HOW TO FACILITATE
DIVERSITY IN
SCOUTING

By: Emil H. Maier, PHR, CSHO
Unit Commissioner

August 1, 2006

Northeast Georgia Area Council
College of Commissioner Science



Advisor Approval

This thesis has been reviewed for spelling and gratical errors,
Content and conformity to the Northeast GeorgiaaAZeuncil

College of Commissioner Science Guidelines foringita thesis.

All such errors have been corrected by the candidatore submission

of this thesis to the dean of the Ph.D. Program.

Dr. Judy Martin

Advisor to Emil H. Maier, PHR, CSHO



Preface

This thesis is written to enhance the Scouts oufes understanding of how to
deliver a diversity program in Scouting. It willfef insight into who the target audience
is and how to get their full participation. The fi@pating Scout or Scouter, being the
target audience, will also be examining what t&in view of diversity is. What they
will be learning about themselves and others valpithe Scout or Scouter throughout
the remainder of their life. Each Scout and Scowittrealize that when they interact
with others anywhere, they are actually practiangprsity (inclusiveness). This thesis
will give all Scouts and Scouters a chance to |&am to facilitate a diversity program.
The program should be delivered in a workshop ondtable environment.

The Scouts and Scouters are the target groupkifothiesis. The Scout or Scouter
will have the benefit of learning what they can doshould not do when facilitating a
diversity program (course). The research and dgweént of this program will enable
the Scout or Scouter to facilitate a good divergitygram. The Scout or Scouter has the
advantage having a program, which has been teBtedScout and or Scouter will also
have in the appendix many diversity exercises, Wwhgve been used in the past by the
author, and many of his colleagues. The Scout outgc can alter the program(s) to fit
the situation or their target audience within Soaut

This thesis does not cover the volumes of matetii@iare in print about
diversity. Each area of this thesis was carefudlgsted and researched to give the Scout
or Scouter the optimal amount of course insiglaksas and materials. This thesis will
enable the Scout or Scouter to have a better ulagheliag into the background of

diversity. The Scout or Scouter can do more reseancheir own and develop even



more programs from this thesis. This thesis willegeach reader the ability to look into
their own personal insight of diversity, and howniay affect the way they facilitate a
diversity program. This thesis is the basis foneibity program, which can be expanded

on, and be more useful to all those involved inusiog.
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Overview of Diversity

This thesis will enhance everyone’s understandfrigow to deliver a diversity program,
and how it relates to Scouting. The main thrughd thesis will point out that the Scout
or Scouter participants have a large part in hoxerdity is working in Scouting at that
moment in time. The idea is to build on the exigtiiversity of the participants and
recognize that it is in constant change. Recoggittiat diversity is not stagnate, but ever
changing, we then explore how to best learn abbmustibject. This thesis will show the
many different ways to lead (facilitate), not teaafiversity program in Scouting. This
has to be accomplished working with the participantd, without alienating them. One
must also work within the allotted time constraifite best way to present/deliver,
diversity is in a workshop or roundtable environmen

This type of environment will enable the Scout oo&er to explore new ideas

and learn about diversity in brief, interesting aagtivative ways. Learning about
diversity is valuable to all kinds of organizatsoinom education and government to
businesses and not-for-profits like Scouting. ket féhis learning is essential to building,

developing, and enabling diversity to grow and &bws in any top rate organization.



Defining Diversity and its Influence on Scouting

Before moving on one must have an idea of whatrdityereally is. Diversity in Scouting
is simplylnclusiveness That is, inclusiveness describes the Scoutingrorgtion as it
attracts, develops, retains, utilizes, and promiatiesited Scouts and Scouters. Scouting
has and continues to create a climate that valwessity by seeking and retaining

these capable people. These individuals from d@iffebackgrounds, and with varying life
experiences are usually more than willing to shiae& experiences. Scouting values

are what the Scout or Scouter will bring to thegoam(s) ensuring that all are included
in the Scouting programs. The bottom line is, ddugrin Scouting creates an
environment where all Scouts and Scouters are gahembers and appreciated for their
collection of similarities, dissimilarities, diffences of values, thought processes,

and opinions.



Setting Parameters for Facilitation of the Course

The delivery of diversity can be done in indivileagments lasting a minimum of an
hour. The preferred way to obtain full participatiand involvement is to have the
participants involved for a typical half-day (fdwour) session. With all the modern
conveniences at our disposal to make learning rethsia in times past, there is an old
saying that is very true even in today’s sociefjhé mind can only stand as much as the
participant’s rear end can stand sitting”. Théhauhas tried a six-hour course and has
been told by the participants they had an inforamativerload. Therefore, the maximum
participation/retention rate for any successfulreeuthat the author has facilitated, has
been four hours in duration. Because each individugdifferent, the programs you
present must include the Scout or Scouter for masmarticipant involvement. No two
programs will be the same and the results (suce¢spwill vary, depending on your
participants. You may need to adjust your prograinelp facilitate full participation.

The challenged Scout or Scouter may need wheelahegss, or larger print or Braille
for the visually impaired, or perhaps someone wdmosign. Asking about needed
accommodations prior to presenting the progranssemtial to the success of a diversity
program. This is accomplished by asking about @aogssary accommodations in the
sign-up form for the program. However, having akogcplan-b prepared prior to the

delivery of the diversity course will help ensubhe success of the program.



Setting the Climate for Learning

Diversity must include brief and interesting adias that increase the Scout and/or
Scouters’ awareness of diversity in a non-threatgmiay . This will enhance the

program and time spent by helping the Scout or tecdake home positive points of how
diversity is working in Scouting. The ultimate gaafor the Scout or Scouter to leave the
course with new insights into themselves and othidrs will enable the participants to
understand and retain what was discussed. Marhyedstouts and Scouters will have
learned how to assimilate or at least discuss,c@mwepts and ideas. These sessions will
help Scouts or Scouters learn how to work with kgmeore effectively when they return
to their unit, school, home and/or business.

It seems very simple to just say, “I will teach #tedent what | have learned and

they will understand.” When teaching diversity widl teach what others, and/or we have
learned, researched, and retained. This by no meaims most advantageous way for the
Scout or Scouter to learn and retain informationiclv may be vital to them and the
Scouting experience. There is a simpler way in Wwhe can use our knowledge to help
the Scout or Scouter learn. The most successfulisveglled being a facilitator of
information. Facilitation is a teaching method desid to stimulate questions that lead to
self-discovery. Here the Scouts and Scouters drgatting just a lecture type course,

but, are full participants and experiencing divigrfirsthand.



Personal Awareness of Diversity

Each person comes to a training session, worksopwith their own expectations of
what will be presented and what is useful for thBecause of this, the facilitator must
be aware that not everyone will be ready to pauditg or ready to learn. It is the
facilitators’ responsibility to ensure that all paipants receive the maximum benefit of
the program. The Scout or Scouter will come toptogram with different levels and
kinds of experiences in diversity, which will besled on their cultural norms. Their
concepts of diversity will at times be difficultrfothers to understand based on their own
socio-economic experiences, traditions, values pandeptions. To ensure that each
Scout or Scouter gets the full value of the ditgnsrogram, the facilitator will use the
participant’s diversity to make the program a sssce

The SECRETis to make their experience(s) part of your progrand their full
participant participation your way of going fronpeesenter to a facilitator. If we want to
apply intellectual knowledge to change behavior @acisions, the program will not
succeed. When the Scout or Scouter is learningtabeersity, the facilitator must not
only engage their mind, their hearts also mustrigaged.

The best way to engage the Scout or Scouters isgartreate opportunities for
interaction and dialogue about a subject matterghvis important to the Scouting
participants. The course facilitator can set oigiede the parameters of the course. This
will be accomplished by keeping everyone on taskraot getting off into to many
different subjects. The facilitator guides the S¢®uor Scouter(s) through their time of
learning and growth. The facilitator will set ugigities, and ask questions, but at a

critical point will step back and let the Scoutgs)Scouter(s) find their own way to the



desired knowledge and insights. The facilitatohkiping the Scout(s) or Scouter(s)
discover many things about themselves and the pméicipants. The Scout and Scouter
will see that the sharing of information is notyoréwarding for the participants, but

also for the facilitator. As the Scout(s) or Sco(gemore fully understand their own
uniqueness and the diversity of others, theydwitover how incorrect assumptions and
unconscious stereotypes may have been shapingld®gions and behaviors. The
program is to help the Scout and Scouter see beyymidpersonal outlooks and examine
how their own values may play out for others. “Thel} also learn how their decisions,
actions, inactions, and behaviors affect othersags they may have not even imagined.”

(SHRM-White Paper-Williams and Osinski-Nov 2002)



Verbal and Non-Verbal Communication

During the course all participants will have beemmunicating verbally and non-
verbally. These types of communications are themexed and discussed in respect with
to how they affected the development of the corateyss. The authors’ former wife
used her hands and arms as a form of non-verbahcwmsation. Many people thought
she was lItalian using a general stereotypical é{®hsuch as, Italians always talk with
their hands. Actually, she was from Mexico. Therefdhe various types of verbal and
non-verbal communication used should be discuddgd.way each Scout or Scouter
and/or group will have a better understanding heapte may present his/her or their
thoughts.

There are many unconscious forms of communicattnggon and it is not as simple as
it seems to identify it. With the large varietyafmmunication means at Scout or
Scouters disposal it is a wonder how they commu@iaéth one another effectively.
Their forms of communication could run the gamlbiindlections in a voice, different
body movements, to wild gestures.

The facilitator is always encouraging participatannd rewarding the communications
between the individuals and groups with positivefecement. The facilitator will
enhance the program by doing his or her best tas®tany facial expressions or body
language, which may be perceived as judgmentalisapproving. The facilitator’s
actions, words, and body language send powerfusages which could negatively
influence the program. Difficult as this may see@nbé, it is essential that the facilitator
not influence the program negatively. The facititawill help unleash the potential

knowledge and self-awareness of inclusion, whiagksgential to Scouting and each



participant. Remember the facilitator should notheeultimate subject matter expert.
He/She is helping each Scout or Scouter to look desde themselves and examine
what each of them have brought to the course. atiétator is managing the process of
discovery rather than developing and focusing ornerd.

The best way for a facilitator to get full ScoutSwouter participation is to let them know

“what’s in it for mé& or WIIFME (pronounced Whiff me) . A facilitator challenges the

Scout or Scouter to examine diversity through Inisey own personal experiences. The
facilitator must explain that the diversity progrésrdesigned to help them recognize,
understand, and challenge their own valuesN&IT to change them. A good diversity
program will not only help in Scouting but in eaoldividual’s daily life. Therefore this
self-examination will start at the present sessiod should continue on throughout the
Scout or Scouters life experiences. However, énailithors’ personal experience, it has
been shown that the true value can, or may, onhgakzed at another point in time,
when the program can be fully appreciated.

The course must be interactive so all participaatslearn and develop into a better
Scout or Scouter. Remind the Scout or Scouterittimbkay to disagree, however, the
facilitator must stress the importance of usingsg@sity and respect when doing so.
Every participant comes out a winner and no orte s left out of the exploration of
diversity in this setting.

The facilitator must involve the Scouts and Scauteym the start. The facilitator will
use language ofY'OU” not I. An example the author uses in the progeana faciltatator
is “You are going to learn so much from each other andl beilearning fronyou also.

Whenyou leave todayyou will have new resourcggu can tap into.” The facilitator



must remember that some participants may not feked about themselves or a topic
before coming to the course. Others however, mag had many conversations about
different topics through their church, communityemds, family or work. However, the
diversity program will probably be the first timeat this group of people has had the
opportunity to talk and learn from each other. Agsan icebreaker is the fastest and
easiest way to begin to know others in the Scgytiogram. A very simple icebreaker is
have each participant stand up where they aretateltheir name and unit. This simple

short statement gets the proverbial ball rolling.



Getting to Know Each Other in the Course.

Getting to know the Scout or Scouter is how wealsc what makes them

unique as individuals. Recognizing that uniquenestheir diversity, helps us draw on
everyone’s talents, strengths, and enthusiasmotlupe the best possible Scouting
program. Scouts and Scouters have different thopafierns, work ethics, business
philosophies, beliefs, personal histories, culttnaditions, and values that actively shape
behavior and priorities at home, school, work, em8couting. Therefore, tapping into
the sometimes hidden or not obvious diverse backgi® that the Scout or Scouter has
brought to Scouting, enriches the Scouting programensely.

The icebreaker helps people get to know each ethée exploring some aspect of
similarities and differences. This approach hasé¢hmajor benefits. First, the
participants have to practice having conversatibasdemonstrate they value diversity.
Second, participants will practice naming aspetthiwersity in ways that are respectful
and sometimes even playful and fun. Third, thevagtbuilds an interpersonal
connection among the participants that sets tlge $ta interesting and lively discussions
later in the program. The following section in gfregram, is one many have used and it
works very well in all types of Scouting environngen

The primary way the facilitator begins the prograrby having the Scouts or Scouters
pair up with someone new, and get to know thatquer§his part of the program will

take approximately 30 to 45 minutes. The participavill have 5 minutes to interview
each other. Each will ask a series of questionsrgie them by the facilitator. The
guestions will be written on a flipchart or by ugiany other means, such as an overhead

projector, laptop on screen or other devices. Wilishelp the participants begin to

10



appreciate that there needs to be a base for uaddnsg each other before moving on to
other diversity subjects. The facilitator will pide paper and a writing instrument for the
participants. The primary questions will be thespais name and why did that Scout or
Scouter come to the course. What is the particgpaviorite food and why? What is

their favorite color? What do they want to get frparticipating in this course? Take a
grocery shopping list-5 items-from your partnerishill help each participant to see

this as a non-threatening environment and it vélptithe Scout or Scouter understand his
or her new friend. (See Appendix A)

The facilitator will conduct a brief ten or fifteaninute debriefing list. The facilitator

will write down two points from the shopping listhe color, and a short synopsis of what
they hope to learn by taking the course from eashgnd write it on the flip

chart or what ever other means that are availables. should be done so the same
guestion for each pair will set up a common bomdorg the Scouts and Scouters. These
are benign questions, yet they reveal much moratahe participants than they may
realize at that moment. This will also help setstege for more in-depth involvement
between all the participants. This simple startaeales the program by helping the

participants to communicate with each of the teaemimers and others in the group.

11



Setting the Climate to Learn from Others

Once the Scouts or Scouters have completed géttikgow each other, then the
facilitator begins setting the climate for learnfingm others. Scouts and Scouters come
to diversity programs with different kinds of exgerces, ethics, morals, values, and sets
of expectations. Creating a climate for learningudes establishing guidelines and
explaining the benefits of participation to the &scor Scouters. The climate for learning
is accomplished by setting guidelines by clarifythg behaviors expected during the
program. The Mission, Goals, and Values of the Boguts of America organization
should be reviewed so everyone is mindful of thérhe facilitator must be ever mindful
of their obligation to be as neutral as possibldevacilitating the climate for learning.
This will include respect for others experienced treir opinions.

A climate for learning will facilitate a basis fl@arning and a sense of safety for the
individual(s) and the group. It is imperative teaeryone understands that differing
opinions or thoughts are to be respected. Therpants of view which diversity may

not change; however, everyone at least must respecy other persons right to have his
or her point of view. An open thought process whpégeticipating in the diversity

program will enhance the session. Every Scout aodt8r needs to show concern for
other participants. Is what you want and need fobiners is to show that they are
considerate of you and your needs? An answer sagtiestion could be-1 will listen, and
be honest without causing harm to others. Anotbertfio consider in the climate for
learning is an appreciation of others participatiamolvement, attention, questions,
clarifications, and a simple “Thank you” works wensl. Actively listen to your fellow

Scouts or Scouters and don’t interrupt them. EmpAittive listening will enhance the

12



program. Each segment (no more than one hourat) tetll have a small group
discussion, followed by a large group discussi®&ee(Appendix B for setting the climate

to learn classroom preparation.)

13



Personal Awareness and How it Affects our Perceptits

Once the format (foundation) has been laid andraptished, then the facilitator will

give the participants time to discuss their PersAmareness and how it affects their
perceptions of others. This part of the progranh lbélmade up of questionnaires and will
take about an hour to complete. Personal awarémass® be defined so the Scout and
Scouter will have a solid basis to work off of.

Personal awareness is our view(s) of the worldctvhave been shaped by many factors.
The two most important ones are individual cultengberiences and our cultural
heritage. Increasing the Scouts or Scouters’ aveaseabout both the cultural
experiences and heritage aspects of the other Soo&couters’ personal experiences
provides the group with valuable information thalt velp them discover and understand
how each one personally sees the world (See App&idi

The term culture has many definitions and eachuSaoScouter will have their own

definition. Therefore each will be given this détion from theConcise Columbia

Encyclopedia, (Columbia University Press, 1994) “Culture is iy of life of a given
society, passed down from generation to the negutih learning and experience. It also
includes language, values, communication styletsemes of thinking, and norms of
behavior.” This will help the Scout and Scouterédawetter idea of what at least one
very good, yet simple definition of culture is.

Each Scout or Scouter has their own cultural idgaind heritage. No one will be
identically the same as seen in the make up ofltiieed States for example. Each Scout
or Scouter sees the world and their fellow paréioig through their own lenses of the

world. By realizing that each of us can very passiie unconsciously ethnocentric

14



which means the individual or groups attitude &t their culture or group is better
than or superior to others. When the Scout or Scaeflects on their personal
awareness of ethnocentrism they then can look wigjeetively at all cultures. Once the
Scouts or Scouters awareness has been raisedhéregan again take a look at their
world and make a more informed decision about tvim views of others. Without
personal awareness, the best the Scout or Scautetcis to tolerate people. The
personal awareness part of diversity helps the tSmoBcouter be able to expand their
ability to value diversity and build inclusivenasgheir daily lives. People who feel
tolerated do not feel included. Non-inclusion Wikely make Scouts or Scouters leave
the Scouting organization. Scouts or Scouters tegthie program will lower morale.
Once personal awareness has been discussed il @soop(s), then everyone in the

session will participate in a large group discussio
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Difference in Values

Once the awareness and perceptions segment isdthike facilitator can go on to the
next subject of Differences in Values within thewgp. Differences in Values are shaped
by many factors, including background, and/or peatity style. Values are defined as
the principals (personal life guidelines or grounkks) that are believed in and are held
in high esteem. Our values help us select the sswtinformation we think credible and
the kind of information we think we need to know.

A good example of this is watching the televisiGonsider that if we sit in front of a
television set for a minimum of one-half hour a délye usual television viewing time in
the United States is much longer than this. Oevigion set receives a minimum of one
hundred channels. We cannot watch all the chara@sce. As we flip through the
options with the remote control, our values helgleside which programs we will pass
by and which programs we will watch. In a similaayyas we go through life, our values
help us decide what information we will collect alethember.

As the Scout or Scouter goes through life, thesgegawill help them decide what
information they will collect and remember. Theawes will help create the filters that
keep some information out of their awareness. Aerogjood example of this is telling a
child to do their homework while their favorite gram is on. The message is received
but filtered out many times. These values affectdecisions about the information we
take in and the actions we will take at home, warld school or in Scouting. The
resulting actions based on the Scouts or Scousduey affect their entire social
environment. It can enhance or reduce inclusiveimegarious Scouting settings. When

this section on differences in diversity is presenit is best to have small groups work
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on the task for fifteen to twenty minutes(See Appe D). Then the group as a whole
will have to write down on the flip chart their pggises. Remind the group, that there are
not any wrong or incorrect answers. The answetsattgagiven show that differences in
values within the group can be inclusive. This wille the Scout or Scouter a chance to
know and understand each other better. The vaisesssed and presented to the Scout
and Scouter will help them realize the importanicatdeast trying to understand how
values plays a large part in their daily lives. Beout and Scouter must have the
knowledge before they can exercise their cognitasoning to change or at last
understand others values, if that is their wishth& minimum they will be able to
recognize that other Scouts or Scouters valuefiaaa power over their group(s)
thought process(s). Preferences, and personalierpes differ very much in every
person involved, yet the Scout or Scouter can e&segood judgment and include some

of the new learned values if they wish.
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Assumptions and Stereotypes

When differences in values part of the programb®es) completed, the group will move
on to Assumptions and Stereotypes. AssumptionsSéereotypes is the mental map the
Scout or Scouter has of the world. These mentakraggpthe pictures, thoughts, and
assumptions that each Scout or Scouter carry inntieds about themselves, each other,
and their world. This mental map is what leadsSheuts or Scouters to their basic
assumptions and stereotypes which may not be ¢orrec

Scouts and Scouters need ways to define and desmribworld as they see it, and the
people and events in it. Many times the mental naapsiot accurate and do not help the
Scout or Scouter realize the existence of morer@rt information. The Scout or
Scouter many times are not aware of the mentalth@phave, which may exist just
below their conscious awareness. If they are natr@awf the existence of their mental
map, then they do not challenge their stereotypdsassumptions (See Appendix E).
When we look at assumptions we know these mentptrage conjecture, a guess,
hunch, etc. that an idea, statement, or conclusitnue without verification.

Assumptions in many situations can cause harma&twout or Scouter when they do not
have enough information or lacks all the facts.ekample of this could be a belief. A
belief is/are idea(s) held as fact and thoughietérbe without any knowledge or proof.
Once these assumptions and beliefs are internatizad lead to discrimination.
Discrimination is the act of denying opportunitiessources, or access to a person or
group because of their membership. Discriminatiam take many forms including
racism, sexism, ageism, heterosexism, Scoutismsarorth. Scoutism? What type of

discrimination is that? An example is that pulsiihools that charter Scouting were
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being threatened with a lawsuit by the AmericanilCiberties Union because of
Scoutings basic values. The assumption by the AGLliblat because the Scouts say the
pledge of allegiance to God and country, the scham sponsoring religious
discrimination and violating the separation of atuand state.(March 2005
WorldNetDaily). Therefore a Scout or Scouter castdiminate against someone

without thinking because of their assumptions detestypes. A good diversity course
will help the Scout or Scouter examine their assionp and stereotypes without
offending the Scout or Scouter or others sengislit

An experiment was conducted in two parts on twaseountive days in a company called
XYZ . The experiment was a two-part course in Dsitgrfor the employees of this
company in December of 2005. The participants weteaware that they were part of an
on going diversity experiment. The first part wasiive a government expert to come in
and help the participants be more aware of what flaeed at retirement. This was to
either validate or dispel their assumptions ancestgpes of what social security really
was going to provide for them at retirement. Theeee adults who were at or near
retirement age and trying to decide what wouldheedifference-if any-of where, when,
and the correct timing of their retirement. Thigsaiscussed in detail by the lead public
affairs person of Social Security from the Gainksy{Georgia office.

She had agreed to come and give a talk aboutidreges in Social Security. She talked
about the changes in Social Security and someegbtbposed changes. The Director
talked for over three hours about what social sgcwould pay per person and the cost
per person for medical-medicare. She told thagjants that in order to receive/draw

social security a person has to be 65 years olds @liditional months according to the
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year they were born,). The director went on to &didhe participants how much money
they had to plan to use out of their budget whdgipg for their Medicare insurance and
prescriptions. Everyone took notes and these nates reviewed after the meeting to see
if there was any discrepancy in the informationrtdey all participants. The notes taken
agreed that the average person according to tb&t laformation was a retiree at age 65
will have a life expectancy of 82 for a male and@®8a female because of the advances
in medicine. A participant brought in an interaeicle which talked about the estimated
dollars retires would spend on medical. With tbeaaces in medicine the retiree will
have to pay over a twenty year period, if they tivat long after retiring, more than
$230,000-estimatedut of pocket for medical services and medicimetspaid by the
government. The assumption by the participantsalmethe article was off the internet,
was that it was probably true. This author wasate to verify this or find the exact
article. The internet information, and what theedior had to say had an impact on

the assumptions of all attendee’s. It also imghtteir families and their friends
assumptions and stereotypes of Social Security.

Then we held a second meeting to help the empsogeta better grip on the realities of
retirement. The author gave out the following infiation from an article to a group of
twenty individuals from the original meeting. Thiice is titled “Diversity
Demographics”. “One of human resource managemerda& profound challenges over
the past 50 years is due simply to the fact thehtliman resources being managed have
changed dramatically. Today’'s U.S. workforce is endiverse than ever. In 2005, 59
percent of the workforce is made up of women, caegbavith 27 percent in 1955. As

retirement nears for 76 million baby boomers, emgts nationwide are bracing for
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difficulties staffing highly skilled and senior jepband are looking for ways to retain older
workers. By 2010, the percentage of U.S. worketa/éen the ages of 45 and 64 will
increase 29 percent. Many workers will want or nedork well past 65 and will be
able to thanks to medical advances helping babyeos live longer and healthier lives
than previous generations. But with the advantafesversity also comes challenges,
including fostering nondiscrimination, equity, comnication, teamwork, and shared
values among people of all ages, races, sexdgetigions.”
Prior to discussion we went over a list of defoii$ which was to make sure all
participants stayed on track within the timefrarietied. Definitions of Assumptions,
Generalizations, Perceptions, Prejudice, and &tgves were given to all participants.
After the members of the group had read the aréiotkdefinitions it was time to
discuss the presentation and the readings td seeré were any changes in the
participants’ assumptions and stereotypes. It tnak an hour and a half for the
groups to discuss their assumptions and aboutpheiicipation in the Social
Security retirement program. Many wrote down thets$ of their own situation. The
participants proceeded with discussions of divgiEsisumptions and stereotypes with
respect to retirement. All had assumptions whicheveiispelled at the Social Security
meeting. The article was like topping on the cake participants started with some
basic mental mapping of their assumptions and@tgres of Social Security. It was
agreed in a large group that:

1. There was data which was heard and seen by aiitiparits at two meetings

which affected their mental point of view of Socgdcurity.

! HRMagazine, Anniversary 2005, Vol. 50, No. 13. Page 37-bydzeMloss
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2. Previous assumptions about retirement dollars laadhénefits provided by
medicare were not as valid as we had thought séteing the facts presented.
3. The challenge to the participants was now to waitk the realities of presented
authentic and realistic information.
4. Because the assumptions and stereotypes of retitemeee not accurate, the
participants can now make an informed decision.
5. Each participant also realized that the companyecgithem as an employee and
had given them the information to make a well infed decision about their future.
Many decided that they can continue working, be:@dlby an employer, keep
their insurance, and be more of an asset to théogepand society. Therefore
inclusion is part of the company’s overall goal.
Of the twenty participants who were involved, séeen had decided to stay and
continue working while receiving their social seguchecks. The three who decided to
retire when their time came could not believe tamgresented and said they would take

their chances. Diversity at this particular compenalive, well and growing.
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Diversity Conclusion

Like Diversity in Scouting, everyone had to pagate and brought their own set of
values, personal awareness, assumptions and sfgeol he participants used these
to get to know each other better. Retention ofedlonembers in a work environment
and/or in Scouting is essential for the future groand viability of any organization.
Once the course discussions are finished, thefatiléator conducts a wrap up. In the
facilitators wrap up, he or she will ask the ScartScouters to briefly state what they
will be taking away from or leaving behind becaoséhe diversity program. The Scout
or Scouter will usually bring up one or more of gants on diversity and how the
discussions have helped them. The door is opemdoe diversity programs by having
the Scouts or Scouters explain what has emergedtfieir discussions on diversity,
therefore enhancing the scouting experience..th¢jof three to four major issues will
be written for all participants to have an idea“blow diversity affects them in
Scouting”. They usually will share some of thegoeral effects the sessions had them
also. They can then discuss where they are, aedenthey may want to go the next
time they have a chance to participate.

The Scout or Scouter will realize that diversity lva will have an effect on all aspects of
their culture. Some of the most prevalent issueg Ibeaabout religion, physical abilities,
mental abilities, age, language, health, parentiagng for parents and siblings, etc.
Therefore, understanding diversity and optimiailingersity in Scouting will be a
rewarding experience for everyone involved. Leagnimlife is not a process of a one-
time meeting for a few hours and neither is diigr®iversity is a life long journey

filled with many peaks and valleys. We all must eenbber that the Scout or Scouter must
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look at the whole picture of their life to see hbevor she perceives diversity. Each
participant in the session will have made a countidn to diversity. The ability to use the
information presented will help him or her to adtpthe constant changes in their life
and his/her Scouting experience. What the Sco8touter learns about themselves and
others can build a better Scouting experienceo@ezing that diversity is constantly
changing our perceptions and realities of the wartiind us will help enhance the

Scouting experience.
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Appendix A

Getting to know each other better

Time for session is 30 to 45 minutes.

This program is designed to help the participaetsg@know others in the class.

1.
2.

3.
4.

8.

9.

Find out who knows who really well.
Count the number of students and then have themt cdiu This will
encourage the participants to get to know thessrtzates.
Give each pair a pen/pencil and questionnaire tpface down.
Tell the participants that that they have five nb@suto interview their partner.
Tell them that the questions are on the sheetépaanded out to them, or
you can read or write them down for the particigantdiscuss.
Tell them that there are no incorrect answers edgtermined answers that
are being sought.
The questions are:

a.) What is your name?

b.) What is your favorite color?

c.) What is your favorite food and why?

d.) Why are you taking this course?

e.) Make me a shopping list with five items.
Now tell the participants after 10 minutes or sapdepending on the group,
that you are going to take some notes of theiraesgs.
Let them know that the responses will be destr@atdtie end of the class so
no one will ever worry about anyone knowing whatytihad said.

10. Tell them that some of their answers will be veritdlown on the flip chart for

view and comparison. (The reason you wait to tedia the flip chart is that
you do not want to influence their responses td edlcer.)

11.0nce the tasks have been completed, you take dmiir$t food item of

each interviewee. This is a non-threatening wayaving the participants
communicate and have a chance to form a bond thatlgtoup.

12.Review the responses and you will have a betteenstahding of your

participants.
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Appendix B

Setting the Climate for Learning/Classroom setting:

PwpNPE

N

Set up the course so the facilitator can walk adoamd see every participant.
Have comfortable chairs or seating arrangements.

Make sure you have paper and writing instrumentshimse who forgot theirs.
Set the air conditioner or Heat at 68 and leateate. Why?? If the
participant is not hot, they won’t tend to get phedt they are hot then they
are not comfortable and will not be listening. &&t they will be thinking
about getting to the thermostat.

Bring along lots of prizes for the participants dheir participations. Sugar
and sugar-free candy is a simple yet effective vatbi.

Give plenty of breaks so everyone can get up angeracound.

Having people count off and then move to a diffetable or seat will help
the participant get a chance to move also.

Get to the classroom ahead of time and check ekktuipment you are going
to use. Check it before you take anything to ydassroom and then when
you get there. Preparation is essential to a ssftdeurse.
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Appendix C

Personal Awareness:

Time for this session can be no more than 60 Minuse

This will help the participants understand eactepdnd how their perceptions may
differ on many small things in life. There will senall group meetings to discuss the
group responses to the questionnaire. Then thgpgmnill meet in a large group to
discuss their responses. The following questioegaample.

What was your favorite television show when youenaichild?

What was your favorite game as a child?

What did you know about children in other partshaf world as you grew up?
Please give your definition of culture.

What role does culture, according to your defimtiplay in your daily life?

arwnE
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Appendix D

Difference in Values:

This class will last a maximum of 60 minutes. It isa very charged subject for the
class and sometimes tempers flare. This will begiwith a small group discussion.
After the participants have finished, they will then participate in a large group

discussion.
1. Assume your house/home is on fire. Name five thiyms will take with you
as you run out the door.
2. Why or how did you decide to take what you chose?
3. Is there anything or anyone you left behind, that would exchange with one
thing you took initially?
4, If you changed you mind why did you do that?
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Appendix E

Assumptions and Stereotype:

This class usually will take from 30 to 45 minutedt should not last more than 60
minutes.

This class is lots of fun and the participants Klyisee how their assumptions and
stereotypes play in their lives. First there wal & small group discussion and then a
large group discussion. Tell the participants thay cannot share answers and no hints
will be given.

Name a famous Indian.

Name four famous presidents.

Name two famous Black persons.

Name two foods that you consider “all American food
Name one thing that really gripes you that othereis’ do.

arwnE
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