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Managing for Diversity 

Morgan Cottrell 



To gain awareness of the benefits of 

diversity 

To understand the negative effects of 

diversity under certain conditions 

To expand knowledge related to the 

components of ineffective and effective 

diversity initiatives 

To apply learning through an 

experiential learning activity 



Why diversity is important 

Benefits of diversity 

Challenges with diversity 

Diversity training 
• Ineffective 

• Effective  

 

 

 



Changes in the world (Johnson & Johnson, 2009) 

 

Competitive advantage in 

workforce (Roberge & Dick, 2009) 

 

Emerging student populations 
 





Decreases stereotyping and prejudice 

 Increases the diversity 

Renews the vitality of society 

 Increases achievement and productivity 

 Increases creative problem solving 

Fosters growth in cognitive and moral 

reasoning 

Fosters perspective taking 
(Johnson & Johnson, 2009) 

 



Broader range of task relevant 

knowledge (Roberge & Dick, 2009) 

Creativity and innovation in work (Roberge & Dick, 

2009) 

 Increases team learning behaviors (Roberge & 

Dick, 2009) 

 Increases sophisticated thinking (Johnson & Johnson, 

2009) 

 

 



Informational Diversity 

Social Category Diversity 

Value Diversity 

Three Frameworks 

(Jehn, K. A., Northcraft, G.B., Neale, M.A., 1999) 



[Education, Functional Area, Position Within the Workplace] 

 

 

 Increase in task and process related 

debates 
• Deciding on “what” to do and “how” to do it  
       (Jehn, K. A., Northcraft, G.B., Neale, M.A., 2009) 

 Increase in turnover due to lack of 

cohesion and increased conflict  
                   (Johnson & Johnson, 2009) 



[One’s identification within the social categories society has 
created.  It can be self-identified or perceived by others. 
Example: ethnicity, gender, sexual orientation, etc.] 

 
 
 

 Increased relational conflicts 
Less relevant over time 
 
 
 
 
 
 
(Jehn, K.A., Northcraft, G.B., Neale, M.A., 1999; Johnson & Johnson, 2009; Watson, W.E., Johnson, L., & Merritt, D., 1998) 

 



[Goal (efficiency vs. quality), communication style] 

 

 

Largest conflict between group mates 

Decrease in intent to remain, satisfaction, 

and commitment to group 
       

 

 

 

 

 

 

(Jehn, K.A., Northcraft, G.B., Neale, M.A., 1999) 







Unintended consequences: 
• Tokenism/stereotyping (Briggs, 2002) 

• Backlash (Chavez & Weisinger, 2008; Briggs, 2002) 

• Disruptive to group dynamics 

 Distrust (Briggs, 2002) 

 Communication breakdown (Briggs, 2002) 

 

 



Lack of assessment (Chavez & Weisinger, 2008) 

Learning outcomes/goals (Steward, Neil & Miller, 1999) 

Experience of trainer (Briggs, 2002) 

Choice of materials/activities (Briggs, 2002) 

Context of training (Watson, 2008) 

 



Factors to consider: 
• Group composition 

• Goal of training (knowledge or skills) 

• Champions of diversity (management and/or 

employees) 

• Experts opinion 

 



 If goal is knowledge acquisition 
• Group composition has little effect on outcomes 

 If goal is skill acquisition 
• Use of behavioral modeling more effective in 

homogonous groups 

 

 
(Roberson, L., & Kulik, C. T., Pepper, M. B., 2001) 



Champions of diversity respond 

enthusiastically to initiatives even in the 

face of resistance. 
• Managerial support 

• Co-workers support 

 Women 

 Racial minorities 

Burdening underrepresented group 

members 
(Cunningham, G. B., & Sartore, M. L., 2010) 



Components of effective diversity training 
• Support from management 

• Part of the strategic plan 

• Programs tailored to the specific organization 

• Qualified trainers 

• Combined with other trainings 

• Mandatory 

• Inclusive 

• Trusting and confidential environment 

• Requires accountability 

• Conduct evaluation 
(Wenting, M. R., & Palma-Rivas, N., 1999) 



 To apply learning from diversity training workshop 
  To raise the awareness of how complex the 

implementation of diversity training can be 
  To gain a general knowledge of the factors that play 

into the successful or ineffective training  
 To emphasize that in the future, as student affairs 

professionals, these are experiences that are not 
uncommon  

 
(Note: The objective of the activity is not for each group 

to reach a “correct” decision.  Instead, the activity is 
about understanding the complex factors at play when 

choosing and creating effective diversity training, 
activities, and workshops.) 
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