
A
Accountability, 125
Acknowledge Personal Responsibility,

107–108
Acknowledgement: of contributions to

organizational culture, 125; of every-
one’s contributions/development
needs, 119; of old dysfunctional
behaviors, 107–108, 117

Adil’s story, 47–48
All That Glitters story, 56–59
Appreciation: demonstrated by reward-

ing/promoting POC, 71–72;
demonstrated during hiring process,
56; demonstrated when developing
POC, 67–68; demonstrated when
managing POC, 60, 64–65

Attracting/hiring POC: demonstrating
commitment to success of POC,
60–61; demonstrating appreciation
for contributions, 60; demonstrating
appreciation for talent/skill, 56–59;
demonstrating respect, esteem, con-
sideration, 55–56; demonstrating
sense of realism about POC, 61–62

B
Blank, R., 115

C
Commitment to POC success: demon-

strated by rewarding/promoting
POC, 72; demonstrated when devel-
oping POC, 67; demonstrated when
hiring, 60–61; demonstrated when
managing, 65

Conduct a Reality Check, 108–109

Contributions of POC: developing POC
as appreciation for, 68; hiring 
behaviors demonstrating apprecia-
tion for, 60; managing behaviors
demonstrating appreciation for,
64–65; rewarding/promoting in
appreciation for, 71–72

Cultivating image tools: becoming
proactive, 122; broadening your
views, 115–117; using creative and
innovative ways to develop POC,
118; cultivating diversity-sensitive
management skills, 120–121;
overview of, 114–115; owning and
addressing old behaviors, 117; by
rewarding/promoting without
regard to differences, 123; tips on
enhancing your image, 123–124;
understanding the new rules of
engagement, 117–118

D
Deload, C. (The Tale character), 14–17
Developing POC: in appreciation for

contributions, 68; using creative and
innovative ways for, 118; demon-
strating appreciation for talent and
skills, 67; demonstrating respect,
esteem, and consideration, 67

Discrimination suits, 78–79, 91–92
Diversity: introduction to initiatives for

organizational, 4–7; organization
focus on increasing visible, 7;
primary characteristics of, 5–6;
secondary characteristics of, 5.
See also POC (people of color)

Diversity strategies: examples listed, 8t;
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overview of organizational, 7, 9
Diversity-sensitive management skills,

120–121

E
EEO charges, 77, 86, 87
Elsea, J., 5
Exit interview feedback, 18–20

F
Fairness advocate, 122
Familiar view, 36t
Feedback: to assess how others see you,

110–113; exit interview, 18–20;
given to POC from managers,
120–121; proactive response to,
122; 360-degree feedback, 111–113

Feedback sessions: manager responses
to, 19–20, 39–41; The Tale descrip-
tion of, 17, 18–20

First view, 36t
The Four Minute Sell (Elsea), 5–6

G
Goldfish anecdote, 39
Golf, 79–80, 94
Good intentions, 73–74
Grace from mistakes, 125

H
Hiring. See Attracting/hiring POC
Hudson Institute, 4

I
IBM, 4
Image: tools for assessing how others see

your, 110–113; tools for assessing
your, 107–109; tools for cultivating a
new, 114–124

Individual valuing behaviors: described,
54–55; step 1: for attracting and

hiring POC, 55–62; step 2: for relat-
ing to and managing POC, 63–66;
step 3: for developing POC, 67–69;
step 4: for rewarding and promoting
POC, 70–73

L
LLC (Lessons Learned Corporation,

Inc.): comparing the perceptions of
POC/managers of, 27t–30t; feed-
back sessions held by, 18–20; an
inside look at, 25–33; questions on
differing perceptions of POC/man-
agers of, 31–32; repeating old prac-
tices in vain, 73; The Tale of
Recruitment/Retention of, 13–23

Loden, M., 5

M
Management behaviors: inappropriate,

75–76; owning and addressing old
and dysfunctional, 107–108, 117;
responses to POC feedback by,
19–20, 39–41; Upon Reflection
Questionnaire to assess, 76–103.
See also Retention tools;Valuing
behaviors

Managers: comparing perceptions of
POC and, 27t–30t; cultivating diver-
sity-sensitive management skills,
120–121; effect of incomplete views
on perceptions of, 35–37, 36t; evalu-
ated on basis of three competencies,
32; failure to establish working rela-
tionship with POC, 32–33; as fair-
ness advocate, 122; feedback given to
POC from, 120–121; questions on
differing perceptions of POC and,
31–32

Managing POC: demonstrating appreci-
ation for contributions, 64–65;
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demonstrating appreciation for talent
and skills, 64; demonstrating com-
mitment to success of POC, 65;
demonstrating respect, esteem, con-
sideration, 63; demonstrating sense
of realism about POC, 65–66

Mentoring programs, 90
Mentors, 78, 113, 120
Miriam’s story, 75–76
Mirror metaphor: closing notes from

the mirror, 125; comparing percep-
tions of POC and managers,
27t–30t; described, 3–4; differing
responses to POC feedback, 39–41;
effect of incomplete views, 35–37,
36t; example of response to seeing
full reflection, 42; functions of, 4;
questions from mirror to the reader,
31–32; Ratings Chart for Upon
Reflection Questionnaire, 84

Mistakes, 125
Most accessible view, 36t

N
Negative beliefs/feelings, 116–117

O
Organization culture: acknowledging

contributions to, 125; managerial
valuing actions as part of, 46–48;
which values POC, 42–43

Organizational Reflection Checklist:Are
you attracting and hiring POC?, 49;
Are you developing POC?, 51;Are
you relating to POC?, 50;Are you
rewarding and promoting?, 52;
assessing responses to, 53; described,
48

Organizations: discrimination suits
against, 78–79, 91–92; diversity
strategies taken by, 7–8t, 9; focus on

increasing visible diversity, 7; futility
of good intentions by, 73–74; intro-
duction of diversity initiatives in,
4–7; poor retention of POC by, 2–3;
sharing unrealistic/incorrect infor-
mation about, 56–59

P
Personal assessment tools:Acknowledge

Personal Responsibility, 107–108;
Conduct a Reality Check, 108–109

Personal mentors, 113
POC (people of color): comparing per-

ceptions of managers and, 27t–30t;
creating organization culture that
values, 42–43; effect of incomplete
views on perceptions of, 35–37, 36t;
failure of managers to establish
working relationship with, 32–33;
issues prompted retention of, 37–38;
misjudging discontentment from,
1–2; poor organizational retention
by, 2–3, 10; questions on differing
perceptions of managers and, 31–32.
See also Diversity

POC turnover rates: accounting for
high, 11; examples of manager
responses to, 41; issues leading to,
37–38; The Tale on story of, 13–23.
See also Retention of POC

Primary diversity characteristics, 5–6
Promotions. See Rewarding/promoting

POC

R
Realism about POC: demonstrated by

rewarding/promoting, 72; demon-
strated during hiring process, 61–62;
demonstrated when developing
POC, 69; demonstrated when man-
aging, 65–66
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Respect: demonstrated by developing
POC, 67; demonstrated by man-
agers, 63; demonstrated by reward-
ing/promoting, 70; demonstrated
during hiring process, 55–56

Retention of POC: direct/indirect costs
of failure, 10; a few points to
remember on, 125; issues affecting,
37–38; as natural outcome of valuing
behavior, 126; poor record of organi-
zational, 2–3; steps leading to,
42–43. See also POC turnover rates;
Valuing

Retention tools: described, 106; per-
sonal assessment, 107–109; for posi-
tive change of behavior, 114–124;
purpose of, 105;What Others See in
You, 110–113. See also Management
behaviors

Retention/valuing behaviors: step 1:
attracting and hiring POC, 55–62;
step 2: relating to and managing
POC, 63–66; step 3: developing
POC, 67–69; step 4: rewarding and
promoting POC, 70–73

Reverse mentoring, 113
Rewarding/promoting POC: demon-

strating appreciation by, 71–72;
demonstrating commitment to suc-
cess of POC by, 72; demonstrating
respect, esteem, consideration by,
70; demonstrating sense of realism
about POC by, 72–73; without
regard to differences, 123

S
Secondary diversity characteristics, 5
Sense of realism. See Realism about

POC
Slipp, S., 115
Sports participation, 79–80, 94

Stereotypical view, 36t

T
The Tale of Recruitment/Retention, 13–23
Tennis, 79–80, 94
360-degree feedback, 111–113

U
Upon Reflection Questionnaire: how to

use the, 76; interpreting your score,
102; preferred answers and rationale
for, 85–102; questions listed, 77–81;
Ratings Chart for, 84; Scoring Sheet
for, 82; scoring the, 83

V
Valuing: creating organization culture

of, 42–43; creating organizational
culture of, 42–43; as critical step in
retaining POC, 45; managerial action
required for, 46–48; as more than
good intentions, 73–74;
Organizational Reflection Checklist
on, 48, 49–53. See also Retention of
POC

Valuing behaviors: individual, 54–73;
managerial, 53–54; retention as nat-
ural outcome of, 126; when attract-
ing and hiring POC, 55–62; when
developing POC, 67–69; when man-
aging POC, 63–66; when rewarding
and promoting, POC, 70–73. See also
Management behaviors

Voices of Diversity (Blank and Slipp), 115

W
Workforce 2000 report (Hudson

Institute), 4–5

X
Xerox, 4
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