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+10 11:15 - 11:30 Registration
11:30 - 12:00 - Lunch
! (##& g 12:00 - 1:00 - Program
7,
i Where:
Francis Tuttle Technology Center - Reno Campus
7301 West Reno Ave.
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% Darcie’s leadership, EWF International has growfour physical locations and provides re-
sources to countless women through the world wiele.w
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Are you looking for information on Pandemic preven? Here’s a great
website to find information, including updates,y@&etion, etc.

www.pandemicflu.gov/



LETTER FROM THE PRESIDENT
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Sincerely,

Kathleen Lyons, MBA, SPHR
OCHRS President 2008-2009

$

~
1

31 "%
$u
%
%
b
I D I
= |
$ el
& 1
11 &
$ |
< | |
$
&! ! %
$Ill
?21 %




(& ) &)

2 )&
3&# 1)
# )
a4 " 5
* ) &
38&# 1)
# )
a4 " 5

Don't forget to check out career opportunities ¢n
the
OCHRS website!
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Free SHRM Membership Available to Unemployed Membes
Unemployment doesn't have to keep active SHRM mesrfbem being able to take advantage of the orgaioiz's many I

resources when membership renewal time rolls arolinel global HR organization is offering free "ts@ioning member-
ship" for up to one year as a way to help its memsbtay current on HR issues and provide them thiighresources they nelad

I in their job search.
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OCHRS - August Diversity Focus

Diversititis Is There a Cure?
by Dr. Pam Johnson

“Diversititis”..... I would like to define as an acute and sometimes chronic inflammation and con-
dition with organizations attempting to adjust to the demands of a diverse workforce and customer base.
Although ‘diversititis’ is a made-up term, it is a realistic condition that manifests itself in various ways
throughout many American companies. The symptoms include ineffective hiring and retention efforts,
compromised higher-level and executive promotions, employee dissatisfaction and low-productivity,
negative customer and public perception, and of course, struggling bottom-line profits and growth.

Finding the diagnosis is relatively easy, but what about a cure? Organizations have been trying to find a
cure for the changing demands of the diverse workforce for decades. We have seen anti-discrimination
laws, affirmative action programs, diversity-awareness training, coaching and mentoring initiatives and
even headquarter directives. But there is still a continuous but slight ‘fever’ that, if unattended, could
send a company into a coma at any given moment.

. L . . ) Dr. Pam Johnsaon
Unquestionably, these programs and initiatives are all important and often critically needed in most or- © Gittings, 2008

ganizations. But historically, each of these approaches to ‘heal’ the corporate diversity dilemma was

thought to be a ‘cure’ at that point in time. The problem is that each of these programs has a one-directional view ... of how to solve the
diversity issue... “the company vs. the employee.” And unfortunately, it is because of these ‘linear’ approaches many of the most popular
diversity initiatives are not working as expected.

If we look at this condition much like any other sickness or ailment, we have to look beyond the visible symptoms. We have to look at all
sides of the story and we have to look at all of the contributing factors. In fact, we have to use a ‘circular’ approach, where many things im-
pact the outcome of diversity endeavors. An effective diverse corporation is a functional system, much like that of the human body. Each
part of the system has a responsibility that contributes to the overall health of the body. If one single artery or nerve is not functioning prop-
erly it can impact the entire health of the system.

With that in mind, let’s look at the ‘health’ of to day’s corporate systems’ traditional diversity appr oaches:

One (linear) school of thought is that the focus of workforce diversity is a ‘majority to minority’ issue. Generally, this concept consists of ‘well
-meaning’ corporations that have been majority-led for decades by individuals steadily trying to fix’ diversity concerns by adding more mi-
nority representation. A truly diverse work force initiative must be all inclusive and therefore must be ‘circular.” The workforce, customer,
and vendor base must be made up of many different types of people at every level of the organization having the capacity and ability to
fulfill corporate requirements. ‘Majority to minority’ concepts are limiting and undermine the full potential of corporate performance possibili-
ties. A diverse corporate base includes people from various countries, age groups, regions, life experiences, religions, and so on.... but
does not exclude the “White” race. A diverse corporate base includes people with varying beliefs, values, and work ethics, people with dif-
ferent socioeconomic, childhood and organizational experiences, people with language and communication differences, people with differ-
ent personalities, and many more..... not just women, African Americans, or people of Hispanic origin.

Another contemporary view is that corporations, often forced by legal or social demands have been the responsible party in trying to either
comply with regulations or in developing strategic diversity programs and services. Once again, this is a ‘linear’ view of responsibility. The
corporation does indeed play a major role in diversity initiative development and implementation as well as providing opportunities for their
diverse base ... but that responsibility also lies within each and every member of the organization at every level. Everyone must ‘own up’ to
what part they are playing in the corporations diversity initiatives. Each individual must ‘get honest’ with themselves and take responsibility
for their own stereotypes, bias and behaviors. Too many times have | seen individuals expect their company ‘to do the right thing’ for em-
ployees when they personally don't ‘do the right thing’ when working with others. If a doctor gives someone medicine for an ailment, what
good is it if the person does not take the medicine as prescribed?

A third view is that many corporate individuals have been taught by now ‘to value’ diversity at work (linear again). Just because a company
made everyone go through a training program referencing the work environment does not mean that the workplace is the only place it
counts. Valuing diversity should be everywhere! It is no secret that Sunday morning is the most segregated time in the United States. For
all employees it is not just an issue to face at work, but we must learn to value diversity at the mall, at church, in politics and everywhere we
go. And for corporations it is not just about valuing the diversity of employees ... it is about valuing the diverse customer, vendor, local and
global community and all of society at large.

Hence, diversititis, is indeed a common iliness for many organizations today. And fortunately there is a cure. But that cure cannot be linear
or one-way, it must be circular. The cure must include the dedicated and genuine efforts of everyone in the organization as well as the or-
ganization itself.

Dr. Pamela Johnson is President of Nia Consulting & Development, specializing in Multicultural Coachin g and Leadership Devel-
opment. Phone: 972-494-9497 Web: www.ncdperform ance.com




Executive Management and Professional Development Events
offered through the Spears School of Business,
Oklahoma State University

AUGUST
25 Shifring Gears: From

SEPTEMBER
1 Crocial Communicarions
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17 Creating and Developing
High Performance Teams

05U -Tolex: § .om. md pom

24 Mov 12 GMAT Seminar
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OCTOBER

1-2 Supervisory Program:
Leadership, Mentoring and
Coaching for Ousranding

Performance
O5U-Obdsboma Cingg 9 o o 4 pam,

6 Managing Difficnlc People:
Working With You Is
Killing Me

D50 -Toles; § om md pom

14 Execurive Management
Brichngs presents
William [ Cohan

P ol Clorwrbecr snd Wawern Hanlesge
Bfusanern; Oldabarnn Ciy; 12 o L0 pon.

15 Tulsa Business Forums
Ema-eu:n"ﬂr’i].ﬁam [ Cohan

Flaz Horel. Tuba; 12 1w 130 pan.

Fultlling ehe ootresds mimion of the 5

annuall cmmatchy 21,500 Th = nclods poblic and T
= r::;-pr TMactly AUl prople &8 programs ine F-F uin- on-Eit

Fall 2009

OCTOBER, cont.

20 Oklahoma Municipal
Clerks, Teeasurers
and Finance Cficials

Association Pre-Conference
Srodere Unian, Snllranr: 1230 m
Ld5 pos

21-23 Oklahoma Municipal
Clerks, Treasurers
and Finance Oifcials
Associaton Fall

Conference

Srudare Unian, Snllearer

27 Writeen Communication
for Business E-mail
{a.m.) and Back to Basics:
Polishing Your Grammar
Skills {p.m.)

OEL O dah oo Giey; ¥ wonu md pem,

NOVEMBER

5 (Generarional Issues in che
Wodplace

OEL - Tubmy; 9 sm.ced pon.

12 Ol and Gas Accounting
Conference

Creemrs Plees Flesal, Tales; 15 .

13 Accounting and Financial
Reporting Conference

Cromrss Plars Flooal; Tole g
E w445 o,

NOVEMBER, conr.

17 Oklahoma’s Econony:

Forecast for 2010
Bcors Marmas Tach Canrar, Olbdsboma Cing
TiMlameslipm

18 OS50 Alumini-Lunch and
Learn: The Power of Influence

Ol abeoraCicy; 12 e 130 pome

19 The Rise and Fall of
Enddement

OS5 -Toles; 9 o.mu o d pom

DECEMBER
2 The Power of [nAuence

O5U-Odabona Ciry 3 sm e d pon.

8 Words ar Work: Business
Writing for Success

OS50 Toles; ¥ sonumod pom

TBA Leading Change

05U -Toles; ¥ wonum 5 pom

Graduare Degree Programs
offered via disrance leaming:
MBA
WL.5. Manapement in Informacion
Systems
FLS. Telecom muric anions
Mlanagement
Graduace Cercificace in Business Daca
Mlinming
Graduare Certificace i Inforrnacion
Assurance
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For maore information or to enroll, call 8566.67E.3533 or 405.744.5208, e -mail cepdifokstaresdu or visi cepdokstareedu.,




2009 SHRM Golf Tournament

2009 State Conference Golf Committee

Great Day for Golf!

2009 Golf Tournament Winners

Great Job Maschino, Hudelson & Associal
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2009 SHRM Conference

| K K1 Breal Sessi SHRM CEO Lon O’Neil

State Conference Game Show

2009 State Conference Silent Auction

State Conference Networking Event




