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MISSION OF THE COMMISSION

The Mission of the Commission, is to serve as a catalyst 

for advancing economic inclusion in Northeast Ohio.

1. Making Inclusion a Source of Economic Strength

2. Focusing on Jobs, Wealth, and Opportunities for 

Minority Individuals and Companies 

3. Reducing Barriers to Economic Inclusion 

4. Working with Our Corporate Members and Minority 

Business Enterprises (MBEs) to Achieve Measurable and 

Impactful Results around Board, Senior Management, 

Workforce, and Supplier Diversity Spend
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THANK YOU TO OUR SPONSORS
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Cultural Competency (definition):

An ability to understand, communicate 

with, and interact effectively with people 

of different cultures. 

Three components:

ÅAwareness of one's own cultural 

beliefs, values and norms and well 

as oneõs attitudes towards cultural 

differences

ÅKnowledge of different cultural 

beliefs, values and norms

ÅCross -cultural skills
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Todayõs Agenda

8:00 ð9:30 Keynote:  Tim Vigue 

& Greg Morris

Global Novations

ðBreakout Sessions ð

9:45 ð10:45 Recruitment

10:50 ð11:50 Retention

12:00 ð1:00 Lunch
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Agenda (continued)

1:00 ð2:00 Talent/Employee Development

2:10 ð3:10 Selected Sessions

3:15 ð4:00 Change Management

Rosalind Thompson

Corporate HR Leader

Borders
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Keynote Speakers

ÅTim Vigue, Executive Consultant

ÅGreg Morris,  Senior Consultant



CULTURAL COMPETENCE CONFERENCE

Leveraging Cultural Competence:

The Impact of the Managerôs Mindset

August 18, 2010

Corporate College East

Warrensville Heights, Ohio

TIM  VIGUE, Executive Consultant, Global Novations

GREG MORRIS, Senior Consultant, Global Novations
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Å Talent Development Firm

ï Over 30 years of research and development work for clients

Å Headquartered in Boston, MA

ï Offices and Talent throughout the U.S.

ï Global Development Network

ÅStrategic partners supporting Europe, Middle East, Latin America, 

Southeast Asia and many other parts of the world.

Å Partnering with leading organizations

ï 50 of the Fortune 100

ï 25 of the Diversity Inc. Top 50

Who Is Global Novations?
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get.

selecting from global talent

keep.

driving engagement and contribution

grow.

enhancing global workforce performance

How We Help
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ï An ability to understand, communicate with, and interact effectively 

with people of different cultures. 

ï Three components:

ïAwareness of one's own cultural beliefs, values and norms and 

well as oneôs attitudes towards cultural differences

ïKnowledge of different cultural beliefs, values and norms

ïCross-cultural skills

Definition

Cultural Competency (Wikipedia):
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IDENTITY

Primary

Secondary 

Organizational

Cultural

Age Mental/Physical 

Ability

Religion

Gender Identity

Ethnicity

Sexual 

Orientation

Social
Race

Gender

Geographic Location

Communications 

Style

Marital/Relationship 

Status

Appearance

Working Style

Language/Accent

Parental/Family 

Status

Industry Union Affiliation

Level

Role

Location

Tenure

Management 

Status

Work 

Experience

Division/Department

Egalitarian or 

Ranked

Body 

Language

Time

Being or 

Doing

Direct or Indirect

Communication

Conflict 

Resolution 

Preferences

Traditions/

Observances

Group or 

Individual

Structured or

Flexible

Education

Dimensions of Diversity
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The Diversity Journey

Multicultural

ñGet toò

Counted 

Culture ñHave 

toò

Monocultural

ñFitò

COUNTED CULTURE

Diverse employees 

hired. Representation 

is the goal

MONOCULTURAL

One culture is valued. 

Maintaining the 

ñnormò 

is the goal

MULTICULTURAL

Diversity is leveraged. 

Inclusion is the goal



Commission on Economic Inclusion  |  2010 Annual Meeting 15

Å Review: Ensure all organizational policies and practices are supportive of 

the cultural differences of all employees

Å Develop: Educate all employees and leaders to build their cultural 

competence as well as their understanding of how diversity helps 

everyone

Å Create accountability: Embed cultural competency into all HR systems

ïOrganizational Competency Models

ï Organizational Assessments and Engagement Surveys

ï 360 Feedback Tools and Performance Appraisals

Å Reach Out:  Identify opportunities for the organization to improve its 

ability to attract and serve customers from a wider range of cultures 

Å Publicize: Communicate and celebrate examples of success including 

results 

What to Do on Monday

Organizational
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Discussion Questions:

ÅWhat successes have you achieved so far in building 

cultural competency in your organization?

ÅWhat have been the keys to your success? 

Table Discussion
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Insight

The way we think about 

people and their learning 

capacities plays a critical 

role in the decisions people 

make about what others 

can do, and what they will 

be given the opportunity to 

learn to do.



Commission on Economic Inclusion  |  2010 Annual Meeting 18

Å The most critical part of a managerôs 

intention is his or her beliefs about 

peopleôs learning capacities and 

potentials

Å There are two very different ways 

managers can think about learning 

capacity: 

ï Fixed Capacity, or

ï Capacity-Building

Å Our mindset is influenced by the 

similarities and differences we see 

between ourselves and others

Two Points of View
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Å Learning capacity and important job-related abilities are permanent, 

unchanging characteristics

Å Learning capacity is unequally distributed in the work force. ñSome have 

it, some donôtò

Å Failure or difficulty indicates the limits of a personôs ability and learning 

capacity

Fixed-Capacity Beliefs
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Fixed-Capacity Thinking

Innate 

Ability

Development

VS

SS

KD
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Thoughts/Feelings Resulting Behaviors

Å

Å

Å

Å

Å

Å

Å

Å

Å

Å

Å

Å

What are the implications for work groups and organizations?

Table Discussion

Fixed-Capacity Mindset
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Implications

Fixed-Capacity Mindset

Limits what people think they can do

Undercuts the individualôs ability to adapt

Undermines the organizationôs ability to adapt



However, there is an alternativeé

IƻǿŜǾŜǊΧǘƘŜǊŜ ƛǎ ŀƴ ŀƭǘŜǊƴŀǘƛǾŜΦ
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Å Human capacities are not fixed; most people can develop new capacities

Å Effective effort focused on challenging tasks (not inborn ñtalentò) 

stimulates development of new capabilities

Å Failure or difficulty is merely feedback indicating what the individual must 

work on to improve. Using difficulty as feedback (instead of judgment 

about innate talent or ability), actually accelerates learning

Capacity-Building Belief
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Discussion Questions:
ÅWhen someone needs to build a new skill, what are some 

thoughts and feelings they might have if they hold a 

capacity-building mindset ?  

ÅWhat behaviors might be observed?

ÅWhat have you seen organizations do to support a 

capacity-building mindset?

Large-Group Discussion

Capacity-Building Mindset
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Å Broadens the horizons of individuals

Å It reduces fear

Å Expands the vision of managers

Å Underlies the importance of the managerôs role

Å It powerfully supports the capacity to adapt

Å It assures the organizationôs capacity to thrive in a competitive 

marketplace

Implications

Capacity-Building Mindset
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Belief 

System

Some Have It 

& Most Donôt

Operating

Principles

Sort & 

Select

Management

Practices

Favoritism/

Exclusion

Employee

Performance

Average 

or Below

Drain on 

Productivity
FIXED CAPACITY MINDSET

Two Models of Development

Belief 

System

Most People 

Are Capable

Operating

Principles

Development 

For All

Management

Practices

Build Confidence 

& Effective Effort

Employee

Performance

High and 

Continuously 

Improving

Results

Increased 

Productivity
CAPACITY BUILDING MINDSET

Results
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Discussion Questions:

ÅIn your organization, what are obstacles that get in the 

way of a capacity-building mindset? 

ÅWhat are some strategies for overcoming these 

obstacles?

Table Discussion
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Å Long-term success in the competitive marketplace requires that an 

organization find the means to sustain its competitive advantage over 

time.

Å People who continuously learn and build new skills are the source of 

sustainable competitive advantage.

Å Managers with the skills to inspire continuous learning in their 

people are the most critical strategic asset to any organization that 

wants to sustain its competitive advantage.

The Three-Part Idea
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Core Capacity-Building Practices

1. Set high standards of 
performance and the expectation 
of continuous learning for 
everyone.

2. Provide quality assignmentsð
and the support to accomplish 
themðfor everyone.

3. Provide a steady stream of 
constructive feedback for 
everyone.
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1. The way we think about people and their learning capacities plays a 

critical role in the decisions managers make about what people can do 

and what they will be given the opportunity to learn to do.

2. The more people you have at all levels of the organization who are 

continuously learning and building skills, the better your chances of 

sustaining your competitive advantage. Managers who know how to 

develop all their people are an essential asset.

3. The way we see people has a powerful impact on how we treat them. 

Both are influenced by the mindsets we carry with us.

Key Points to Remember

Capacity-Building



Commission on Economic Inclusion  |  2010 Annual Meeting 32

Å Be a role model: Model personal responsibility for how your mindset impacts the 

organizationôs success

ï Continuously assess your own mindset. How do you think about people and 

their learning capacities?

ï Consider how you apply it to others; consider how you apply it to yourself.

Å Build and apply your cultural competence:  

ï Develop expertise in cross cultural communication and handling cross cultural 

conflicts

ï Help the organization to  recognize when mindset may be getting in the way of 

how we see and treat others

Å Take action:  Use your influence to champion management practices, process, 

and systems that broadly develop capability

ï Articulate the business case

ï Focus on expanding organizational capability to create competitive advantage

ï Identify and address specific ways that the prevailing mindset helps or hinders 

the people and teams you support.

What to Do on Monday

Individual
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Å Review: Ensure all organizational policies and practices are aligned with 

capacity building

Å Develop: Establish the practice of ñdevelopment for allò in your organization

ï Identify what gets in the way

ï Define what ñdevelopment for allò looks like in your organization

ï Ensure that development opportunities address organizational and 

individual needs 

Å Create accountability: Embed capacity building into all HR systems

ï Establish the business imperative and behavioral standard for capacity 

building

ï Articulate the negative impact of ñsort and selectò

Å Publicize: Communicate and celebrate examples of success including results 

What to Do on Monday

Organizational
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Å Recruitment: How can you identify and strengthen the steps in your 

recruiting process that are most vulnerable to a fixed-capacity mindset?

Å Retention: Where there are retention challenges, are managers 

encouraged and supported to look at how their mindset affects retention?

Å Talent/Employee Development: Is there development for all?  If not, 

what determines who receives development opportunities?

Å Change Management: Is the business case for capacity building 

sponsored by executives just like every other business imperative, with 

adequate resources beyond accountability tools, to support the required 

behavior changes?

What to Do on Monday

Todayôs Sessions



Some things 
need to be 
believed to 
be seené
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Our website:

www.globalnovations.com

Tim Vigue: tvigue@gloablnovations.com

Greg Morris: gmorris@globalnovations.com

Contacting Global Novations

http://www.globalnovations.com/
mailto:tvigue@gloablnovations.com
mailto:gmorris@globalnovations.com
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THANK YOU AGAIN TO OUR SPONSORS
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Å Suzane Bradley, Energizer Global Technology Center

Å Roxia Boykin, Summa Health System

Å Charmaine Brown, Forest City Enterprises, Inc.

Å Tony Brown, Thompson Hine

Å Andre Burton, Cuyahoga Community College

Å Pat Ross Ferry, Ross Ferry Partners

Å Donna Flynt, Parker Hannifin

Å Karen Gilliam, Northeast Ohio Regional Sewer District

Å Angela Key, EMH Regional Healthcare System

Å Winnie Mason, The MetroHealth System

Å Tina Myles, InfoCision Management Corporation

Å Sharon Reaves, The Cleveland Museum of Art

Å George Sample, The Lubrizol Corporation

Å Cheri Webb, Huntington National Bank

Thank you to the planning committee
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Thank you 

to all of our volunteers 

and to CSHRM!



Commission on Economic Inclusion  |  2010 Annual Meeting 42

For more information:

Contact Deborah Bridwell

Senior Director, Inclusion Initiatives

Greater Cleveland Partnership

216/592-2345

Or

dbridwell@gcpartnership.com

JOIN THE COMMISSION

mailto:dbridwell@gcpartnership.com
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VID 2
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VID 3
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Thank you 

to all of our volunteers 

and to CSHRM!




