toxic co-worker. Let me explain how much these toxic people are costing your company in terms of lost productivity.

Example

I once was a volunteer director for a non-profit agency. We had a toxic volunteer who was very, very controlling and dominating and quite honestly a bully. When I took the job, I had 10 volunteers whose job was to spy on staff. Staff and volunteer relationships were extremely TOXIC! When I fired that one toxic volunteer, we went from 10 volunteers giving us no value to 500 volunteers who were donating 20,000 hours a year in every department of the agency. That one toxic volunteer was costing us the equivalent of nine full-time employees.

That is a LOT of lost productivity. And that was one part time volunteer! Now, imagine how much a toxic paid manager is costing you in productivity? If you do diversity well – you will experience improved problem solving, improved company culture, and improved productivity.
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Chapter 2: Sabotage Is Real 
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Sabotage is real. Please do not pretend that all your employees are good people that will embrace your diversity initiative. That is not realistic. I am not saying this behavior is common because it is not. I am saying it exists. 

The good news is the overwhelming majority of your employees really are friendly, nice,  well intentioned, and want to do a good job. The number of people I have met in my professional life who are not is miniscule. I have been working for over 40 years and I can count the number of truly problematic people that were not acting in good faith on one hand. Everyone else was great.

Assume people are good, but do plan for the few who are not because they do exist. There are full on “I’d like to kill black people” racists in the world. Almost all of them have jobs. I have met men who are physically incapable of having an intellectual conversation with women. They are rare, but these people exist. And they will absolutely sabotage your inclusion initiatives if you ignore them.

Again, do not assume everyone is like this but also do not pretend it will not be a problem. You have to do both simultaneously. Assume people are good and plan for the ones who are not. Actively plan for sabotage IN CASE one of your employees turns out to be incapable of working well with others. It is not common but it can and does happen.




[image: ]


d2d_images/chapter_title_above.png





d2d_images/chapter_title_corner_decoration_left.png





d2d_images/cover.jpg
afeguarding Diversity
et/ SL & N i, GAEA AL SR A AL iiy LJLVCLS y/

J J
= N € | \fa‘ K29 e g b
ALAGL = [} =4 L‘,;J L ! J

Unmasking Saboteurs
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Discover the power of behavioral

psychology to protect your workplace
diversity initiatives from subtle sabotage !
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