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“Change before you ;—:have to

--Jack Welch
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What is Industrial Counseling?

(adapted from the Society of Industrial Organizational PsycholGgy)

= The application of psychological
principles to the workplace (anywhere
people work)

= Helping people do their jobs
= helping employers treat employees fairly
= helping make jobs more interesting and

satisfying

= helping workers be more productive
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. Treating employees fairly

=

= Treating people from diverse
backgrounds fairly
= selecting people for jobs
» providing training
= rewarding promotions/raises
« addressing harassment

» Assessing performance accurately
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Making jobs more
interesting/satisfying

» Designing jobs people will find
satisfying
= rewarding work
= safe, efficient work areas (Human Factors)
= Motivating employees to perform

» Creating teams that work well
together

= combining diverse talents and perspectives
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Helping people be more
productive

w Designing work patterns that enhance
efficiency

= Providing skills training and
development

» Helping to meet the challenges of
competition

= Moving past downsizing
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Developing a Culturally

£| lT ntelligent Workforce in Japan
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REALITY # 1:

—1 IChange is inevitable.
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REALITY # 2:

People must learn and adapt quickly.
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REALITY # 3:
mployees want to grow.
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REALITY # 4:
People are the real source of
Q#ompetitive advantage.
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.. What is Happening?




|, Today’s Objectives

= Understand why d|ver5tty in the workplace
matters

= Know the different types of diversity

= Understand the challenges raised by
workplace diversity

» Be introduced to 2 current models of
cultural competence

= Know how industrial counseling can help
organizations manage diversity
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Why does diversity in the
workplace matter?

= The service economy
= interactions between people are key
» customer base is more diverse
» similarities between people ease process

= Globalization of business
= doing business with people from around

world
« The changing labor market

» Company mergers and buy-outs
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Types of Diversity

= Gender diversity
= more women in workforce today than
ever
« better educated than ever
» stereotypes still remain
= glass ceiling, etc.
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Types of Diversity

= Age diversity
= as population ages, more older workers
are available

« re-entry of middle-aged women to work
= retirees returning to supplement pension

= internships bring in more younger
employees
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Types of Diversity

= Cultural dlver5|ty
« affects values, view of the world

« more than 40% of new entrants into U.S.
workforce from non-"majority” groups
» about 22% new immigrants
» about 20% African-American or Hispanic
= growing internationa! business

» employees maintain ties to national and
cultural heritage
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Other Types of Diversity

(You May Not Have Thought Of)

= Family situations
= single employees (mothers and others)

= Physical and psychological disabilities
= Americans with Disabilities Act

» Sexual orientation
= Political views
= Personal idiosyncrasies
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Challenges of Diversity

= Availability challenge
= in past employers could control diversity

» more people than jobs
« qualified employees have become scarce

» employers must become more flexible
» realize “Different does not mean deficient”
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Challenges of Diversity

= Fairness challenge
= in past, typically viewed as equal
treatment
« Equal Employment Opportunity
« now employers must embrace new
diversity

=« essentially focus on “differences”
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Challenges of Diversity

= Synergy challenge
= more and more group-based work
= diversity can create positive and
negative conflict
» can facilitate creative problem-solving
=« can close down communication
=« can derail group processes

» group leaders must minimize destructive
conflict and maximize diversity of input
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THE QUESTION:

What'’s the difference between
individuals and businesses that
succeed in a multicultural,
globalized economy and those
that fail?

© www.culturalQ.com
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Measurement: Return On Investment

Profitability improved Management

Recruit and
Retain Talent

© www. CulturalG.com
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Adjustment Studies
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Effectiveness Studies
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Three Stages of Multicultural Development

Pedersen, P. (1988). A Handbook for Developing Multicultural Awareness.
Alaxandria, VA: American Association for Counseling and Development.

« AWARENESS
— Do you have the accurate and appropriate attitudes,
opinions, and assumptions about a culture?
+ KNOWLEDGE
— Do you have all the facts and information accurately under
control?
- SKILL

- Are you able to identify appropriate ways to bring about
changes in the culture or to be accepted by persons from
that culture?

October 11, 2006 56

ks —_— ~t
AL ENFHEDIDDAT—
Pedersen, P. (1988). A Handbook for Developing Multicultural Awareness, Alexandria, VA: American
Association for Counseling and Development.
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Intercultural Development
). Inventory (IDI)

= The IDI is an empirical measure of intercultural

sensitivity as conceptualized by Milton Bennett's
Developmental Model of Intercultural Sensitivity
(DMIS).

= The IDI generates an individual or group profile of
“worldview orientation to difference,” which indicates
the capacity for exercising intercultural competence
and which identifies the issues that are limiting or
facilitating of intercultural competence.
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- What is the purpose of the IDI?

= UNDERSTAND the developmental stages of

intercultural sensitivity through which people move
towards greater intercultural effectiveness.

» INCREASE SELF-AWARENESS for each individual
respondent concerning her/his intercultural sensitivity.

» INCREASE ORGANIZATION-LEVEL UNDERSTANDING
of the developmental issues of selected groups of
organizational members.

» EVALUATE the effectiveness of various training,
counseling, and education interventions.
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What is the purpose of the IDI?

"« IMPROVE the intercultural skills of

respondents.

= DECIDE whether to work or live in a culturally
diverse setting.

= PREPARE to enter a new culture, such as a
multinational environment, a hew country, or
a domestic situation with cultural diversity.

= IDENTIFY TRAINING AND EDUCATION
NEEDS of target population.
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The Developmental Model of
. Intercultural Sensitivity (DMIS)

" « ETHNOCENTRIC STAGES
« 1. DENIAL OF DIFFERENCES

= A. Isolation (Disinterest)
« B. Separation (Avoidance of interaction)
» II. DEFENSE AGAINST DIFFERENCES
« A. Denigration (Unfavorable outgroup evaluation)
= B. Superiority (Favorable ingroup evaluation)

= C. Reversal (Favorable outgroup evaluation/unfavorable
ingroup evaluation)

= III. MINIMIZATION OF DIFFERENCES

» A. Physical universalism (Human similarity)
« B, Transcendent universalism (Universal values)
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The Developmental Model of
e Intercultural Sensitivity (DMIS)

"« ETHNORELATIVE STAGES
« IV. ACCEPTANCE OF DIFFERENCES

« A. Recognition of alternative cultural behavior
» B. Recognition of alternative cultural values
= V. ADAPTATION TO DIFFERENCES
» A. Empathy (Cognitive frame-shifting)
« B. Pluralism (Behavioral code-shifting)
= VI. INTEGRATION OF DIFFERENCES
« A. Encapsulated Marginality
= B. Constructive Marginality
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DIFFERENCES OF INTERCULTURAL MEASURES

TOPIC

Exemplar

Subject Focus

Learning Focus

Valldity and
Reliabitity

OPINION
SURVEY

Public Oplnion Polls
Traknlng Evaluations

Topicality

Opinion and Viewpoint
Oriented

Self-Awareness

Litle Rigor Required

Face Validity

Self Insight and

CRITERION
REFERENCED
QUESTIONNAIRE

Cross Cultural Adaptability
Inventory

Self Esteern Questionnaire

Constructs

Variable Oriented

Variable Awareness

Some Rigor Required

Content, Predictive, Construct
Validity

THEORY
REFERENCED
INVENTORY

Intercultural Development
Inventory

CQ, MBT1 and MMPE

Theory

Relations Among Constructs
Measured

Diagnosis

High Rigor Required

Content, Predictive,
Construct Validity

Generalizability Evaluation Variable Salience to Context Ranga of Theory to Gontext 7
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Intercultural Development
_Inventory (IDI)

= The IDI does not provide a “label” — it telis you how
you are currently approaching cultural difference and
gives you a direction in which to develop more
intercultural sensitivity, if you wish

= None of the stages are “good” or “bad” in themseives
— they all have their strengths, even if they are the
most “developed” in terms of intercultural sensitivity

= The IDI results are useful only in the context of

dealing with intercultural matters — your profile is not
a picture of your whole personality!
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| Where would y0U land?
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==m)... Where would JICA as an association land?
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Where have most mental health
practlttoners landed?
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IDI Implications

w The Perceived and Developmental gap.
« The preponderance of “Minimization” and what it
means.
= Physicians study
« Is minimization ever a good strategy?
» Bridge Repair and Building New Bridges
= Developing cultural competence — creating “enabling
experiences” for mental health trainees.
« Stories from multicultural practitioners
« Rose Parade: Context-specific nature of the IDI

= Wine and Wisdom: Sophistication.
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CULTURAL INTELLIGENCE (CQ)

@ 2010 Cultural intelligence Center, LLC
www, GulturalQ.com

CULTURAL INTELLIGENCE (CQ)
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© 2010 Cultural intelligence Center, LLC
www.CuituralQ.com




CULTURAL INTELLIGENCE
OVERVIEW
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Cultural Intelligence Quotient (CQ)

The capability to function effectively
across various cultural contexts (national,
ethnic, organizational, gender, class,
generational, etc.).

--Soon Ang and Lina Van Dyne, "Concepiualization of Cultural intelligence” in Handbook
of Culturaf Intelligence: Theory, Measurement, and Applications (Armonk, NY: M.E.
Sharpe, 2008), 3.
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--Soon Ang and Linn Van Dyne, “Conceptualization of Culturaf ntelligence” in Handbook
of Cultural Intelligence: Theory, Measurement, and Applications (Armonk, NY: M.E.
Sharpe, 2008}, 3.
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From low to high CQ

1.0—React to External Stimuli
2.0—Recognize other Cultural Norms; Motivated to learn more
3.0—Accommodate other Cultural Norms in your Thinking

4,0—Adjust to other Cultural Norms in your Behavior

5.0—Automatically adjusting Ti'linkﬁng and Behavior when
getting appropriate cues
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Measurement: Individual CQ,

*Nonverbal *Intrinsic
*Verbal *Extrinsic
*Speech Acts *Self-Efficacy
*Awareness *Business
*Planning *Cultural Values
*Checking *Socio-Linguistics
*L.eadership
© 2010 Cuttural intelligence
Center, www.culiuralg.com ® www.CulturalQ.com
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© 2010 Cultural Intelligence
Center, www.culturalg.com @ wenw. CutturalQ.com




Why these 4 Factors?

Behavior Motivation

Meta-cognition Cognition

© 2016 Cuitural intelligence
Center, www.culturalg.com @ veww. Cuituraio.com

BEZDIDOREFEDH?

Behavior Motivation

Meta-cognition Cognition

Y

© 2010 Cultural Intelligence
Center, www.culturalg.com @ www.CulturalQ.com




CQ vs. Other Intercultural Approaches

* Meta-Model rooted in Academic Findings
e Multiple Intelligences Research

e Goes beyond Comparative Knowledge

e Emphasizes learned capabilities

o Not culturally specific
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CULTURAL INTELLIGENCE
360° ASSESSMENT swmwcutmacon
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The Median
(middle score)

|
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The nexﬁ 15%

Example ‘

The middle 50%
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Worldwide Norms

The World-Wide Norms and YOUR €@ Scores for CQ-Drive and CQ-Knowledge

CQ-Drive O
Overali e I H—
@;
Tngvinsic { | I

Extrinsle E'_'i L H

Self-efficary 1 | 1
[} bl k1 40 S0 1] il 0] Bl
[ Oversll | [Tmtrinsle | Extrinsic | Self-effieacy |
| Your Seores | 1 | 92 | 92 | 24 ]

© www.CulturalQ.com
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The World-Wide Norms and YOUR CQ Scores for CQ-Drive and CQ-Krowledge

CQ-Drive O
Overall S I H—
%tk
Intrinsic F T R M
15
Exirinsic ]"_"""‘| ] H
AR
Self-efficacy I I I
HIAE
W™ W M W B W W W
[ Overas | Inirinsic ]| Extrinsic | Sed-efficacy |
| ¥our Scores | [ | 92 | 92 | 84
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Working Adult Norms

TO-Drive | CO Knowlodze | CQ-Seal CGAction
Lkl M b2
Law Med High
Turkdng Aduils £ 53 BHA5 =56

Tose et High

CQ-Knowledge Workiog Aduls 5 47 4873 >

Law Ned wigh
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@ www,CulturaiQ.com
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Multi-Rater Feedback

Ratex CQ Scores

Min Max Average
| CQ-Drive 48 86 Ti
CQ-Knowledge 42 93 72
CQ-Strategy 51 82 73
CQ-Action 48 29 73

@ www.CulturalQ.com

% @ 5% {fll (Multi-Rater Feedback)

Rater CO Scores

Min Max Average
CQ-Prive 48 86 71
CQ-Knowledge 42 93 ’ 72
COQ-Stratepy 51 89 3
€Q-Action a8 & ™
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Making Sense of Your Feedback

STEP 1: Interpreting your Self CQ and the World Wide Norms

Examine your Self CQ Feedback relative to the World Wide Norms. This will allow you to
compare your Q) scores with the CQ sctores of everyone who has completed the CQ
instrument.

Self CQ Scores Waorld Wide Norms: Gap Befween Self CQ
i ) Average Scores " and World Wide Norm:
C'Q-Drive 89 75 14
EQ-Knowledge 81 54 27 T
CQ-Strategy a5 67 28
CQ-Action b 65 N 27
© www.CulturalQ.com

24—\ I=BHETDH

ATY71: HECQLHFOREEDER

HECQIr—Fiy s bt ROBEBELERIET 5, ChiZko
T, HEOCQROTELCQREFZZHTT-E2TOAEDOADTLEE
T AZEATED,

STEP 1: Interpreting your Self CQ and the World Wide Norms

Examine your Self CQ Feedback relative to the World Wide Norms, This will allow you to
compare your CQ scores with the CQ scores of everyone who has completed the CQ
instrument.

Seif CQ Scores  World Wide Novms:  Gap Between Self CQ
‘ . Average Scores " and World Wide Norm ‘
CQ}-Drive 89 75 14
CQ-Knowledge 81 54 27
COQ-Strategy 95 67 b2
"CQ-Action ‘o2 &5 27 |

© www.CulturalQ.com




Self vs. Multi-Rater

STEP 2: Interpreting your Self CQ and the Multi-Rater Feedback

Exantine your Self CQ Feedback relative to the Multi-Rater Feedback, This wil allow you tv
compare the way you described your own C€ with the way your colleagues deseribed your Q.

Self CQ Scoves Multi-Rater Average (ap Between Sell CQ
" CQRatingsfor You  and Multi-Rater CQ
CQ-Drive 85 71 18
CQ-Knawledge 81 7z L]
CQ-Sirategy 95 73 22
CQ-Action 92 73 19

@ www. CulturalQ.com
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STEP 2: Interpreting your Self CQ and the Multi-Rater Feedback

Kxamine your Self CQ Feedbaek velative to the Multi-Rater Kecdback. This will allow you to
compare lke way you described your own CQ with the way your colleagues described your CQ.

Self CQ Scores Multl-Rater Average Gap Between Sclf CQ
’ ’ CQ Ratings For You " and Multi-Rater cQ 7
mri\re 89 7% 18
CQ-Knowledge BL 72 9
CQ-Strategy 95 73 22
CQ-Action 52 7 19 i
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Individual Cultural Values

Specide Cultwral Values Your Rating of ¥nor G Coltural Valies

Cyllectivism P B
Power Distance 92
Uncerlainty Avoklumee kel
Mascullaty 42
Long Term Orientatlan 15
Tigh Content 51
Proing Ortentotion 00

© www.CulturslQ.com
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Epecifie Culturs! Vatues You Rating of Yaur Own Cuilural ¥alues

WER  ACooOXEHRBEoRE ..
Collectvism  BHE|EH 75

Posrer Distanee 7 3r7-—D3ELN kd

Uncertolnty Avoidonce  TRERITHEIRE 75

Muscatinlyy  BIEIEREIEE 42

Long Term Orlentatlon  HcSRIEN 5

High Context EXRANES IR 51

Dalig Oelendation 58> 100
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The Role of Japanese
H.....{Industrial Counselors

g

WHAT?
HOW?
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How do industrial counselors
help organizations manage
dlver5|ty?

= Providing managers with training
« how to recruit/hire diverse employees
= how to orient/integrate new employees

» Providing all employees with training
» realizing the differences that exist

« learning how differences affect working
environment

= how to maximize productivity without
ignoring employee differences
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The Secret 5% Solution

. David B. Peterson, PhD & Mary Dee Hicks, PhD (1996)

 » Commit 5% of your energy and attention in the areas
people’s development is most likely to break down:

People do not understand their development needs.
People do not make development a priority.
People do not know how to learn the skills they need.

People do not believe you care about them or their
development.

People do not translate good intentions into real change on
their job.
People do not see organizational incentives for developing.

117

5% REDWME

_ David B. Peterson, PhD & Mary Dee Hicks, PhD (1996)
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Industrial Counseling Strategies

.. (adapted from Peterson 8 Hicks, 1996).

Forge a Partnership

Inspire Commitment
Grow Skills

Promote persistence

Shape the
Environment

119

EFXAI LI DFE

.. (adapted from Peterson & Hicks, 1996)
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CQ as a 4-step Cycle

What's my
motivation for
this
assignment?

How should | adapt?

' ?
What's my plan? What cultural

understanding
do | need?

© 2010 Gultural Intelligence
Center, www.culturalg.com @ www.CulturalQ.com
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CQ Drive:
Our level of interest, drive and motivation to
adapt cross-culturally

@ 2010 Guleiral Inteliigence

Center, www.cu!tfiralq.com @ www.CulturalG.com
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Strategies to Enhance
CQ Drive

1. Show connection between CQ and
success.

2. Connect with existing interests.

3. Celebrate Successes.

@ www.CulturalQ.com
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CQ Knowledge:
Our level of understanding about cultural
issues

© www.CulturalQ.com
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HUMAN NATURE

CULTURE
Cultural Artifacts/Systems

__ Cultural Values and
Assumptions

INDIVIDUAL PERSONALITY

@ www.CuituralQ.com
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Strategies to Enhance
CQ Knowledge

1. Know Yourself and your own culture/s.
2. Travel/Study a Language.
3. Read a novel. Go to the movies.

4 . FOOd . @ www.CulturalQ.com
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CQ Strategy:
Our level of awareness and ability to plan in
light of our cultural understanding

© www.CulturzlQ.com
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Strategies to Enhance
CQ Strategy

1. Notice. Don’t Respond.

2. Re-appraise the Situation.

3. Mindfulness Training.

© www.CulturalQ.com

COAKREEDHDHAE

LRRICRIEET, EEBERITELELD

2. KiREFELS—E T RWLIEHELELELS

3. WAV IR REEBRAFLES

© www.CulturalQ.com




CQ Action:
Our level of adaptability when leading and
relating cross-culturally

© www.CuliuralQ.com

CQ 1TEh:
Z3ERIRICB D TREREEELEY
J; —Q*Q‘Vj’é%ﬁ?'éﬁa) HIEEEIDLAR )L

@ www.CulfuralQ.com




Strategies to Enhance CQ Action

1. Observe and Record Variations in verbal
and nonverbal behavior.

1. Practice new behaviors.

3. Create a Checklist.

© www.CulturalQ.com
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FOR MORE INFORMATION

Visit www.CulturalQ.com or read.
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'_-5_';;"5_:_*;’Iamp Both give illumination, but one is
" dangerous and unreliable, while the other is

~like the dlfference between Ilghtmng and a w

relatively safe, directed, and available.”

Marilyn Ferguson, The Aquarian Conspiracy, 1980.
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