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Diversity News

The Society for Diversity is one of several organizations that offers a diversity
certification program. Universities offer courses in Diversity Management. And,
many professional organizations offer seminars in diversity leadership. Consider
participating in one of these educational initiatives today. By Leah Smiley.

EXECUTIVE POINT:

Avoiding Malpractice

e  Assess the needs of an organization as it
pertains to diversity and inclusion;
e Develop other diversity professionals;

There has been much conversation aboutthe  ®  Lead multi-disciplinary diversity teams

Professional competence is a critical
component of diversity leadership.

lack of qualified talent, regarding diversity within the organization (e.g., coordinate

professionals. | saw a post on LinkedIn that diversity efforts with human resources,

asked what a diversity professional did, and procurement officers, marketing, etc.); . o

there were no concise responses that would e  Create budgets that expend funds, as well against your organization;

lead me to conclude that real work was being as generate revenue; *  Deliveran annual evaluation that

performed in the diversity department. e  Strategically link diversity goals with detail§ tahgible benefits to the
organizational objectives; organization.

Whether in the U.S. or abroad, diverse e  Design diversity interventions with impact; . . . . .

individuals are leading diversity divisions e  Reduce risk by determining where Like medlc'al professionals, diversity and

based on raw talent, but many lack the potential lawsuits may exist, and HR execgtlvgs must protgct the heaI'Fh

technical business skills that are necessary to: decreasing the number of bias complaints of organizations, and avoid malpractice

at any cost.

JOB BIAS CHARGES HIT RECORD HIGH IN 2009

Do you know how many employment discrimination cases were filed against your organization in the last fiscal year? Or, how much has your
organization shelled out to settle discrimination claims? You can find out the answers to these questions by contacting your state’s Civil Rights Office.
After you obtain this data, you should determine what you can do to reduce the number of claims filed against your organization.

The U.S. Equal Employment Opportunity Commission (EEOC) announced that 93,277 workplace discrimination charges were filed with the federal
agency nationwide during Fiscal Year 2009, the second highest level ever, and monetary relief obtained for victims totaled over $376 million. The FY
2009 data show that private sector job bias charges (which include those filed against state and local governments) alleging discrimination based on
disability, religion and/or national origin hit record highs. The number of charges alleging age-based discrimination reached the second-highest level
ever. Continuing a decade-long trend, the most frequently filed charges with the EEOC in FY 2009 were charges alleging discrimination based on race
(36%), retaliation (36%), and sex-based discrimination (30%). The near-historic level of total discrimination charge filings may be due to multiple
factors, including greater accessibility of the EEOC to the public, economic conditions, increased diversity and demographic shifts in the labor force,
employees’ greater awareness of their rights under the law, and changes to the agency’s intake practices that cut down on the steps needed for an
individual to file a charge. To read the complete report, log onto: http://www.eeoc.gov/eeoc/newsroom/release/1-6-10.cfm.



| wonder if diversity leaders
are developing their own
SuUCCessors.

Relying on search firms is a
legitimate option for some
organizations, but it may not
always be the best course of
action. In today’s market, the
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The full article can be found at:

http://www.diversity-

executive.com/article.php?article=810.

demand for senior-level
diversity executives is
exceeding the supply.

| spoke with someone from
an executive search
organization recently, and
she said that diversity roles
are some of the hardest to fill
because the pool of qualified
talent is so small. This should
be of great concern to us in
the diversity profession.

Our profession should do a
better job of planning for our
future talent needs by
developing professionals
internally. As the function
becomes more
sophisticated, we should
explore formal development
programs for future diversity
executives, programs that
define the competencies and
stretch assignments needed
to prepare the chief diversity
executives of tomorrow.

“Helping Managers Becom
More Engaging & Effective
with DiverseEmployee’
Webinar with Leah Smile
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Succession Planning for
Diversity Leadership

SUPPORT THE SOCIETY
FOR DIVERSITY!

Make a Donation Online at
www.societyfordiversity.org

To ask a question, respond to an article, submit information, or subscribe to On The
Move Diversity Newsletter, send an e-mail to newsletter@societyfordiversity.org.
10962 Minuteman Court To submit an article with 250 words or less, send an e-mail to
Indianapolis, IN 46234 newsletter@societyfordiversity.org. For more information about the Society for
Phone: (317) 435-2522 Diversity Executives & Professionals Inc., log onto www.societyfordiversity.org.
www.societyfordiversity.org
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