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5. ORGANIZATIONAL
RESPONSE LEVEL

What level has your organization reached in becoming aware of and responding to the
diversity of the people who comprise it? With this survey you can make an assessment
of your own and then compare and discuss it with others.

INSTRUCTIONS

In respect to cultural change and multicultural awareness use an “X” to indicate the level
your organization or your part of the organization has reached on the LADDER TO
SUCCESS in relationship to its understanding and response to diversity. You may observe
that the organization or parts of it seem to be at several levels at the same time. Use a          
to indicate these other levels. Then answer the questions that follow.

There is an evaluation process set up to check our progress.

There is an overall plan and concentrated effort to deal with the issues.

Disconnected efforts are taking place.

Policies are being established consistent with the vision.

There is a corporate vision about the role of diversity in the organization.

We have decided that changes have to be made.

We have created an open forum for discussion.

The issues are being discussedprivately and in informal groups.

People are actively acknowledging that diversity is an issue.

There is denial, anger, frustration and conflict.

There is little or no awareness of diversity as an issue.



How are people in the organization talking about diversity? For example, do they frame it as
a political issue, a human rights issue, a communication issue, etc.?

What efforts have the issues of diversity received so far?

What has been the outcome of these efforts?

Who supports the work of dealing with diversity?

Who needs to support this work for it to succeed?
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GEORGIA DEPARTMENT OF CORRECTIONS:

CULTURAL DIVERSITY AND CLIMATE ASSESSMENT SURVEY

This survey is a first attempt at discovering how all of us who work for GDC feel about the place we work and
the people we work with. There are no right or wrong answers, so please respond as honestly as you can to each
question. This survey is being completed by thousands of GDC staff. No one will be identified individually. Your
responses will be considered only as a part of various large groups of GDC staff.

Most importantly, after the survey results have been analyzed, they will be reported to all GDC staff. GDC can
then use those results to make essential changes that will move our agency into the next century. Your candid
response is crucial to developing an accurate snapshot of our Department as it exists in 1993.

You may want to refer to the definitions below as you complete this survey.

DEFINITIONS

Culture l A network of shared understandings, norms, and values that are taken for granted and that
lie beneath the surface and determine how we view and practice life.

l Culture tells us how “we” are and what attitudes to have about "them', the people who are
different from us.

l Culture tells us how we should do things and what should be important.
l Our culture is communicated and affirmed through language, gestures, symbols, myths,

rites and rituals.

Majority Culture This group exerts the greatest influence, occupies powerful decision-making positions, and
determines life chances of other groups. The official agents of society generally represent
this group’s views.

Minority Culture These groups are underrepresented in decision-making bodies. Culture is transmitted through
family and group members and not by official agents of society. These groups are treated
differently because of shared physical, social, or cultural characteristics.

Ethnic Group Members consider themselves to be alike because of common ancestry or history.

Race A cultural classification of populations, using actual or assumed genetic traits to classify
populations of the world.

Disability The Americans with Disabilities Act (ADA) defines disabilities as including but not limited to
alcoholism. blindness, deafness, heart disease, multiple sclerosis, mental or emotional illness,
orthopedic impairments, learning disabilities, and speech impairments.
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Sample List of Surveys of Diversity,
Corporate Culture and Corporate Climate
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Focused Interview Group Protocol

Goal of interviews: To explore employee perceptions concerning GDC as
a working environment, especially for minority groups

Introduction: Welcome and purpose
Oral statement of confidentiality
Obtain permission to record session
Obtain permission to share recording with pertinent parties
Set ground rules
Discuss expectations
Introductions

Define terms - Culture and Diversity (see Appendix 7)
Brainstorm ways we can be different - board responses

Interview Protocol:

1. What kind of working environment is GDC? Probe for detailed responses.

2. Is GDC a good working environment for minorities or individuals who are not
members of the Euro-American male or dominant culture group?

-- Explore what participants perceive to be the dominant culture if different from
Euro-American male.

-- Probe for ‘critical incidents” or examples which illustrate “how it is’.

3. How well is GDC doing in valuing and utilizing the different talents of all Its
employees?

Explain.

4. What is GDC doing to address the issue of diversity in its workforce?

44



GDC Diversity

5. Do you think that minorities, women, gays/lesbians/bisexuals, disabled, etc. have
particular needs as GDC employees?

What needs? (address as many groups as possible, refer to list of differences)

Are those needs currently being met by GDC?

How?

If not, why?

6. Is there anything which keeps you or others from contributing all that you can in
your job?

What are some of these things?

7. Are there unwritten rules that you are expected to follow in order to be successful at
GDC?

What are some of these rules?

8. Describe how GDC is doing at recognizing that members of minority groups want
and need to have opportunities to meet, congregate and socialize with each other
for support?

Give examples.

9. How would you rate the training at GDC with regard to addressing differences
among employees? (Rate on a scale of 1-10, with 1 being the lowest.)

Why?

What issues/difficulties have you noted?

10. What are the training needs or concerns you feel need to be addressed with regard
to diversity issues?
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1.

2.

3.

4.

5.

6.

7.

8.

9.

10.

GDC Diversity

GDC TRAINING CURRICULUM EVALUATION CHECKLIST

Materials reflect respect and
acceptance for or in some way allow
for diversity. l

Language is inclusive as opposed to
exclusive.

Humor used in materials is free of bias.

Examples reflect a range of
possible differences.

Photographs and videos reflect a range
of cultural categories (scenes depict
persons of color, women, physically
disabled, etc.)

In the development of lesson
plans a variety of formats is
used (audio visuals, role plays,
critical incidents, case studies,
etc.) so that all participants
have an opportunity to
“get it” no matter what their
learning style.

Lesson plans provide pacing of
classroom activities which
allows for the needs of diverse
groups (i.e., ample time for
questions and reteaching if
necessary).

Materials utilize and present information
in clear, easy to read, language.

Class topics/exercises incorporate
examples from diverse groups.

Frequent checkpoints are established
to make certain participants are
understanding the material.
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OPERATIONAL DEFINITIONS

Diversity

Culture

Our otherness or those human qualities which make
us different. Primary dimensions of diversity include
age, ethnicity, gender, physical abilities/qualities,
race and sexual/affectional orientation. They shape
our self-image and our world view. Secondary
dimensions can change and include education,
geography, income, marital status, military
experience, parental status, religious beliefs, and
work experience.

A network of shared understandings, norms, and
values that are taken for granted and that lie beneath
the surface and determine how we view and practice
life. Culture tells us how “we” are and what
attitudes to have about ‘them”, the people who
are different from us. Culture tells us how we
should do things and what should be important. Our
culture is communicated and affirmed through
language, gestures, symbols, myths, rites and rituals.

Majority Culture This group exerts the greatest influence, occupies
powerful decision-making positions, and determines
life chances of other groups. The official agents of
society generally represent this group’s views.

Minority Culture These groups are underrepresented in decision-
making bodies. Culture is transmitted through family
and group members and not by official agents of
society. These groups are treated differently because
of shared physical, social, or cultural characteristics.

Ethnic Group

Race

Disability

Members consider themselves to be alike because of
common ancestry or history.

A cultural classifications of populations, using actual
or assumed genetic traits to classify populations of
the world.

The Americans with Disabilities Act (ADA)
defines disabilities as including, but not limited to,
alcoholism, blindness, deafness, heart disease,
multiple sclerosis, mental or emotional Illness,
orthopedic impairments, learning disabilities, and
speech impairments.

Sources: Christensen, C.P. (1999). Cross-cultural training on helper response. Counselor
Education and Supervision. 6(28), 270-287.

Loden, M. & Rosener, J.B. (1991). Workforce America! Homewood, II:
Business One Irwin.
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