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ABOUTYOUR COMPANY

Hillside Family of Agencies

e Mission, Promise, Philosophy of Service
e Organizational Size and Structure
Client Demographic

https://youtu.be/bBz2tgHCJJs


https://youtu.be/bBz2tgHCJJs

ABOUT YOUR COMPANY

Client Demographic

RACE & ETHNICITY

-+ 30% Caucasian

44%
African
American

-+ 14% Hispanic/Latino

voeeo 8% Multi-racial

é 4% Other

GENDER

54%

Female 5
46%
Male
AGE
----- 13% Ages 27+
il -+ 12% Ages 0-10
67%

Ages 11-18 ----8% Ages 19-26


http://www.hillside.com/about-us/virtual-tours/

ABOUT YOUR COMPANY

Bridges of Health Department

e Staff composition: Total 30 staff members in Bridges to Health Department

e Staff Demographics: 25 Caucasian female, 3 African American female, 1 African
American male, 1 Asian male

e Department Leadership: Executive Director ( 1- African American), Two
Program Managers (Female-Caucasian), Six-Supervisors (1 male- 5 female
Caucasian) & ( one Asian male)



ABOUT YOUR COMPANY

Bridges To Health Departments
Organizational structure




PURPOSE OF RESEARCH

Awareness
Education
Insight
Advocacy & Policy Change




RESEARCH AND LITERATURE

Criterion For a Diverse Organization:

1. Representation of diverse people (race, gender, age, ethnicity, physical and
mental challenges, etc.) in all levels of the organization as well in advertising
and publications.

Al

Family of Agencies
)




RESEARCH AND LITERATURE

Criterion For a Diverse Organization:

1. Four characteristics of a diverse organization (Garcia and Hoelscher,
2010).

2. Individual perception affected by status in the minority or majority of the
organization (Mor Barak, 2014).

3. Positive organizational diversity climate will be intolerant of workplace
harassment and discrimination, whereas a negative diversity climate will
convey such behavior (Garcia and Hoelscher, 2010)



RESEARCH AND LITERATURE

Criterion For a Diverse Organization:

o | fr(: - O s ‘
Our Shared Vision |
e is aleaderin services for |
youth, and families
re committed

Hillsid

children,
because we a
to these ideals...

2. Evidence that the organization 1is

inclusive, 1.e. diversity 1s connected to the
main mission of the organization

Create Partnerships

Children, youth, parents and familjes
are partners,

We are honect anda.. .

Respect all People

Diverse thoughts, ideas, and opinions
are listened to and valued.

Our diversity is an advantage in building
a strong, culturally competent,
and inclusive community.

Individuals are supported in achieving
a healthy balance
in personal and work lives.




RESEARCH AND LITERATURE

Criterion For a Diverse Organization:

1. An organization’s vision, mission and value statements are critical in creating
theoretical framework that promotes culturally responsive services in
behavioral and social services (Center for Substance Abuse Treatment, 2014).

2. Three-pronged rationale for including diversity and inclusion in a mission
statement according to Mor Barak
a. Diversity 1s a reality here to stay,
b. Diversity management is the right thing to do
c. Diversity makes good business sense



RESEARCH AND LITERATURE

Criterion For a Diverse Organization:

3. Human capital programs that aid in
recruitment, support, and retention of a
diverse workforce, such as special recruiting
efforts, flexible work arrangements for
parents and/or older workers, employee
resource groups, mentoring programs,
partner benefits, flexible holiday policies,

etc.

e Cultural Champion Group

e The Winter's Group



RESEARCH AND LITERATURE

Criterion For a Diverse Organization:
1. “ltis important that leadership be genuinely committed to the effort and that their

support be tangibly apparent in the allocation of relevant resources” (Center for
Substance Abuse Treatment, 2014, pp. 15)

2. Level of Commitment by CEO and Senior Leadership Team
a. Sharing information in memos, publication company wide meeting
b. Create diversity council
c. “CEO commitment is an essential first step in inclusion and diversity
strategy implementation” (Anderson and Billings-Harris, 2010, p. 27)



RESEARCH METHODS

e Primary Resources:
o The Mor Barak Inclusion Exclusion (MBIE) Scale
o Open-end Interview
o Purpose Selection: Management Team
o 3 completed Survey and Interview

e Secondary Resources
o New Employee Manual
o Hillside Family of Agencies Website
o Garside V. Hillside Family of Agencies Court Case
o Newspaper articles



FINDINGS & DATA

The Mor Barak Inclusion-Exclusion Scale

1. I have influence in decisions taken by my
workgroup regarding our task

2. My coworkers openly share work-related
information with me

3. I am typically involved and invited to actively
participate on work-related activities of my
workgroup

4. | am able to influence decisions that affect my
organization

5. | am usually among the last to know about
important changes in the organization ®

6. | am usually invited to important meetings in my
organization

7. My supervisor often asks for my opinion before

[ R R R A [ .

1
Strongly
Disagree

2
Moderately
Disagree

3
Slightly
Disagree

4 5 6 Result
Slightly | Moderately | Strongly | Totals
Agree | Agree Agree
X X X 15/18

XXX 15/18

XX X 13/18
XX X 13/18
18/18

X X 12/18
XX X 16/18




1 2 3 4 5 6 Result
H N DI N (JS & DA.‘-A Strongly | Moderately Slightly Slightly Moderately Strongly Totals
. . Disagree | Disagree Disagree Agree Agree Agree

The Mor Barak Inclusion-Exclusion Scale
8. My supervisor does not share information with me | XXX 18/18
®
9.1 am invited to actively participate in review and XX X 10/18
evaluation meeting with my supervisor
10. I am often invited to contribute my opinion in XX X 4/18
meetings with management high than my immediate
supervisor
11. I frequently receive communication from XX X 10/18
management higher than my immediate supervisor
(i.e Memo, emails)
12. I am often invited to participate in meeting with XX X 11/18
management higher than my immediate supervisor
13. I am often asked to contribute in planning social X X X 7/10

activities not directly related to my job function




1 2 3 4 5 6 Result

H N DIN (JS & DA.\- A Strongly | Moderately Slightly Slightly Moderately Strongly Totals
. . Disagree | Disagree Disagree Agree Agree Agree
The Mor Barak Inclusion-Exclusion Scale
14. I am always informed about informal social X X X 13/10
activities and company social events
15. 1 am rarely invited to join my coworkers when XXX 18/18
they go for lunch or drinks after work ®
293/324
90% Inclusive
Perception

Figure 1: The Mor Barak Inclusion-Exclusion (MBIE) Scale, 2005



INTERVIEW QUESTIONS

What does diversity mean to your stakeholders?

How do you address diversity & inclusion in the workplace?

How are matters handled related to discrimination for employees?
How do you view the organizational strategic plan?

What is the culture of the organization?

How often is the mission discussed with employees?

How are employees supported during times of workplace distress?
What is the size of the department?

What resources are explored to help employees gain training regarding
diversity & inclusion?

10. Do you feel the locations provide direct access to a diverse population in
the WNY community?

XA B WD =



Greater need for employee input
Staff are often excluded from
upper management workgroups
Staff often feel excluded from
major decisions.

Transparency is expected from
staff



e Time Constraints
e Access to Organizations

U M H- A.\- IO N S e Limited number of participants

e Inoperable fit of Diversity too
e Authorization & Consent needed

Any barriers?




FUTURE RESEARCH QUESTIONS

1. How does your own cultural identity affect the
workplace group dynamic?

2. Do you think race impacts organizational
culture?

3. How can you strive to improve workplace
discrimination?

4. How can you implement strategies to offset
negative workplace issues



REFERENCES

Anderson, R., & Billings-Harris, L.(2010). Trailblazers: How top business leaders are
accelerating results through inclusion and diversity. Hoboken, NJ: Wiley.

Center for Substance Abuse Treatment (US). (1970, January 01). Pursuing Organizational

Cultural Competence. Retrieved from http://www.ncbi.nlm.nih.gov/books/NBK248430/# _
NBK248430 pubdet_.

Cox, T (1993). Cultural diversity in organizations: Theory, research, and practice. San Franciso:
Bertte-Koehler.

Ely, R., & Thomas, D. (2001). Cultural Diversity at Work: The effects
of diversity perspectives on work group processes and outcomes.
Administrative Science Quarterly, 46(2), 229-273. doi:10.2307/2667087
Hillside Family of Agencies. (n.d.). Retrieved June 15, 2018, from

Mor-Barak, M. E. (2014). Managing diversity: Toward a globally inclusive workplace.
Thousand Oaks: SAGE Publications.


https://www.hillside.com/

your
Supervisor




