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INTRODUCTION 

 

PWA Diversity Committee is pleased to present  the 2
nd

 Edition of the APWA Diversity 

Resource Guide.  Responses were very favorable to the first editions (both Volumes 1 

and 2) and due to this response, and the age of the previous volumes, the Committee 

decided in 2012 to revise and consolidate the volumes into one Guide. 

 

The APWA Board of Directors believes that institutionalizing the diversity concept takes a 

commitment from all levels of the association, but that it must be embraced at the top level in 

order to empower the concept throughout APWA.  The concept involves constant introspection 

and attention to the ways we all communicate and work with one another.  

 

The APWA Diversity Statement approved by the Board of Directors states: 

 

“The American Public Works Association recognizes, appreciates and fosters the 

synergy, which is created when the work environment values the differences in 

individuals and practices inclusiveness and open communication.” 

 

Diversity is neither an affirmative action nor an equal opportunity program.  Through legislating 

equality we can fail to recognize the spectacular ways in which people are different.  APWA is 

moving beyond affirmative action and is affirming diversity.  Diversity means “all the ways in 

which people differ from each other” and how we accept and use those differences depends on 

whether diversity becomes an asset or a liability for APWA, its Chapters, and for our workplace.   

 

The American Public Works Association values all individuals and different perspectives of 

those individuals, and believes in providing the process for all to feel included as part of the 

whole.  Diversity includes race, gender, creed, age, lifestyle, national origin, disability, 

personality, educational background, and income levels.  
 

 

 

 

 

WHAT IS DIVERSITY? 

 

Diversity is a commitment to recognizing and appreciating the variety of characteristics that 

make individuals unique in an atmosphere that promotes and celebrates individual and 

collective achievement.   

A 
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our APWA Diversity Committee supports you and thanks you for your work on helping 

to change our environment to celebrate diversity.  If you have questions or need 

assistance, please contact us.  Or if there is another area of diversity you would like to   

see highlighted in a future edition of the resource guide, please contact us. 

 

 

APWA Diversity Committee (2000-2001) 

Jennifer Barlas, Chair 

Jason Cosby 

Ron Ford 

Betty Francis 

Barbara Little 

Lawrence Lux, Board Liaison 

Kaye Sullivan, Staff Liaison 

 

APWA Diversity Committee (2002-2003) 

Herb Fain, Chair 

John Benda 

Ann Burnett 

Vanessa Conrad 

Jason Cosby 

Karen Johnson 

Teresa A. Scott 

Lawrence Lux, Board Liaison 

Kaye Sullivan, Staff Liaison 

 

APWA Diversity Committee (2012-2013) 

Charles R. Jordan, MPA, Chair 

Charles Pinson, Volume 1 Subcommittee Chair 

Rebecca Bilderback, Volume 2 Subcommittee Chair 

Terri Troup 

Judith Hines 

Jennifer Rose 

Catherine D. Schoenenberger 

Clark A. Wantoch, P.E. 

Tracy Warner, P.E. 

Cora Jackson-Fossett, Board Liaison 

Cindy Long, Staff Liaison 

 

 

A special thank you is given to Elizabeth Mitchell (training supervisor, Louisville & Jefferson 

County MSD), former member of the Diversity Committee, for her contributions on the Exercise 

Section of this guide. 

Y 
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WHY DIVERSITY IS IMPORTANT 

 

Diversity is important because it provides unique and inspirational perspectives.  

 

Achieving diversity in APWA is not just the right thing to do anymore; it is a matter of survival, 

of productivity, and of prosperity.  The for-profit world has seen this coming for quite some 

time.  They have experienced the creativity of a more diverse staff and a better understanding of 

the needs and wants of their customers.  Being supportive of all types of members simply makes 

good business sense and strengthens APWA for all its members.   

 

President John F. Kennedy said, “Change is the law of life.  Those who look only to the past or 

the present are certain to miss the future.”  With the changing face of the workforce (i.e., 

globalization, dominant cultures losing their dominant status, people working longer, healthier 

lifestyles), functioning in a diverse work environment and participating in a diverse association 

will be as much a part of our lives as computers are.  We can either embrace/celebrate diversity 

and use it to APWA’s benefit or we can fail to recognize the world’s demographic future and 

lose out on valuable resources and contributions to the association.   Finally, many people in the 

profession who experience “difference” will seek out other associations to meet their needs if 

this association doesn’t serve a diverse population.   

 

GLOBAL UNDERSTANDING 

 

If we could at this very moment shrink the earth’s population to a village of precisely 100 – but 

maintain the existing human ratios – our world would look like this: 

 

60 Asians 

15 Africans 

10 Europeans 

  9 Latin Americans and the Caribbean 

  5 Northern Americans 

  1 Oceanian 

 

70 People of Color 

30 White 

 

70 Non-Christian 

30 Christian 

 

51 Male 49 Female 

 

One-third of the entire world’s wealth would be in the hands of four people – all citizens of the 

United States.   

 
Source: United Nations, Department of Economic and Social Affairs, Population Division (2011). World Population 

Prospects: The 2010 Revision, Highlights and Advance Tables. ESA/P/WP.220 
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U.S. UNDERSTANDING 

 

If we could at this very moment shrink the population of the United States to a village of 

precisely 100 – but maintain the existing human ratios – the United States would look like this: 

 

72 White 

13 African American 

5 Asian 

1 American Indian and Alaska Native 

1 Native Hawaiian and Pacific Islander 

6 Other 

2 Identified by Two or More 

 

16 Hispanic 

84 Non-Hispanic or Latino 

 

24 Non-Christian 

76 Christian 

 

49 Male 

51 Female 

 

 

 

DIVERSITY OF APWA MEMBERS 

(2012)  

 

APWA’s membership is very diverse in the areas of educational background, work experience, 

age, gender, race, level of responsibility, area of responsibility in public works, salary, earning 

potential, level of involvement with elected officials and the community, processing style, level 

of decision-making, accountability, technical knowledge, working hours, articulation skills, 

negotiation skills, consensus building skills, leadership skills, motivation level, size of 

municipality/organization; personal interests, etc.  All these variances in our membership and the 

public works profession create a mosaic that makes a career in public works attractive to a 

variety of people and provides the opportunity in APWA to celebrate its diversity. 

 

APWA has 27,000 members from 67 Chapters in North America.  Its members have diverse 

areas of responsibility (i.e., streets/roads/bridges; potable water distribution and treatment; 

safety; engineering/surveying; administration; stormwater/flood control; wastewater collection & 

treatment; parks & recreation; fleet services; emergency management; right-of-way; 

buildings/grounds).   

 
Source: 2010 Census Interactive Population Search. United States 2010 Census. N.p., 8 2010. Web. 7 Jan 2013. 
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From APWA’s membership, the following demographics can be drawn.  

 

Note: some respondents did not reply to every demographic question so percentage does not 

always equal 100%. 

 

                                                        AGE 
2% are under the age of 20; 3.4% are between the ages of 21-30; 15.8% are between the ages of 

31-40; 64% are between the ages of 41-60 (with 29% between the ages of 51-60); and 7% are 

over 61; 

 

 

 

 

 

 

 

 

 

 

 

 

                                                  GENDER 
85.7% are male; 7.5% are female; 6.9% gave no answer 

 

 

 

 

 

 

 

 

 

 

 

 

                                                          RACE 
83% are Caucasian; 2.0% are Asian/Pacific Islander; 0.6% are Hispanic; 1.8% are 

Black/African-American; and 2.7% are American Indian/Inuit; and 8.5% gave no answer 
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                                   EDUCATION LEVEL 
 

10% have a high school diploma/GED; 9% have an Associate degree; 44% have a Bachelor 

degree; 24% have a graduate degree; 7% have a Doctorate; and 12.3 gave no answer. 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                   EDUCATIONAL EMPHASIS 
 

56% have an engineering or architecture educational background; 10% have a business 

educational background; 7% have a public administration educational background; 1% have 

a finance/accounting educational background; and 1% have a planning educational 

background; 14% have an “other” educational background; and 11% gave no answer. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

PUBLIC vs. PRIVATE SECTOR 
 

71% are from the public sector; 29% are from the private sector. 
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There are a few ways we would like all our members/employees to be similar:   

 To have integrity;  

 To show respect for others;  

 To treat all people in a fair manner;  

 To be accountable for their own actions;  

 To be honest and ethical 

 To exhibit an appreciation for the differences in all of us and how those differences 

contribute to make the association and the workplace successful. 

 

 

INTRA-CULTURAL COMMUNICATION & ETIQUETTE 

 

North American values and behaviors differ from those of other cultures.  As our APWA 

Congress becomes more international in scope and some of our chapter members are traveling 

abroad for business purposes, it would be to our benefit to understand the various differences in 

our cultures related to behaviors and mannerisms, as the world will never share the same 

language or culture.  Also some of our chapters have members from other cultures and we need 

to be as inclusive as possible in servicing our members.  Following are just some ideas to think 

about when communicating with someone from another country of visiting. Working in a 

country or visiting/working in a country outside of North America. 

 

Providing a welcoming atmosphere for people from other countries into our work culture 

It is important to remember that people from other countries have different ways of 

communicating than we do in North America.  Being aware that our own communication style 

may not be the same as people from other countries, will smooth conversation and avoid 

misunderstandings. 

 

For instance, in North America, we often value promptness, eye contact, a firm handshake, the 

ability to “get down to business”, the separation of work and home, quick business decisions and 

equality in the workplace regardless of position.  We are often informal, with ‘dress-down’ days, 

increasingly more casual work attire, and addressing our hierarchal superiors by their first name. 

People from other countries may not be used to communicating and working in this type of 

culture, which could lead to a break down in working relationships.  

 

Be aware that your work and communication style could be misunderstood.  If there seems to be 

miscommunication, it might be due to cultural differences! 

 

Visiting and working in countries outside North America 

 

 Do your research – find out about the country, its work culture, its communication before 

you go 

 Avoid stereotypes – everyone communicates differently 

 Respect educational qualifications and work experience 

 Remember that you are the visitor 
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Some things you may want to research are 
 

 Personal Space 

Dependent upon the culture, personal space may be anywhere from a few inches to several 

feet.   

 

 Silence 

Some cultures are uncomfortable with stretches of silence while with others; it might convey 

respect or be used to emphasize a point. 

 

 Gestures/Body Language 

Unspoken messages through gestures, the way we sit, or nod our heads may all be 

understood within our own culture, but be misinterpreted by people from other races, cultures 

or even age groups or genders.   

 

 Greeting 

In North America, shaking hands is a polite way to greet people – an occasional pat on the 

back might also be acceptable.  However, this may not be the case in other countries.   

 

 Volume of Speech 

Speaking in a soft voice may mean shyness in some cultures or a matter of politeness in 

others.  Speaking in a loud and brash manner might be hostile behavior in one culture or 

totally acceptable in another. 

 

 Time/Punctuality 

North Americans tend to rush to and from everywhere and place a high priority on meeting 

deadlines. This may not be the same in other countries. 

 

 

 

NEW MEMBER WELCOME/ORIENTATION 

 

“Inclusiveness” has been a theme of the APWA Diversity Committee over the past several years. 

As a result, the Association established the First Timers Meeting at the annual APWA Congress 

and Exposition for first time attendees.  This concept can certainly be expanded to include 

welcoming new members into your chapter activities.  Do your new members really know the 

benefits offered by your chapter and the national association?  Do they feel welcomed into the 

group or do they feel excluded and never return?  Most of us tend to talk with people we know 

and not venture out to greet someone we have not met before (a malady formerly called “the old 

boys’ club”).  



11 

 

Listed below are some suggestions for making sure everyone feels welcome at your chapter 

meetings. 

 

 Recognize new members by name at each of your meetings; give them a nametag with a special 

sticker/ribbon that identifies them as a new member; ask them to provide their background at their 

first meeting. 

 

 Encourage regular members to introduce themselves to anyone who is wearing that sticker/ribbon. 

 

 Ask board members/past presidents/retired members to call each new member to invite them to your 

next meeting; ask that individual to meet them at the door and introduce them to at least three people. 

 

 Form a welcoming committee to greet everyone when they enter the room; if they see someone new; 

have them introduce the new member/guest to someone. 

 

 Ask a member to follow-up with each new member who attends a meeting to let them know they 

appreciated their attendance and look forward to seeing them at the next meeting. 

 

 If you have enough new members, hold an orientation session for them one hour prior to a regular 

meeting; advise them of the chapter activities and possibilities for leadership roles; make the 

orientation quick and snappy and hold an introductory exercise to get them acquainted with each 

other. 

 

 Try to determine the leadership interests of new members and then work them into some committee 

or task force work; if you delay involving someone who is interested in volunteerism, you may lose 

them; get them involved immediately. 

 

 Make sure you hand a new member your business card and mean it when you say “Give me a call if 

you have any questions about APWA;” ask for their business card; put some facts about that 

individual on the back of their card so you’ll remember a little about them the next time you see them. 

 

 Contact your Membership Chair and ask for the names of five new members to call to welcome them 

to the association. 

 

 Write an article for your chapter newsletter welcoming the new members by name and providing a bit 

of information about them. 

 

 Make sure lines of communication between members (new and ongoing) and chapter leaders are 

always open; enable all levels to share ideas. 

 

 Conduct surveys with new members at periodic times throughout their first year; this will help gather 

feedback from the new members which can be utilized to improve the chapter and / or national level. 
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CHAPTER PROGRAM IDEAS 

 

If you are looking for ideas on how to integrate the facets of diversity into chapter programs, the 

following subjects/topics might help in your thought process.  Educational programmers are 

finding administrative/management topics are of high value to many employers.  Perhaps you 

and some colleagues could construct a panel discussion or you could invite a special speaker to a 

chapter program, such as an attorney or an HR administrator.   

 

You might also wish to seek out speakers from diverse backgrounds for your various chapter 

workshops, seminars and other activities on technical topics.  Speakers and presenters 

representing APWA’s membership at large (different races, different genders, retired public 

works individuals, those with disabilities, younger members, etc.) should be actively approached 

and offered opportunities. 

 

It is always good to have a discussion with all of your speakers prior to their presentations about 

the audience to whom they are presenting.  You are encouraged to emphasize that the chapter is 

sensitive to diversity, and that humor and jokes or stories that refer to age, gender, race, 

ethnicity, lifestyle, religious preferences, etc. should not be included in a presentation to a 

professional association like APWA.  For speakers that chapters have chosen for humor or 

“entertainment” value, you may wish to remind that the chapter does not want any attendee 

ridiculed or embarrassed by comments or participation in a presentation.  Most speakers will 

appreciate knowing who is in their audience and level of tolerance.    

 

Suggested diversity topics/ideas are: 
 

 Working with, motivating, and leading several different generations in the workplace (see 

separate section on Multi/Cross-Generational Statistics and Information). 

 

 Discussion of mini-mentoring programs within the chapter. 

 

 Trends of the future workforce; how to be “effective” in the new environment. 

 

 How to create an effective diversity program in your workplace. 

 

 Crafting harassment policies in your workplace. 

 

 Evaluating personality types and understanding how to work with each of them. 

 

 Communication, communication, communication. 

 

 How to manage diversity in your environment; how to create awareness of diversity in your 

workplace; and how to create a more respectful workplace. 

 

 How to initiate and understand cultural awareness and influences; recognize how 

unconscious biases govern our decision-making processes; and understand how attitudes can 

foster feelings of mistrust among people.   
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 The American’s with Disabilities Act (ADA) and how it affects cities/municipalities. 

 

 How mentoring a diverse population benefits the whole. 

 

 How providing for the inclusion of various backgrounds, skills, and experiences develop 

solutions and benefits for your place of employment. 

 

 Recruitment, interviewing, and retention approaches 

 

 

APWA Chapter Diversity “Tool Box” 
At the 2010 Congress in Boston, the APWA Diversity Committee appointed a subcommittee to 

assemble a “tool box” in support of diversity programs at the chapter level. Please review the 

information for additional ideas on how to expand or begin to support diversity within your 

chapter. Here is the link to the toolbox: 

http://www.apwa.net/discover/Diversity/Diversity-Toolbox/ 

 

 

Presentations in a Can 
The Diversity Committee has taken the creation of resources to the next level and now offers 

four Presentations in a Can to aid APWA members with steps about how to host a Diversity-

related event.  Found in the APWA Chapter Diversity “Tool Box” on the APWA website are 

outlines for topics including Generational Diversity, Inclusion, Retirees – the Next Chapter, and 

Progressive Women in Public Works.  Included with each outline are learning objectives, things 

you will need, and a step-by-step process with timeline. 

 

A brief description of each Presentation in a Can has been included here to further peak your 

interest to take the next step of hosting a Diversity-related event.  We hope that these 

Presentations in a Can will simplify and encourage members to reach out to others. 

 

 

Generational Diversity-Presentation in a Can 
Today's Diversity in the workplace is becoming less and less about gender and race and more 

about the age of the individual and their generational differences.  History will denote that 

seamlessly merging four unique generations into today's workplace is more difficult than 

expected.  Representatives from each of the generations (Silent, Baby Boomer, Generation X, 

and Millennials) should discuss their individual perspectives on the world of work and make 

suggestions for making this merger more transparent.  Attendees should have an opportunity to 

ask questions of each generation, and learn new ways to communicate with them more 

effectively.  This session is intended to give all attendees the tools to go back to their workplace 

and become more effective at working with co-workers from any generation. 

 

http://www.apwa.net/discover/Diversity/Diversity-Toolbox/
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Inclusion -Presentation in a Can 
This presentation aids in providing training to promote the inclusion of all races, genders, creeds, 

religions, ages, lifestyles, national origins, disabilities, personalities, educational backgrounds 

and occupations in the public works workplace.  

 

Learning objectives include defining the different groups to promote the process for all to feel 

included as part of the whole.  The event should also encourage discussion of the different 

groups within your workplace/organization and strategies to ensure that all groups are included. 

 

 

Retirees, The Next Chapter -Presentation in a Can 
Most people dream about the day when they can reach the stage in life when they can retire, yet 

for those who are finally at that stage there are a mix of emotions. Some people experience a 

sense of loss or panic about what they will do with their lives now that they have so much more 

free time while others will be overjoyed to finally have more time to spend on their hobbies or 

with their family. This is a point in a retiree’s life where they have worked hard and now have 

earned the payback of being able to play through life with each and every day. This is a time 

when they get to re-create themselves.  

 

During times when infrastructure is aging, generations are retiring, and change is inevitable, 

representatives can discuss how to better involve retirees throughout their organizations and 

throughout their APWA Chapter. Attendees should have an opportunity to make suggestions on 

where they can envision involving retirees to continue to make a difference in people’s lives. 

Retired attendees should also have an opportunity to voice where they have a desire to be 

involved. This presentation is intended to give all attendees the tools to start involving retirees in 

their workplace and/or at the Chapter level.  

 

Progressive Women in Public Works -Presentation in a Can 
This program will allow participants a forum to recognize, inform and champion all of the great 

work and leadership being done by women in the Public Works field.  The event is planned to 

help surface the ideas and pre-existing knowledge and experiences regarding women in the 

Public Works field.  Another objective is to encourage discussion about the successes and 

challenges that are faced for professional women in the public works field. 

 

These are just four of the many potential diversity-related events that can be hosted on a local 

level.  Feel free to contact a Diversity Committee member if you have any additional diversity-

related ideas or requests for information. 
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EXERCISES 

 

The following exercises are designed to stimulate thought and discussion about the subject of 

diversity within your APWA Chapter or your employment setting.  However, since issues related 

to diversity (in all its forms) are sometimes sensitive, it is recommended that you seek the 

assistance of a trained facilitator when conducting some of these exercises.  This will help to 

ensure that individual experiences, opinions, and deep-seated beliefs are managed in a respectful 

and otherwise appropriate manner, which promotes healthy discussion and understanding of all 

points of view. 

 

No two people are identical. Some obvious differences could include: 

 Age 

 Gender  

 Culture 

 Disabilities 

 Physical Size (height, weight) 

 Physical Attributes 

 Marital Status 

 

Not so obvious or invisible differences might include: 

 Management vs. Non-Management 

 Main Office vs. Field Workers 

 Thinking style/assertiveness level 

 Habits/likes and dislikes/personality style 

 Knowledge 

 Goals and ambitions 

 Political views 

 Values 

 Lifestyle/sexual orientation 

 Education 

 Religion 

Discuss in a group what other areas of diversity might be obvious and not so obvious and how 

these can impact our ability to work together. 

 

 

BENEFITS OF DIVERSITY 

 

Some benefits of diversity in the workplace and other environments include: 

 New learning opportunities 

 Improvement of the work product 

 Increased innovation 

 Additional creativity 

 Different approaches to solving problems 

 Increase productivity 
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 Attract and retain talent 

 Increase market share and create a satisfied customer base 

 Improve Working Relationships 

 

Discuss how/why diversity impacts the work we produce. 

 

 

PREVENTING DISCRIMINATION 

 

In order to prevent or conquer discrimination, the following actions might apply: 

 Confront your biases 

 Implement programs supporting diversity 

 Monitor program for enforcement and effectiveness 

 Allow and respect differences 

 Recognize needs of all people 

 Appreciate everyone’s contributions 

 Trust and be sensitive toward others 

 

Ask participants for other ideas on how they can prevent discrimination in the workplace.  

Discuss why it is important to identify acts of discrimination and to work toward eliminating 

them. 

 

 

CONFRONT YOUR BIASES 

 

Prejudice is a preconceived feeling or bias. We all have biases that we need to recognize.   

 Define biases 

 List some common biases 

 

Working in small groups, determine means which can be implemented at work to recognize and 

eliminate biases. 

 

 

 

COAT OF ARMS EXERCISE 

 

 Divide the group by decade of birth (or by gender, work locations, etc.). 

 Hand out flip chart sheets and markers to each group. 

 Ask each group to design a shield or coat of arms that reflects what is important to the group.  

You can precede this exercise with a short discussion on what goes on a shield and what the 

importance of each item is. 

 Allow 15-20 minutes. 

 Have groups display and explain symbols/meanings they put on coat of arms. 

 In closing, focus on similarities, differences and how these impact working relationships. 
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TEAM DIVERSITY EXERCISE 

 

 Prepare flip charts, one for each subgroup with heading “What Really Bugs Me.” 

 Hand out flip chart sheets and markers to each group, with instructions that groups are to list 

items that bug them when working in a team.  Emphasize that this is NOT a GRIPE session, 

but an opportunity to write down issues which teams need to address in order to function 

more smoothly. 

 Allow 15-20 minutes for groups to work. 

 At this point, you can either 

o Have each group present their list to the whole. 

o Let each group keep their list to work on. 

 Assign group/team to come back to next session with ideas about how to eliminate “Bugs.”  

Challenge each team to initiate one of these ideas and to report back successes (or issues 

which blocked success).  

 

IDENTIFICATION ICEBREAKER 

 

You will need to read the following list of items as quickly as you can, leaving participants only 

enough time to make quick decisions, not time to ponder.  Instructions to the group:  “As I read 

out the items in the following list, please raise your right hand if you agree with the item; raise 

your left hand if you disagree with the item.  There is no right or wrong answer, only your 

opinion.” 

 I have a fear of snakes. 

 I am allergic to cats. 

 I do not like broccoli. 

 I am a football fanatic (or basketball or baseball, depending on the season; if you have a local 

team, use that name). 

 Others consider me a workaholic. 

 I am a political conservative. 

 I am balding. 

 I can remember when FDR was president. 

 I know who was president after FDR. 

 When nervous, I tend to stutter or forget my answer. 

 My favorite food is chocolate. 

 I am over 35 years old. 

 I work better under stress. 

 I have attended religious services for a faith other than my own. 

 I still live in the house in which I grew up. 

 I believe that others do not understand my culture. 

 My best friend is just like me. 

 I can speak a language in addition to English. 

 On my last vacation, I went outside the United States. 

 I could be more active in APWA. 

 Immigration will continue to make America stronger. 

 I work with someone of a different culture. 
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 I volunteer to demonstrate the Hokey Pokey right now.  (At this point, note if there are any 

right hands up and ask those volunteers to step forward to demonstrate the Hokey Pokey). 

 

To conclude the exercise, ask participants if they had trouble responding to any of the 

statements, or if any of the statements made them uncomfortable in responding.  Remind them 

that each of these questions represent everyday issues of diversity – even the ability to identify 

FDR or Harry S. Truman, or to dance the Hokey Pokey.  Diversity comes in many aspects and 

we all need to increase our awareness. 

 

 

“LET’S FIND OUT” WORKSHEET 

 

Assign partners within the group.  Hand out a list of questions and allocate 10 minutes for each 

to find out answers from partners. 

 

Questions for Partner A to ask Partner B: 

 Favorite hobby 

 Type of car partner drives 

 Type of pet partner has (or had as child if not current owner) 

 Does partner have significant other? 

 General part of country/world where partner spent last vacation 

 What partner did last weekend 

 Who is partner’s favorite author 

 Gender of partner’s significant other 

 Exact location of last vacation 

 Exact neighborhood where partner lives 

 Last book by favorite author which partner read 

 

However, partner B is NOT to reveal: 

 Street address or exact neighborhood where she/he lives 

 Whether or not she/he has a significant other or gender of other 

 Specifically what she/he did over the weekend 

 His/her favorite author 

 Favorite “hang-out” spot (grill, bar, restaurant, club) 

 Exact site of last vacation 

 

In order to accomplish this, partner B needs to be vague, indirect, change the subject, focus on 

the other partner and monopolize the conversation, focus on work-related topics only, etc.  Lying 

is permitted, but only if it’s the last resort!) 

 

To process, discuss issues of communication, clarity, stress or frustration, and interpretation.  

How can these same types of communication problems impact our ability to work together?  

Brainstorm together as a group. 
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GETTING ACQUAINTED EXERCISE 

 

This activity takes about 5-10 minutes and is accomplished within the established groups.  Place 

copies of questionnaires on each table (one for each participant).  Tell participants that this 

exercise is to get them acquainted.  Ask participants how getting acquainted can be positive.  Tell 

participants to look at the questionnaire on the table.  The first person answers #1, followed by 

others in the group.  Then the entire group moves to #2, etc.  At the conclusion of the time, ask 

participants what they got out of the exercise.  Some answers might be: got to know others on a 

more personal level; got to exchange ideas, points of view, feelings and attitudes about topics of 

diversity. 

 

Getting acquainted handout: 

1. My name is… 

2. Two things I would like for you to know about me are… 

3. One word that best describes me is… 

4. The reason I am here is… 

5. Right now I am feeling… 

6. When I think of diversity, I think of… 

7. To me, differences mean… 

8. Sameness means… 

9. I want this association/organization to be the kind of association/organization that… 

10. I usually react to conflict with a person of another race by… 

11. When a colleague makes a racist comment, I… 

12. As a person, I am best at… 

13. My vision of diversity in APWA is… 

14. In order to achieve this vision, I will need to… 

 

 

WHO AM I EXERCISE 

 

This activity takes about 5-10 minutes and is accomplished within the established groups.  Place 

copies of questionnaire on each table (one for each participant).  Tell participants that this 

exercise is to get them acquainted.  Ask participants how getting acquainted can be positive.  Ask 

participants to respond to the questionnaire on their table.  The first person is to answer #1, 

followed by others in the group.  Then the first person answers #2, followed by others, etc.  At 

the conclusion of the exercise, ask if the participants learned something about themselves or 

another in the group.  To process, remind participants that we are all different because of our 

heritage and the environment in which we grew up, and that those differences bring interest and 

creativity into the workplace. 

 

Who am I handout: 

 

 Identify the ethnic or racial identities of the following people in your family tree: your 

mother, father, and grandparents (if known). 

 How strong is, or was, this identity for each? 

 What was the ethnic/racial identity of the neighborhood in which you grew up? 
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 How much time/exposure/contact do you have with those of another ethnicity/race? 

 What attitudes/behaviors do you find most difficult to discard when interacting with 

someone of a different ethnicity/race? 

 Give an example of how your perceptions/family history has impacted a professional 

relationship. 

 

 

 

MULTI/CROSS-GENERATIONAL 

STATISTICS AND INFORMATION 

 

Generations within the APWA membership include the Traditional Generation (from 1921-

1940); the Baby Boomers (from 1941-1960)*, Generation X (from 1961-1980) and Generation 

Y/The Millennials/Echo Boomers (from 1981-2000).  Each generation carries generalistic 

characteristics that create diversity in our association and in the workforce. That diversity can be 

to the association’s/employer’s benefit or their discredit – it’s all in understanding how those 

differences can contribute to create success and unity and organizational effectiveness.  

 

We first must understand what the different generations value, what motivates them, and what 

rewards they seek before we can fully determine how to service them in our association and how 

to create teamwork in the workforce.  The following statements are generalistic in nature; 

certainly not all people within a particular generation fit any of these categories perfectly.  Also, 

many individuals who feel they are “on the cusp” of one generation or another may find that they 

more closely align to another generation that their birth year does not associate them with.  This 

is ok, as it is the feeling of the Diversity Committee that an individual should relate to whichever 

generation they feel most aligned with.  In this instance, generational changes can't always be 

beholden to a range of years, but the personality of the individual themselves. 

 
*Note:  Some individuals stress that the differences of the last half of the Baby Boomers and the Leading Edge 

Boomers are so vast that the creation of a separate generation name (Generation Jonesers) for the period of time 

1954 - 1964 is advisable. 
 

Traditional Generation (1921-1940) 

The Traditional Generation experienced great loss through the depression and World War II 

when their basic needs were not met.  They determined they could satisfy those basic needs by 

pulling together through government and big business in creating affordable housing and jobs.  

Loyalty became very important to them.  This generation is frugal, patriotic, reactively health 

conscious, and transitioning.  They appreciate being known for their wealth of knowledge and 

their valued experiences.  They entered a white male dominated workforce and some may 

struggle with a diverse workforce.  They like to be rewarded with a personal touch, such as 

something to hang on their wall.  Their outlook on life is practical; their work ethic, dedicated; 

their view of authority, respectful; they handle leadership through a hierarchy; their relationships 

are often a personal sacrifice; and do not appreciate vulgarity.  This generation is being seen less 

and less in the current workforce through retirement and age.  However, you see many 

Traditionalists serving in consulting roles or managing special projects due to their experience 

and knowledge. 
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Baby Boomers (1941-1960) 

Baby Boomers were born during a prosperous time.  They pushed and challenged the status quo 

and saw themselves as a change agent.  They want to make a difference in whatever they do and 

they appreciate public recognition.  Boomers want to be entertained and they crave new 

experiences.  They are adventurous, proactively health conscious, team players, young at heart, 

and family-oriented.  However, they see their job/career as a large part of their life and are 

sometimes labeled as workaholics.  They protested in their youth for recognition of diversity.  

They drove the self-help phenomena.  They have been the largest generation of the 20
th

 century 

and are beginning to enter retirement age.  They learned to use the computer at work.  Boomers 

outlook on life is optimistic; their work ethic, driven; their view of authority, love/hate; they 

handle leadership by consensus; their relationships offer personal gratification; and do not 

appreciate political incorrectness. 

 

Generation X (1961-1980) 

Generation X is the smallest generation (44 million).  They grew up in a decade of 

disillusionment and personal independence in the 70’s; authority figures seemed to be frail and 

incompetent.   They were left alone in their environment (latchkey kids) and entered into more 

solo sports where they didn’t rely on a team.  They saw their parents (the Baby Boomers) 

downsized in their employment setting and 50% of the generation comes from divorced parents.  

They are less optimistic about their future than Baby Boomers.  They like to be left alone to do a 

job with very little supervision and like to be recognized for their merit and knowledge rather 

than longevity.  Xers are diverse, entrepreneurial, independent, technologically focused, and 

computer literate.  They learned to use the computer in college.  Training is very important to 

them, as they want to learn and develop new skills.  They do not see their job as the most 

important part of their life.  They know things will change and they see change as an 

opportunity.  Xers outlook on life is skeptical; their work ethic, balanced; their view of authority 

is unimpressed; they see leadership as competence; they are reluctant to commit to relationships; 

and do not appreciate hype. 

 

Millennials (Generation Y) (1981-2000) 

The Millennial Generation was born when having children was considered popular and were 

born to older parents (Baby Boomers).  This generation is larger than the Baby Boomer 

generation (almost 80 Million).  There is an intense parent focus with this generation (Soccer 

Mom/Stay-at-Home Dad) and they live a much more structured life.  They have been taught the 

value of self, and the opportunities the world has for them.  They are very dream and goal 

oriented.  They are intimidated by people who present them with a challenge and they need to be 

trained on how to deal with difficult people.  This generation is electronically literate, seeks 

affirmation, and places a high value on integrity.  They need and expect continuous assurance or 

criticism, most importantly, constructive criticism.  They have great technical skills (having 

learned the computer at a young age at home and in school) but lack face-to-face social skills.  

They thrive on structure and supervision.  They respect the Traditional Generation the most and 

enjoy being teamed with them.  However, in terms of work-life balance, they conform more to 

that of Generation X.  This generation’s outlook on life is hopeful; their work ethic, determined; 

they have a polite view of authority; they see leadership as pulling together; their relationships 

are inclusive; and they do not appreciate lack of direction. 
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Approaches to Providing Value to all of the Generations in and Through the Association 
All of these generations may be involved in a chapter meeting or volunteer group.  Providing 

value is a matter of incorporating considerations of the self-concept of all of the groups.  We all 

like to see positive aspects of ourselves reflected when we participate in a larger group.  Studies 

show that the majority of workers today want more of an emphasis on career development and 

job development than on a career ladder.  They are trying to determine how they can control their 

own destiny – not depend upon their employer for that destiny.  So the following information 

may be helpful as you work with the various generations through your chapter meetings and their 

volunteer work. 

 

Traditional Generation 

 Utilize their expertise through committee work and advisory councils; this generation 

still wants to remain active 

 Recognize their knowledge by asking them to mentor younger members, particularly 

the Generation Xers and Millennials as they feed on information 

 Communicate the traditional values of the profession and the association to them/let 

this generation communicate these values to the membership through newsletter 

articles (could ask a member from this generation to team with an Boomer or Xer 

member to prepare an article on the heritage of the association/profession  – where it 

has come from, how it has changed and where it is headed) 

 Link their knowledge to the future 

 Ask them to provide a chapter/association orientation to new members 

 You may need to still supply hard copies of newsletters, reports, etc. for them 

 Ask them to serve in roles that require their age, knowledge and skills like Historians, 

Technical Experts, chapter leadership mentors, etc. 

 Have space on your registration forms for attendees to request special assistance if 

they have difficulty seeing, hearing or getting around 

 Recognize their efforts through a picture with the chapter president or a plaque – 

something tangible 

 At social events, make sure you have some of the standard foods; experimentation 

with ethnic and extremely low fat foods (vegetables only) does not set well with this 

generation 

 Expect them to bring their spouse to social events 

 

Baby Boomers 

 Because of their quest for variety, learning and excitement, provide innovative and 

creative programs 

 Reach out to their altruistic spirit through offering opportunities for volunteerism 

 Recognize their efforts through public recognition in the chapter newsletter, at 

chapter programs 

 Provide them with a lot of social occasions as they like to mingle and make small talk 

 E-mail works for many of the Boomers, but some still prefer hard copies  

 Make sure things are as easy as possible for this stressed out generation, such as 

streamlining the registration lines, making sure signing up for workshops and 

activities is a very easy process 
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 Realize that this is the largest segment of the membership of the association, but 

Generations X and Y will need to be cultivated/nurtured or the association will die off 

with the passing of the Baby Boomers 

 At social events, use ethnic and exotic foods (however, make them healthy); this 

generation has been exposed to more tastes and experiences than the Traditional 

Generation and they crave variety and excitement 

 Most Boomers travel in twos, so you may expect to see a spouse/partner at social 

events 

 

 

Generation X 

 Create a special learning environment and let them take it over through their 

entrepreneurial spirit 

 Ask them to present a program on technological proficiency 

 Goals are very important to them: ask them what their goals are and try to fulfill those 

training goals through various chapter programs 

 Ask them to participate in diversity related programs as they are a culturally diverse 

generation and they expect and want diversity 

 Talk with them how volunteering can increase their leadership potential, provide 

them with a network of experts at their fingertips, and further their career at a faster 

pace (what it can do for them) 

 Provide them with opportunities to volunteer for short-term task force work rather 

than long-term committee work 

 Try to alternate volunteer meetings between work time and personal time and explain 

to them exactly how much time you need from them;  

 Introduce them to other members as they did not develop the same social skills as 

their parents had emphasized to them from their parents; instead the Xers were told to 

be authentic, work hard, and study hard 

 Make sure your chapter web page is updated and as state of the art as you can get it; 

offer them listserves through their association so they can communicate with other 

professionals in their field 

 E-mail them everything; they are averse to direct mail (except for postcards) and they 

like to communicate via e-mail rather than by phone 

 Make sure APWA makes a difference in their career competitiveness and they will 

renew their memberships endlessly; once sold they stay sold 

 At social events, make sure you have designer water and fresh vegetables; keep the 

cost low as Generation Xers are careful consumers and become wary when an 

association makes a lavish presentation of food; they like to know how their 

association dollars are spent 

 Don’t expect them to attend social events with a date/spouse 

 



24 

 

Millennials 

 Provide learning opportunities at all events, whether it be on technical issues, new 

technologies, leadership discussions, or more. 

 Ask them to serve in some capacity to provide your chapter a technological service 

(Social Media, Websites, Newsletters, etc are all great examples) 

 Make diversity a living part of the organization.  This generation grew up without 

seeing people based on color, race, age, gender, or other characteristics.  If this shows 

in a meeting or event, it will immediately drive them away. 

 Make sure that your social media and web interfaces are update and provide relevant 

information. This will be their primary way of staying involved with the organization. 

 E-mail them or provide electronic means for communication.  Unlike Xers, 

Millennials still appreciate the social interaction of phone, but prefer electronic means 

like teleconferencing meetings and Skype. 

 When giving them a task for the organization, make sure that they have an individual 

assigned to assist them or direct them when they need it.  Millennials prefer constant 

direction and criticism and feel comfortable in this situation. 

 Volunteer work should be done more in a group setting as opposed to being assigned 

a task. They see committee work as exactly that, a committee is assigned to complete 

the task, not the chair or a member. 

 Social events should include impromptu after-hours happy hour events, small mixers, 

and networking receptions.  Millennials see work as an extension of their life, and 

prefer to integrate all of those aspects together as possible. 

 

Make sure to present the value of APWA to Millennials.  They have been taught that everything 

they ever wanted to know or need to be successful is freely accessible to them.  Through 

APWA's member’s library, educational systems, and local events, this is possible. 

 

 

 

 

Volunteer Motivations 

 

APWA and its local chapters rely heavily on volunteers to move issues forward concerning the 

public works profession. It takes a great number of volunteers to govern the chapter, plan 

programs of benefit to members, promote the profession to young people and infrastructure 

needs to the community, write chapter newsletter articles, serve on committees, plan golf outings 

and social events for members, etc. It is important to understand what motivates volunteers to 

donate their time and talents – particularly with three generations at present in our association 

and a fourth generation currently in the workforce and almost ready to join different associations. 

However, it is also important to realize that individuals do not fall neatly into one or another 

generation. Our attempt is not to stereotype people, but to provide some broad traits of each 

generation. We want to make sure we provide our volunteers with an experience that gives them 

a positive return on their investment.  Following are some points to keep in mind when recruiting 

volunteers from the various generations. 
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The Traditional Generation was born between 1920 and 1939.  They have a very direct 

leadership style, operating in a command-and-control decision-making system, which gets things 

done easily and quickly.  They value responsibility and bring to the volunteer role a sense of 

accomplishment and experience in leadership positions; they are loyal and hard working.  This 

strong sense of self and of pride in knowing what they can accomplish can translate to others as 

“having all the answers.”  But if you want someone to take charge, make decisions and delegate 

responsibility, this is the generation to do that.  Their vast experience is valuable to the chapter 

through an historical perspective and in an advisory capacity. 

 

The Baby Boomers Generation was born in the years following World War II through 1960.  It 

is the largest generation.  This group produced the suburban neighborhoods, which created a 

great growth in local organization and the need for volunteers.  They got involved because “it 

was the right thing to do” and it was expected of them to give back to their community; they are 

service oriented and willing to “go the extra mile.”  They are influenced to volunteer just on the 

premise that they should.  This generation makes up the vast majority of APWA’s membership 

and as such, with retirement in the not too distant future, will be leaving the volunteer role to the 

younger generation, which has a different set of motivations.  Chapter leadership roles are 

generally held by this generation of members, but the future of APWA will depend upon how 

well the chapters and the association overall can interest the next generation in valuing 

membership in their professional association and serving it through volunteerism designed with 

their values in mind.   

 

Generation X (which most likely will rename their own generation), born from 1961 to 1981, 

was raised in a time of economic recession, a decade of disillusionment, and a time of very 

limited opportunities.  They are very self-motivated and self-reliant.  They were latchkey kids 

and entered into solo sports more so than group sports. They are technoliterate, independent, and 

creative. If they are going to volunteer, they want recognition; if they give of their personal time, 

then they expect something in return.  They will do just about anything that they believe will get 

them instant success.  They focus on goals and work very hard to achieve a reward.  But if their 

focus is disrupted, they will move on to another task.  Therefore, they function very well in short 

term task forces rather than standing committees whose job never seems to be completed.  Xers 

possess the ability to learn and adapt quickly to new challenges and opportunities, thus chapters 

should keep these members in mind for short term technical projects or projects where new 

problem-solving techniques would be useful.  They have a great deal of technological savvy and 

an ability to communicate using a broad range of information media.  They may volunteer to do 

a program presentation on a technological advancement or provide a service that they can fulfill 

with the computer.  They may use different technologies to research, communicate, and approach 

situations from an entrepreneurial perspective – which could be very valuable to chapters as they 

look to the younger members for new innovative program ideas, more efficient decision-making, 

and challenges that require a different skill set.  One of the proudest achievements of Generation 

X is their part in the “diversity” movement of the last decade.  They believe that individuals 

should seek to uncover the ways that they are different and understand how these differences can 

add value to the employment setting and their professional association.  
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Millennials, born between 1981 and 2000, was born to older parents and have a very intense 

parent focus and structured life.  They seek affirmation, place a high value on integrity, thrive on 

supervision, are optimistic, believe in civic duty, and need a lot of attention.  They respect the 

Traditional Generation and like to team with them; they believe the Traditional Generation to be 

trustworthy, good leaders, and brave.  So pairing them with a well-seasoned leader in the chapter 

or providing mentorship through work situations or chapter projects works well for them.     

 

 

RELIGIOUS OR CULTURAL DAYS  
 

The following Christian, Jewish and Islamic religious days are provided for your information and 

use when planning chapter meetings, food events, or other special events.  It is important that the 

major holidays of all religions be taken into consideration in planning.  All Islamic and Jewish 

holidays begin at sundown on the evening before.  Islamic calendars are based on estimates of 

the visibility of the lunar crescent, and the actual month may start a day earlier or later than 

predicted in a printed calendar.  We apologize in advance if we have missed any major holidays – please 

contact APWA staff to advise of any necessary changes for the next production of this Resource Guide.  Before 

setting a date, you might wish to check www.interfaithcalendar.org.  

 
Prophet Mohammed's Birthday January    Islamic 
Passover   March/April   Jewish 
Easter Day   March/April   Christian 
Shavuot   May/June   Jewish 
Rosh Hashanah   September   Jewish 
Yom Kippur   September/October  Jewish 
Sukkot    September/October  Jewish 
Sh’mini Atzeret   September/October  Jewish 
Hanukkah   November/December  Jewish 
Eid al Adha   October    Islamic 
Muharram (New Year)  November/December   Islamic 
Christmas Day   December/January  Christian 

 

 

 

Learning about other religions and cultures: 
 

One way to learn about other religions or cultures is to talk with co-workers about their 

religious/cultural upbringing, involvement, or beliefs.  Another idea that will help to better 

understand and embrace the beliefs of others is to seek out and attend other religious or cultural 

events in your community.   

 

If people in your office have a healthy relationship with food, another idea is to have a potluck 

where each person brings a dish from their culture or makes a new recipe from a culture of 

interest.  New recipes can be found in cookbooks or on the internet, including the following 

website:  

 http://www.interfaithcalendar.org/Foodsofreligions.htm 

 

Being open to discussing and experiencing other religious or cultural beliefs, without feeling 

forced to take on other’s viewpoints involuntarily, can be an exciting new adventure. 

http://www.interfaithcalendar.org/
http://www.interfaithcalendar.org/Foodsofreligions.htm


27 

 

 

ACCOMMODATING DIFFERENT RELIGIOUS BELIEFS  

AND AFFILIATIONS 

 

Sensitivity towards different religious beliefs and affiliations is particularly important in a post 

9/11 world.  According to its website,  “In the aftermath of the September 11, 2001, terrorist 

attacks, the U.S. Equal Employment Opportunity Commission (EEOC) determined that special 

measures were needed to combat a backlash of employment discrimination against those 

perceived to be Muslim or Arab. Unfortunately, more than ten years later, this type of 

discrimination continues.  In response, the EEOC has remained vigilant and worked to both 

prevent and remedy national origin and religious discrimination involving the Muslim, Sikh, 

Arab, Middle Eastern and South Asian communities.  In the initial months after 9/11, the EEOC 

saw a 250% increase in the number of religion-based discrimination charges involving 

Muslims…  Between 9/11/2001 and 3/11/2012, 1,040 charges were filed that were related to the 

attacks by an individual who is - or is perceived to be - Muslim, Sikh, Arab, Middle Eastern or 

South Asian”. 

 

The Pluralism Project at Harvard University documents the religious diversity of the United 

States, with particular attention to the Muslim, Hindu, Buddhist, Sikh and other minority 

traditions.  The Project reviews specific cases of religious discrimination in the workplace and 

provides information on accommodations that may be necessary in the workplace due to 

religious beliefs and affiliations.   

 

A few examples of accommodations that may need to be provided in the workplace, based on 

EEOC cases are as follows: 

 

Muslims/Islam: 

 The wearing of a religious headscarf (hijab) by women 

 Prayer times. Many Muslims pray five times per day individually, some of which fall 

during working hours.  Accommodations for these prayers times could include washing 

stations prior to prayer time and space to allow for kneeling and facing towards Mecca 

during prayer time.  On Fridays, the mid-day prayer is communal, and many Muslims 

visit the local mosque.  Many employers accommodate this prayer time by allowing flex 

time (for example, extending the workday on Friday). 

 Alcohol consumption is forbidden by Islam. Accommodations may be needed for work 

activities involving alcohol (for example, there was a case where an individual felt that 

transporting alcohol was against his beliefs). 

 

Sikhs: 

 The wearing of turbans by men 

 Untrimmed beards on men 

 The wearing of head coverings or turbans by women 

 The carrying of a ritual knife (kirpan) as mandated by the Sikh religion has been an issue 

for employers. In one situation reported by the Sikh Coalition, an employer forbade the 

carrying of this ceremonial knife, but information and intervention from the Sikh 

Coalition convinced the employer to withdraw the prohibition. 
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Rastafarians: 

 The dreadlock hairstyle 

 

The Pluralism Project identified over 16 religions in the United States.  While it would be 

difficult for an employee handbook to address all of these religions, this religious diversity 

highlights the need for employers to be sensitive to a wide variety of beliefs.  This sensitivity 

should include providing an environment where employees feel free to let management know 

when work activities make them feel uncomfortable and to discuss whether accommodations can 

be made for groups or individuals. 

 

 

GENDER GAP IN ENGINEERING/PUBLIC WORKS 

 

The gender gap in engineering and in the field of public works is readily seen in the workplace 

and in the chapter setting. Chapters can certainly play a role in encouraging the importance of 

math and science to grade school and junior high girls/boys/minorities through various national 

programs such as National Engineers Week, Math Counts, International (or regional) Science 

and Engineering Fair, Future Cities Competition, SkillsUSA-VICA, Junior Engineering 

Technical Society – or through local school systems in class adoption, a mentoring program, 

Career Day, Job Shadow Day, career orientation programs, scholarship or internship programs, 

etc.  Contact the national office of APWA if you are interested in any of these programs. 

 

The American Association of University Women Foundation issued a report in 1998 entitled 

“Gender Gaps: Where Schools Still Fail Our Children.” The report reveals some important 

realities, some future trends, and some crucial proposals for reversing the current gender gap in 

math, science and technology achievements and careers.  It appears that within a six year period 

(1992-1998) girls’ test scores and course enrollments rose in mathematics and science.  

However, girls still consider and pursue a smaller set of career opportunities than do boys. Girls 

tend to cluster in traditionally female occupations in School-to-Work programs. The report 

suggests that teachers need to relate their course content to real world careers and counselors 

should encourage girls to explore nontraditional careers. Schools need to guarantee students the 

resources each realistically needs to achieve in school – there must be gender equity in the 

classroom. The report even suggests that states should make Algebra I and geometry, mandatory 

for college admissions and advanced study in math, science, engineering, and computer science. 

 

 The American Society of Civil Engineers and DuPont sponsor the program “Introduce a Girl to 

Engineering Day” through National Engineers Week.  The packet of information is designed to 

encourage girls to enter the fields of math, science, and engineering through fun and innovative 

programs, hands-on activities and projects, and opportunities for career exposure with women in 

those fields.  Their statistics indicate that less than 10% of American engineers are women – 

which is approximately 200,000 women out of just over 2,000,000 employed engineers.  As of 

2011 women architects and engineers, lumped together, account for 13.6% overall.  There are 

currently not enough Americans to fill all engineering positions, so outside talent is brought in, 

but because other nations are facing shortages also, they are competing for the same limited pool 

of qualified workers.  If women, underrepresented minorities, and persons with disabilities 
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participated in the U.S. engineering and technology workforce in parity with the percentages of 

women, minorities and people with disabilities in the total workforce, America would have 

almost all the qualified workers it needed in these fields.  This program is planned to create a 

greater interest in math, to change the student and teacher expectations, and to encourage girls to 

take enough hands-on math and science courses in high school and college to they can have a 

wider choice of either college majors or post-high school jobs.  The program stresses that 

teachers and counselors need to check and recheck to be sure that they pay equal attention to 

girls and boys, that an equal number of girls lead groups, that all students do hands-on activities, 

that girls feel comfortable asking questions, and that girls don’t defer to boys nor do boys expect 

them to.  Society, parents and academia all need to work at changing the stereotype that 

engineers and scientists are “nerds,” “social outcasts” and “loners.”  Providing opportunities for 

girls to get to know women who are scientists and engineers and seeing for themselves that a 

social life and science/engineering do not have to be incompatible will certainly help invalidate 

that stereotype. 

 

The National Science Foundation report: “Women, Minorities and Persons with Disabilities in 

Science and Engineering: 2000” and the Congressional Commission on Advancement of 

Women and Minorities in Science, Engineering and Technology Development Land of Plenty 

report: “Diversity as America’s Competitive Edge in Science, Engineering and Technology” 

speak specifically to the field of engineering and provide us with some interesting statistics: 

 

 In 20-30 years, the U.S. will not have enough technical workers to keep our economy 

moving if we continue to draw engineers from the pool of white males.  We need to draw 

from the other pools of women and minorities if we are to have enough engineers in the 

future. 

 

 By the year 2020, women will comprise nearly half the U.S. workforce.  2008: 15% civil; 

11% electrical; 13% industrial; 21% chemical; and 8% mechanical. 65% of all 

psychologists & 62% sociologists are women. 

 

 In 1996 women earned 18% of the bachelor’s degrees in engineering.  By 2010, this 

number had increased to only 18.6% and has been stagnant since that time.   

 

Full-time women engineers generally earn less than men, although the differences are mostly due 

to differences in age, occupation and the highest degree attained.  The 2008 median annual salary 

Science & Engineering occupations $70,000 for females, compared to $85,000 to male 

counterparts.  Overall, however, women are still just earning 77 percent of what their male 

colleagues earn. 

 

2011 Center for American Progress, The State of Diversity in Today’s Workforce reveals just 18 

Fortune 500 CEOs (3.6 percent) are female.. It is projected that by 2030, the federal government 

(the largest employer with 2.8 million employees) will have just 41 percent of the government’s 

top managerial, supervisory and policy positions, filled by women, compared to 47 percent of the 

projected workforce. 
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 Women and minorities are more likely to switch to non-science majors during their 

college careers than are white men.  Once women are in the engineering work force, 

and they hit middle management, many women engineers grow tired of the lack of 

support from their companies and leave the engineering field to become successful 

businesswomen elsewhere.  The exit rate of women in the industry is not only double 

that of men (25% versus 12%) but is also much higher than those of women in other 

employment sectors.   

 

Shelley Wolff, past president of the National Society of Women Engineers, likens the gender gap 

puzzle to an engineering student pipeline.  K-12 education is the first run in the pipeline. At the 

4
th

 grade level, the pipeline is still very large with U.S. scores very high in mathematics and 

science, but by the time our students reach the 12
th

 grade, they are among the lowest performing 

– as U.S. students progress through the education pipeline, their performance in math and 

science declines significantly. Even though girls and boys perform equally on tests and girls are 

taking upper level math and science courses required to enter engineering majors at the same rate 

as boys, among students taking the SAT test for college entrance, over ¾ of students majoring in 

engineering and computer science are boys. Girls’ interest and participation in these two areas 

goes down.   

 

At the end of high school the pipeline branches by those going directly into the workforce and 

those going into college. It immediately branches again by those going into engineering and 

technical majors and those pursuing non-technical degrees. The women engineering students’ 

pipeline increased to 18% by 1995 and has been stagnant ever since.  Once in the college 

engineering curriculum, women are much more likely to switch to non-technical majors than are 

men, thus narrowing the pipeline again. Reasons cited for this switch include: more interest in 

non-engineering subjects, poor quality of teaching, inflexible curriculum, lack of role models and 

experience of gender bias. 

 

The final constriction of the engineering talent pipeline lies in the message – or lack of message 

to women. The studies of medicine and law continued to grow for women, but engineering fell 

flat in the mid-1980’s. The two former fields are very people oriented and have messages of 

helping others through healing and justice. Engineering has not carried forth the message of how 

the field adds to the quality of life, how it helps communities and individuals to build a better 

environment. 

 

Ms. Wolff suggests that the higher educational systems and employers recruit and retain women; 

and seek out talent and provide special training and mentoring programs for women.  Several 

ways for those currently in the field of engineering to do that are: 

 Volunteer to supplement classroom teaching with real-life experiences. 

 Encourage nationwide standards for math and science. 

 If you are retiring, consider a second career in teaching. 

 Provide opportunities for young women and minorities to meet higher-level, more 

experienced women and minority engineers. 

 Acknowledge differences in communication styles – companies tend to reward an 

aggressive style of speaking and behavior. 

 Provide and support informal networks.  
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 Implement a mentoring program. 

 Provide a flexible working environment. 

 Work to make the image of engineering inclusive. 

 Send the message to the public that engineering and public works are improving the 

quality of life and they are extremely rewarding and worthwhile endeavors. 

 

“I like to use the air bag example. . . Here we had this wonderful product to save lives, and it 

wasn’t until fatalities occurred that we realized it was designed for the average male. There 

probably weren’t a lot of women on the design team for airbags.”  --Stephanie Blaisdell, Ph.D., 

director of diversity and women’s programs, Worcester, MA, Polytechnic Institute 

 

“Scientists discover what is, but engineers create what has never existed.” – 

Professor Theodore von Karman, originator of the Jet Propulsion Lab 

 

 

WAGE GAP BY GENDER AND RACE 

 

The Equal Pay act was enacted in 1963 in the United States.  In 1960, the female-to-male median 

earnings ratio was 60%.  In 2010, the ratio was 77%, an increase rate of less than half a penny 

per year.   

A wage gap exists between white-men, women and non-white races: 

 

Weekly Median Earnings of Full-time Works, by Race/Ethnicity and Gender, 2011 

 

 Women Men Women’s 

Earnings/Men 

Race
1
 

Women’s 

Earnings/White 

Men
2
  

Men’s 

Earnings
3
 

Asian $751 $970 77% 88% 113% 

Black $595 $653 91% 70% 76% 

Hispanic $518 $571 91% 61% 67% 

White $703 $856 82% 82% 100% 

 
1
Women’s earnings as a percentage compared to men’s earnings within race 

2
Women’s earning as a percentage compared to white men’s earnings 

3
Men’s earnings as a percentage compared to white men’s earnings  

 

 

In 1948, 17 million working women represented 28.5% of all employed workers, in 1955, 60 

million working women represented 46.1% of all employed workers and in 2010, 65 million 

working women represented 47% of all employed workers. 
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The gender wage gap persists at different levels of education. 

 

Weekly Median Earnings of Full-Time Workers, by Gender and Level of Education, 2010 

 

 Women Men Women’s Earnings
1
 

Less than High 

School diploma 

$388 $486 80% 

High School Graduate $543 $710 76% 

Associate Degree $677 $886 76% 

Bachelor’s Degree $909 $1,188 77% 

Master’s Degree $1,127 $1,488 76% 

Professional Degree $1,362 $1,881 72% 

Doctoral Degree  $1,352 $1,686 80% 
1
Women’s Earnings as a percentage of Men’s Earnings 

 

 

 

 

When you look at younger age categories, you find that the wage gap between women and men 

is closing:  

 

Weekly Media Earnings of Full-Time Works, by Gender and Age, 2010 

 

Age Women Men Women’s Earnings
1
 

16-19 years $336 $355 95% 

20-24 years $439 $468 94% 

25-34 years $648 $714 91% 

35-44 years $731 $915 80% 

45-54 years $730 $954 77% 

55-64 years $736 $979 75% 

65 years and older $601 $794 76% 
1
Women’s Earnings as a percentage of Men’s Earnings 

 

The wage gap between women and men cuts across a wide spectrum of occupations.   
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Median usual weekly earnings of full-time wage and salary workers by occupation, sex, 

race, and Hispanic or Latino Ethnicity, 2010 

 
Occupation Asian White Hispanic or Latino Black or African 

American 

 Men Women Men Women Men Woman Men Woman 

Management, 

Professional & 

related 

occupations 

$1,408 $1,143 $1,273 $932 $1,002 $789 $957 $812 

Sales & Office 

Occupations 

$715 $643 $761 $600 $589 $532 $596 $577 

Natural 

Resources, 

Construction & 

Maintenance 

Occupations 

$733 $406 $730 $537 $538 $362 $707 $616 

Production, 

Transportation & 

Material Moving 

Occupations 

$596 $479 $661 $473 $510 $385 $576 $469 

Service 

Occupations 

$555 $473 $559 $423 $437 $387 $498 $420 

  

Earnings as a percentage compared to White Men's earnings, 2010 

 
Occupation Asian White Hispanic or Latino Black of African 

American 

 Men Women Men Women Men Woman Men Woman 

Management, 

Professional & 

Related 

Occupations 

111% 90% 100% 73% 79% 62% 75% 64% 

Sales & Office 

Occupations 

94% 84% 100% 79% 77% 70% 78% 76% 

Natural 

Resources, 

Construction & 

Maintenance 

Occupations 

100% 56% 100% 74% 74% 50% 97% 84% 

Production, 

Transportation & 

Material Moving 

Occupations 

90% 72% 100% 72% 77% 58% 87% 71% 

Service 

Occupations 

99% 85% 100% 76% 78% 69% 89% 75% 

 
“Equal pay is not a political issue.  It is not even a gender issue.  It is, at heart, a national issue, a family issue, and 

a matter of principle – a question of what kind of country we want America to be today, and in the 21
st
 century.” 

     -- President Bill Clinton 
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DIFFERENCES IN GENDER COMMUNICATION 

 

With women in the minority in the field of public works and thus in our chapter settings, it is 

important to understand the differences in gender communication in order to encourage women 

to participate more fully in a male-dominated field and association.  Women may find they need 

to be more assertive in a male-dominated field.  Dr. Beth Vanfossen prepared research on this 

topic for a presentation at the Institute for Teaching and Research on Women (ITROW) Women 

and Expression Conference. This may also be incorporated as an Exercise at the Chapter 

Board/General Meeting 

 

Do Men and Women Differ in Their Communication Experiences?  

Before we look at the differences, we should realize that: 

There is enormous diversity in communication style and practices within each gender group.  

Most women and many men have at their disposal a variety of conversational and speech skills, 

any one of which they may draw upon, depending on the situation, their purposes, the roles 

they are playing, and the context.  

Who Talks the Most?  

 In mixed-gender groups, at public gatherings, and in many informal conversations, men 

spend more time talking than do women.  

 For example, in one experiment, the men with expertise talked longer than the women 

with expertise.  

 Men initiate more interaction than do women.  

Who Interrupts?  

 Men are more likely than women to interrupt the speaking of other people.  

 A study of faculty meetings revealed that women are more likely than men to be 

interrupted.  

 Some of the interruptions that women experience come from other women. (Women, 

when they do interrupt, are more likely to interrupt other women than they are to interrupt 

men, according to two studies.)  

 Women are more likely than men to allow an interruption of their talk to be successful 

(they do not resist the interruption as much as men do).  

What about Gender Patterns in Formal Group Meetings?  

 In meetings, men gain the "floor" more often, and keep the floor for longer periods of 

time, regardless of their status in the organization.  

 In professional conferences, women take a less active part in responding to papers.  

 When women do ask a question, they take less time in asking it than do men. In addition, 

they employ much less pre-question predication, they are less likely to ask multiple 

questions, and they are more likely than men to phrase their question in personal terms.  
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What are the Gender Patterns in Informal Group Meetings?  

 When the floor is an informal, collaborative venture, women display a fuller range of 

language ability. Here, in the kind of conversation where women excel, people jointly 

build an idea, operate on the same wavelengths, and have deep conversational overlaps.  

Is There a "Women's Language" Connoting Uncertainty and Deference?  

 The use of tag questions ("It's really cold in here, isn't it?"), disclaimers ("I may be 

wrong, but . . ."), and question statements ("won't you close the door?") all decrease the 

perceived assertiveness of speech. However, research has not confirmed that women and 

men differ in the frequency of their use of these forms.  

 Raters perceive those who use a deferential language style (super polite language, hedges, 

and hesitations) as having less power but more personal warmth.  

Does it Matter?  

 Those who talk more are more likely to be perceived as dominant and controlling of the 

conversation.  

 Those who talk the most in decision-making groups also tend to become the leaders. 

Especially important are "task leadership behaviors," such as asking questions, helping to 

set up structures and procedures for the groups, giving information and opinions, and 

identifying and solving problems.  

 Interrupters are perceived as more successful and driving, but less socially acceptable, 

reliable, and companionable than the interrupted speaker.  

 In a study of trial witnesses in a superior court, undergraduate student observers saw both 

female and male witnesses who use powerful language as being more competent, 

intelligent, and trustworthy than those who use powerless language.  

How are Women Different in Communication Styles?  

 When someone is interrupted often or her comments are ignored, she may come to 

believe that what she has to say must not be important.  

 Women are less likely than men to have confidence in their ability to make persuasive 

arguments.  

 Many women feel inhibited in formal, mixed-gender groups.  

 Some women participate in creating their own passive participation -- by allowing 

interruptions, by not taking advantage of natural pauses in the conversation, or by asking 

questions without explaining the context out of which the question emerged.  

 Some women, when they do gain the "floor," talk too fast as though they know they are 

about to be interrupted.  

Are Gender Differences in Communication Patterns Related to Power?  

 When people are strangers, they expect less competence from women than from men.  

 But if women are known to have prior experience or expertise related to the task, or if 

women are assigned leadership roles, then women show greatly increased verbal 

behaviors in mixed-sex groups.  

 A study of witnesses in a superior court found that educated professionals who have high 

social status were less likely to use "powerless language," regardless of gender.  
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 Thus, differences are linked to power, and are context-specific. Differences are socially 

created and therefore may be socially altered.  

 Other studies have found that talking time is related both to gender (because men spend 

more time talking than women) and to organizational power (because the more powerful 

spend more time talking than the less powerful).  

Is Assertiveness in Women Viewed Negatively by Others?  

 In several carefully-controlled studies using undergraduate students, assertive behavior 

exhibited by females was evaluated as positively as the same behavior exhibited by males 

(based on a study of employers who evaluated audiotapes showing direct assertive, 

empathetic assertive, and self-effacing assertive behaviors). The least-valued behavior is 

the self-effacing assertive.  

 Subordinates prefer a supervisor to balance a task-orientated style with a relationship-

oriented style.  

 Research further has suggested that the adoption of task behaviors (a focus on getting 

things done) enhances a female's adaptability in the organization (but the adoption of 

relationship behaviors -- focusing on the relationships among people -- proves 

problematic for males). "The healthiest and best-liked individuals, male or female, were 

assertive, decisive, and intellectual, rather than nurturant, responsive and emotional" 

(Fitzpatrick). Therefore, women may want to focus on task- and impression-management 

goals in their interactions.  

Some Strategies, Solutions and Practical Ideas 

There are three competing goals every time we communicate:  

 A task goal -- get the job done.  

 A relational goal -- do not do unnecessary damage to the relationships between you and 

others by your message.  

 An identity management goal -- make your communication project the image that you 

want.  

 Women should avoid using tag questions (That's an interesting idea, isn't it?") or 

disclaimers ("I could be mistaken, but . . ."; "This may sound strange but . . ."). 

 To gain the floor in discussion, women can creatively use strategic questioning. The 

careful use of questions in a conversation controls when a topic is changed and when a 

topic is extended and discussed at greater length. 

 Women probably should not adopt male behavior by greatly increasing their rate of 

interrupting others. Once a woman has the floor, she should resist giving it to another 

speaker until she has completed her points ("Just a moment, I haven't finished"). 

 Instead of asking open-ended questions such as, "How is the project going?," ask closed 

questions such as "when can we expect the report of the data structures?" 

 Women should not undercut what they are saying with their nonverbal actions. They 

should adopt a slightly more relaxed posture, do less frequent smiling (and smile only 

when there is something to smile about), and less frequent nodding, head tilting and 

dropping of eyes in response to another's gaze. They should avoid using the intonation of 

a question (raising the voice at the end of a sentence rather than lowering it) when 

making a declarative statement. 



37 

 

The statements below are adapted from The Androgynous Manager, by Alice G. Sargent, 

Amacom, 1981:  

 Learn to state exactly what you want and face the risk of being cut down or wrong, 

especially at meetings. This is not a "safe" position, but it is an honest one. Be concerned 

more about stating your own position than about how the other person is reacting to you.  

 State your own needs and do not back down even if the immediate response is not 

acceptance.  

 Stop self-limiting behaviors, such as allowing interruptions or laughing after making a 

serious statement.  

 Practice taking risks and overcoming fear.  

 Learn to focus on a task and regard it as at least as important as the relationship among 

the people doing the task.  

 Stop turning anger and blame inward. Stop making negative statements about yourself. 

Make positive statements.  

 Stop feeling comfortable with being a victim and suffering.  

 Deal differently with women: Develop an "old girl" network, working more closely with 

other women.  

 Build a sense of community among women instead of saying "I did it, why can't she?"  

 Support other women to the same degree or more than women support men.  

RECOGNIZING THE “ABILITY” IN DISABILITIES 

WANTED:  Qualified, dedicated problem solvers with a demonstrated ability to adapt to 

different situations and circumstances. 

 

According to the U.S. Department of Labor, Office of Disability Employment Policy, many 

individuals with disabilities possess precisely these attributes.  Yet, as a whole, individuals with 

disabilities represent one of the largest untapped pools of skills and talent in the U.S.  According 

to the U.S. Census Bureau, just over 60 percent of men ages 16 to 65 who have disabilities were 

working in 2000, compared to 80 percent of men in that age group without disabilities.  For 

women in the same age group, the numbers were 51.5 and 67.3 percent respectively.   

 

Individuals with disabilities have the requisite knowledge, skills and abilities to succeed in 

today’s rapidly changing workplace.  Technology continues to drastically alter the way 

individuals work, helping to level the playing field for individuals with disabilities and expand 

opportunities for employers to benefit from their capabilities.  In the 1990s, two-thirds of 

America’s economic growth resulted from new technologies.  More than half of U.S. workers 

now use a computer as part of their job.   

 

Individuals with disabilities can help employers gain a strategic advantage in responding to these 

shifts.  Now more than ever, students with disabilities pursue higher education and participate in 

work experience programs such as internships and mentoring.  Employees with disabilities also 

contribute to a business’s diversity and competitive edge by offering fresh perspectives and ideas 

on how to accomplish tasks and implement strategies.  Moreover, research demonstrates that 

employees with disabilities consistently met or exceed performance expectations and have a 

lower than average rate of turnover.   
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The U.S. Chamber of Commerce Business Leadership Network: Successful businesses recognize 

that incorporating disability in all diversity and inclusion practices positively impacts their 

companies’ bottom line.  Corporate CEOs understand that it is cost effective to recruit and retain 

the best talent regardless of disability.  Chief technology officers know that technologies that are 

usable by all employees lead to greater productivity.  Senior purchasing managers recognize the 

economic benefits of broadening their supplier bases to include diverse categories, such as 

disability-owned businesses, and savvy marketing directors eagerly embrace opportunities to 

increase their companies’ share of new markets. 

Judy Owen, writing in Forbes.com on May 12, 2012, states that according to the U.S. Chamber 

of Commerce report, “Leading Practices on Disability Inclusion”, hiring people with disabilities 

is good for the bottom-line. The report has case studies from companies such as 3M, PepsiCo, 

Merck and AT & T. All companies in the report cite the benefits and importance of hiring people 

with disabilities. But, it does not clearly address the costs versus benefits of hiring people with 

disabilities. 

The U.S. Department of Labor, Job Accommodations Network annual report, “Workplace 

Accommodations: Low Cost, High Impact” which concludes “workplace accommodations not 

only are low cost, but also positively impact the workplace in many ways.” This report found 

that more than half of requested workplace accommodation cost absolutely nothing for the 

companies to implement. Some examples of these accommodations include scheduling 

flexibility, allowances in dress code rules or allowing somebody to sit (or stand) when other 

positioning is customary. 

Employers reported that providing accommodations resulted in such benefits as retaining 

valuable employees, improving productivity and morale, reducing workers’ compensation and 

training costs, and improving company diversity. The report also found that other 

accommodations had an average cost of $500. How much is that cost compared to the cost of 

employee turnover? It is clearly much less expensive to provide the accommodation than to have 

an employee leave. But what about concerns about that applicant that is not yet an employee? 

Brown also cited a DePaul University report, “Exploring the Bottom Line: A Study of the Costs 

and Benefits of Workers with Disabilities”: What are the benefits of hiring people with 

disabilities?  Low absenteeism rates and long tenures. Employees with disabilities were 

described as loyal, reliable, and hardworking. An additional benefit to hiring people with 

disabilities was the diversification of work settings, which led to an overall positive work 

environment.” 

A common adage among people with disabilities is “Stop focusing on our disabilities, because 

you lose the focus on our abilities.”   

 

Only 15% of people with disabilities in the U.S. were born with them; one in six Americans will 

have a disability at some time in their lives.  Therefore, the likelihood that one of us or someone 

we know has a great chance of becoming disabled to some degree within our lifetime.  

Remember that disability does not discriminate.  

http://www.forbes.com/companies/3m/
http://www.forbes.com/companies/pepsico/
http://www.forbes.com/companies/merck/
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According to Douglas Kruse, an economist from Rutgers University, more than $109 billion of 

public and private funding goes to the 60% of working age people with disabilities who are 

unemployed.  If only 1 million people with disabilities of the 60% unemployed were to find jobs, 

the following statistics would hold true: 

 There would be as much as a $21.2 billion annual increase in earned income; 

 There would be a $286 million annual decrease in the use of food stamps; 

 There would be a $1.8 billion decrease in Supplemental Security Income payments; and 

 There would be 284,000 fewer people using Medicaid and 166,000 fewer people using 

Medicare. 

 

A Harris survey conducted in 2000, found that: 

 Almost 90% of workers with disabilities received “Good” or “Excellent” performance 

ratings; 

 Almost 70% of people with disabilities say they need no special equipment to perform 

their jobs; and  

 Nearly 20% of accommodations that are needed cost nothing and another 50% cost less 

than $500.   

 

Often the most difficult barriers for people with disabilities to overcome are attitudes other 

people carry regarding people with disabilities.  These attitudes keep people from appreciating 

and experiencing the full potential a person with a disability can achieve. Remember: Attitudes 

are the real disability. 

 

The U.S. Department of Labor, Office of Disability Employment Policy identifies some tips for 

interacting with people with disabilities: 

 Listen to the person with the disability. Do not make assumptions about what that person 

can or cannot do. 

 When speaking with a person with a disability, talk directly to that person, not through 

his or her companion. This applies whether the person has a mobility impairment, a 

mental impairment, is blind or is deaf and uses an interpreter. 

 Extend common courtesies to people with disabilities as you would anyone else. Shake 

hands or hand over business cards. If the person cannot shake your hand or grasp your 

card, they will tell you. Do not be ashamed of your attempt, however. (Or you might 

choose to gently put your hand over their hand or arm as a handshake. This still allows 

the human touch that says I accept you and am not turned off by your disability. Be 

willing to put the business card in another location on the person, bag, etc as they might 

direct – or you can offer.) 

 If the person has a speech impairment and you are having trouble understanding what 

he/she is saying, ask the person to repeat rather than pretend you understand. The former 

is respectful and leads to accurate communication; the latter is belittling and leads to 

embarrassment. 

 Offer assistance to a person with a disability, but wait until your offer is accepted before 

you help. 

 It is okay to feel nervous or uncomfortable around people with disabilities and its okay 

to admit that. When you encounter these situations, think “person” first instead of 

disability; you will eventually relax. 
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In addition to this list, the National Catholic Office for Persons with Disabilities identifies some 

additional tips: 

 Treat adults with disabilities as adults rather than as children, regardless of the disability. 

 Speak at a normal rate, without exaggeration or overemphasis 

 Allow people to do things for themselves when they want to, even if it takes longer or 

results in mistakes. Do not always “do for’ the person. 

 Respect the individual’s personal space and auxiliary aids. Do not: 

o Lean against or push a wheelchair; 

o Pet a service animal in a harness;  

o Grab an arm or hand when attempting to guide; or 

o Move wheelchairs, crutches, canes or other assistive devices out of reach of a person 

who uses them. 

 

Some individuals believe that people with disabilities are given unfair advantages, such as easier 

work assignments.  Although the means of accomplishing tasks may differ from employee to 

employee, an employer needs to hold people with disabilities to the same job standards as co-

workers. The Americans with Disabilities Act (ADA) does not require special privileges for 

people with disabilities, just equal opportunities.  And most people with disabilities aren’t asking 

for a lowering of standards – they just want the same chance to prove themselves that everyone 

else has.   

 

As with any aspect of humanity, there are some people with disabilities who are rude or angry.  

Classifying all people with disabilities in the same way would be the same as classifying all 

engineers as having the same characteristics.  People with disabilities have the same variety of 

temperaments and personalities as people without disabilities. If we treat each person openly, 

honestly, and equally, we reach the true understanding of diversity.   

 

Patricia Digh, in an article from The Disability Messenger, provides some guidelines for writing 

(and speaking) about people with disabilities: 

 Use the people-first rule: “the woman is blind” not “the blind woman.” 

 Avoid the following terms, all of which cast disabilities as a negative. “Suffers from” 

indicates ongoing pain and torment, which is no more the case for most people with 

disabilities as it is for most people without disabilities. “Afflicted with” denotes a disease, 

which most disabilities are not. “Victim of” implies a crime is being committed on the 

person who has a disability.  

 Do not use “wheelchair-bound” or “confined to a wheelchair.” People see their 

wheelchairs as convenient modes of transportation, not prisons. The proper phrase is 

“uses a wheelchair.” 

 Use “disability” not “handicap.” The word “handicap” derives from the phrase “cap in 

 hand,” referring to a beggar and is despised by most people with disabilities. 

 “Blind” refers to total loss of eyesight; “low vision” or “visual disability” is more 

 accurate for people who have some degree of sight. Avoid “non-sighted.” 

 For people with speech disabilities, avoid “mute,” “dumb,” or “speech impediment.” 

 Avoid “deformed,” “deformity” and “birth defect.” A person may be “born without arms” 

 or “has a congenital disability,” but is probably not defective. 
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 Down Syndrome is a chromosomal condition that causes developmental disability. Use 

 “person with Down Syndrome.” Avoid “mongol” or “mongoloid.” 

 Quadriplegia is a substantial loss of function in all four extremities. Paraplegia is a 

 substantial loss of function in the lower part of the body. Use “man with paraplegia” or 

 “she has quadriplegia.”  

 Just as it is not always necessary to convey the color of a person’s hair or skin, do not 

 mention that a person has a disability unless the story is about disabilities. 

 

Legal Considerations/Hiring Strategies for the Disabled 

 

The Americans with Disabilities Act (ADA) prohibits employers from discriminating against 

employees or applicants with disabilities in all aspects of employment including hiring, pay, 

promotion, firing, and more.  It also protects employees from retaliation when they enforce their 

rights under the law.  Private employers with at least 15 employees must follow the ADA.  Many 

states have similar laws, which may apply to smaller employers too.   

 

Taking the following kinds of steps can help employers ensure that individuals with disabilities 

are included in their recruiting efforts: 

 

 Including people with disabilities in diversity recruitment goals 

 Creating partnerships with disability-related advocacy organizations 

 Contacting career centers at colleges and universities when vacancies arise 

 Posting job announcements in disability-related publications, Web sites and job fairs 

 Establish summer internship and mentoring programs targeted at youth with disabilities 

 

 

OBESITY DISCRIMINATION 

 

The Diversity Committee of APWA advances diversity issues throughout the association, 

placing value on all individuals. Diversity under the law provides protection on the basis of race, 

gender, creed, age, life-style, national origin, disability, personality, educational background and 

income level.  What you do not see here is weight. 

 

Obesity has been referred to as the last acceptable form of prejudice. Within the framework of 

business, Congress amended the American’s with Disabilities Act in 2011 to extend the 

workplace disability protections to include morbidly obese people.  Morbidly obese is defined as 

those 100 percent or more above the healthy weight range for their height. Although obesity 

affects at least 70 million Americans – more than one-third of all adults and one in five children, 

it is not known how many would fit the definition of morbidly obese.  

 

In our society, people larger than average encounter discriminatory attitudes and sometimes are 

denied equal opportunity in many areas of their lives. People of all sizes, classes and ethnic 

groups have positive and negative qualities.  Some might have personality traits of which we do 

not approve, but it is unfair to make a judgment about an entire group of people based upon a 

stereotype or on one individual’s behavior.  
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Even though congress found a way to address morbid obesity, it does not go to the extent of 

protecting those that are just obese.  In fact, some who qualify under the morbidly obese 

definition do not look at themselves as having a disability. 

 

In 2012, the Equal Employment Opportunity Commission (EEOC) gained settlements in its first 

two major cases on weight-related workplace discrimination. In both settlements, it was found 

that the employees were fired on the basis of morbid obesity. EEOC’s General Counsel David 

Lopez, after the first settlement state “All people with a disability who are qualified for their 

position are protected from unlawful discrimination” and added “Severe obesity is not an 

exception.  It is important for employees to realize that stereotypes, myths and biases…should 

not be the basis of employment decisions”.    

 

Outside of the definition of morbid obesity, people who are larger than normal experience 

problems in the work place such as: 

 Prospective employers refuse to hire large size people in jobs where employees do 

physical work or where employees interact with the public. 

 Employers keep large people in jobs beneath their abilities or demote or fire them 

because of stated or unstated weight prejudice. 

 

 

From a diversity perspective, we need to encourage acceptance of larger people in the work 

place.  Stereotypes are degrading – they destroy people’s individuality and emphasize only the 

negative qualities. Prejudices based on weight are no different from prejudices based on skin 

color, gender, religion, or disability.  

 

 

CHAPTER NEWSLETTER DIVERSITY QUOTES 

 

A subtle way to introduce diversity awareness into your chapter is to create a special corner in 

each issue of your chapter newsletter labeled “Diversity Awareness Corner” and use quotes that 

speak to inclusiveness, that address how our differences contribute to the whole, that show 

appreciation of how diversity makes our lives richer.  You’ll want to be especially careful in 

your chapter newsletter not to use jokes or photographs that express gender bias, religious or 

ethnic prejudices, or any type of discrimination.  Some examples of diversity quotes might 

include… 

 

“As long as I have a choice in the matter, I shall live only in a country where civil liberty, 

tolerance, and equality of all citizens before the law prevail.”  --Albert Einstein 

 

“We are not permitted to choose the frame of our destiny. But what we put into it is ours.”   

--Dag Hammarskjold 

 

“Nothing in life just happens. You have to have the stamina to meet the obstacles and overcome 

them.” --Golda Meier 
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“Formula for handling people: 

 Listen to the other person’s story. 

 Listen to the other person’s full story. 

 Listen to the other person’s full story first.”   --General George Marshall 

 

“How do we create a harmonious society out of so many kinds of people?  The key is tolerance – 

the one value that is indispensable in creating community.” --Barbara Jordan 

 

“Choose your friends by their character and your socks by their color.  Choosing your socks by 

their character makes no sense, and choosing your friends by their color is unthinkable.” 
 --Anonymous 
 

“I have a dream, that my four little children will one day live in a nation where they will not be 

judged by the color of their skin but by the content of their character.  I have a dream today!”   
--Martin Luther King, Jr. 
 

“If you want to make beautiful music, you must play the black and the white notes together.”   
--Richard Milhous Nixon 
 

“Being a wheelchair user has not stopped me from dancing.  The only difference is that now I 

dance to the ever-changing rhythm of life and more intensely participate in the endless 

harmonies of life that are presented to me each and every moment I breath.  This ‘dance of life’ 

far exceeds physically dancing to a set rhythm of a particular song.” --Michele Ohmes 

 

“No culture can live if it attempts to be exclusive.” --Mahatma Ghandi     

 

“The real death of America will come when everyone is alike.” --James T. Ellison   

 

“Remember not only to say the right thing in the right place, but far more difficult still, leave 

unsaid the wrong thing at the tempting moment.” --Benjamin Franklin   

 

“There is no such thing as a ‘self-made’ man. We are made up of thousands of others.  Everyone 

who has ever done a kind deed for us, or spoken one word of encouragement to us, has entered 

into the make-up of our character and of our thoughts, as well as our success.”     

--George Matthew Adams   

 

“There’s only one corner of the universe you can be certain of improving, and that’s your own 

self.” --Aldous Huxley   

 

“Some people come into our lives and quickly go. Others stay for a while and leave footprints on 

our hearts and we are never the same.”  --Anonymous   

 

“They may forget what you said, but they will never forget how you made them feel.”  

--Carl W. Buechner   

 

“In the book of life, the answers aren’t in the back.”  
--Charlie Brown 
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“There wouldn’t be a sky full of stars if we were all meant to wish on the same one.”  --
Frances Clark 

 

“If you want better eyes, try to see the best in people.” --K.Hughes  

 

“The troubles of the young are soon over; they leave no external mark. If you wound the tree in 

its youth the bark will quickly cover the gash; but when the tree is very old, peeling the bark 

off…you will see the scar there still.” --Olive Schreiner 

 

“There is no such thing as a sudden heart-attack. It takes years of preparation.” --Anonymous 

 

“How do we create a harmonious society out of so many kinds of people? The key is tolerance – 

the one value that is indispensable in creating community.” -- Barbara Jordan  

 

MORE NEWSLETTER ARTICLES/QUOTES 

 

Your chapter newsletter editor is most likely looking for articles and filler material or sidebars 

each month.  This could be your opportunity to subtly promote diversity in each issue of your 

newsletter.  For instance, suggest a filler box labeled “Diversity Quotes” or “Diversity Corner” 

for each issue.  Some of the following ideas may inspire more creative ideas in your mind. 

 

 Interview two or three members about their experience with diversity in the workplace. 

 Ask different members to write a case study on how their workplace emphasizes the 

value of diversity; create a series of articles. 

 Ask your editor to use quotes as filler material in your monthly newsletter: 

  “No one can make you feel inferior without your consent.”  -Eleanor Roosevelt 

 “I always wondered why somebody didn’t do something about that.  Then I realized I 

was somebody.” -Lily Tomlin 

 “Probably the closest to perfection a person ever comes is when he or she fills out a job 

application form.” -Stanley J. Randall 

 “The unfortunate thing about this world is that good habits are so much easier to give up 

than bad ones.”  -Somerset Maugham 

 “Good judgment comes from experience and experience comes from bad judgment.”         
-Barry LePatner 

 “When what we are is what we want to be, that’s happiness.”  (Malcolm Forbes) 

 “A loud voice cannot compete with a clear voice, even if it’s a whisper.”   
-Barry Neil Kaufman 

 “If you think you’re too small to have an impact, try going to bed with a mosquito in the 

room.” -Anita Koddick 

 “Education is when you read the fine print. Experience is what you get if you don’t.” 
-Pete Seeger 

 “What sunshine is to flowers, smiles are to humanity.”  -Joseph Addison 

 “Opportunities are often things you haven’t noticed the first time around.”   
-Catherine Deneuve) 

 “Some people march to a different drummer – and some people polka.”   
-Los Angeles Times Syndicate 
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 “He who knows others is clever; he who knows himself is enlightened.”  -Lao-Tzu 

 “Up to a point a man's life is shaped by environment, heredity, and movements and 

changes in the world about him. Then there comes a time when it lies within his grasp to 

shape the clay of his life into the sort of thing he wishes to be. Only the weak blame 

parents, their race, their times, lack of good fortune, or the quirks of fate. Everyone has it 

within his power to say, ‘This I am today; that I will be tomorrow.” -Louis L'Amour) 

 “It is never too late to be what you might have been.” -George Elliott 

 “How far you go in life depends on your being tender with the young, compassionate 

with the aged, sympathetic with the striving, and tolerant of the weak and strong. Because 

some day in life you will have been all these.” -George Washington Carver 

 “There are those that look at things the way they are, and ask why? I dream of things that 

never were, and ask why not.”  -Robert F. Kennedy 

 “What lies behind us and what lies before us are tiny matters compared to what lies 

within us.”  -Oliver Wendell Holmes 

 “Everything that irritates us about others can lead us to an understanding of ourselves.”  
Carl Jung 

 “No matter how far you have gone on the wrong road, turn back.” -Turkish proverb 

 “Where, after all, do universal human rights begin? In small places, close to home. So 

close and so small that they cannot be seen on any maps of the world. Yet they are the 

world of the individual persons; the neighborhood they live in; the school or college they 

attend; the factory, farm, or office where they work. Such are the places where every 

man, woman, and child seeks equal justice, equal opportunity, equal dignity without 

discrimination. Unless these rights have meaning there, they have little meaning 

anywhere.”  -Eleanor Roosevelt 

 “An individual has not started living until he can rise above the narrow confines of his 

individualistic concerns to the broader concerns of all humanity.” 
-Dr. Martin Luther King, Jr. 

 “The business value of a diverse workforce will be the key elements of diversity training 

in the future. As our business evolve and become more global and borderless in nature, 

coupled with an unprecedented communication environment…training must 

accommodate those need and stress cross-cultural and multigenerational diversity.”  
-Jose Jimenez, Chief Diversity Officer, CSC 
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BASIC CORE COMPETENCIES FOR PUBLIC WORKS DIRECTORS 

 
The APWA Leadership and Management Committee surveyed public works officials and those 

who employ them to determine what they believe to be the most important characteristics of an 

effective public works leader.  It is assumed that technical knowledge in the field of public works 

is a given or the leader would not have been chosen for the position. The committee has 

identified the following core competencies from the survey results. 

 

An effective public works leader… 

 Possesses Integrity – acts forthrightly and honestly, demonstrating through his or her 

actions how high moral character may be reflected in both the delivery of public works 

services and the operations of the public works organization. 

 Is Accountable – takes responsibility, using explicit explanations and objective measures 

to describe what he or she individually, the organization, and its other members are to 

accomplish and their progress. 

 Is Decisive – draws conclusions, resolves disputes, and exercises judgment forthrightly, 

unambiguously, and with firmness. 

 Is Public Service Oriented – acts in the public interest and demonstrates through his/her 

actions belief in the value of public service. 

 Empowers others – grants authority and acts to allow subordinates to make decisions and 

act independently, providing support as necessary to encourage responsible independent 

action. 

 Is Deliberate – makes decisions with careful consideration of the merits of alternative 

choices or courses of action available in a situation. 

 Is a Communicator – listens to what others have to say about a situation and explains 

forthrightly his or her own views. 

 Shows Respect for Others – demonstrates through his or her actions consideration for 

colleagues, subordinates, and members of the public, and an appreciation of concerns and 

contributions of each. 

 Is Technically Knowledgeable – understands how the operations and facilities for which 

he/she is responsible work and maintains that understanding as these operations and 

facilities evolve. 

 Manages Resources – recognizes the value of the organization’s personnel, equipment, 

materials, facilities, funds, and reputation and allocates these to accomplish the 

organizations’ objectives. 

 Is Resilient – is able to recover and bound back from frustrations, disappointments, and 

setback without undue loss of confidence in his/her own capabilities or those of 

associates or the organization. 

 Delegates – willingly assigns responsibility and authority to others capable of acting in 

his/her place to enhance the quality of the organization. 

 Maintains Balance -- recognizes that an individual’s work is only a part of life and 

demonstrates through his/her actions all aspects of one’s life merit time and energy. 
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APWA STANDARDS OF PROFESSIONAL CONDUCT 

 

The APWA Diversity Committee respects all rights of members of the American Public Works 

Association, however, wishes to remind our members that we serve the public and as we do that, 

there are certain standards by which we should govern ourselves.  These are not enforced 

standards, but should guide us within our profession. 

 

The American Public Works Association serves the public interest through education of its 

members, decision-makers and the general public about the issues relating to effective provision, 

management and operation of public infrastructure, commonly referred to as public works. The 

Association is comprised of individual members, public agencies and private firms who are 

interested in effectively managing and protecting the public’s investment in infrastructure and 

public works services. The Board of Directors of the American Public Works Association 

advocates the following Standards of Professional Conduct to guide its members in the conduct 

of their business. The Board of Directors encourages its members, whether individual or 

organization, to apply these standards to every aspect of their professional life.  

 

 As a member of the American Public Works Association I am dedicated and committed 

to maintaining the following standards of professional conduct.  

 I will keep the public trust and will not take personal advantage of privileged information 

or relationships.    

 I will put public interest above individual, group or societal interest and consider my 

chosen occupation as an opportunity to serve society.  

 I will encourage sustainability through wise use of resources; whether they are natural 

resources, financial resources or human resources.  

 I will consider public health and safety in every aspect of my work.  

 I will conduct myself with personal integrity in a manner that enhances and honors the 

reputation of the profession, my employer, my community and the Association.  

 I will ensure that the work for which I am responsible complies with all legal 

requirements of the local, state, province, or federal governments.  

 I will strive to plan, design, build, maintain and operate public infrastructure in a manner 

that respects the environment and the ability of government to adequately preserve these 

assets for succeeding generations. 
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TRIUMPHS 

 

 

Following the release of the first volume of the Diversity Resource Guide, the Diversity 

Committee has received information on some of the successes APWA Chapters have had in the 

area of diversity.  

 First Timers’ Meetings were held at the Texas Chapter Annual Conference and the 

Florida Chapter Annual Conference. 

 San Diego/Imperial Counties Chapter Membership Committee recognizes new members 

at program meetings and on the chapter website; a member of the committee introduces 

the new member to at least ten people, seats them with a group of people to get the 

network flowing, and asks that they participate on a committee in their area of interest.  

Non-members attending their meetings are given an application form and a member of 

the committee follows up with them.  They are particularly looking for minorities and 

young people.  If rosters are not filled through an agency or a corporate member, the 

committee members call the Public Works Director or the Principal directly and asks 

them to consider putting minorities or young people on their rosters to complete them. 

 Texas Chapter has matched up diversity and membership by appointing one member in 

the chapter and each of their branches to be a Diversity/ Membership Chair. 

 Northern California Chapter interviews each new member and takes their photo for their 

monthly newsletter and displays each new member’s picture at the registration table of 

each chapter program meeting in order to encourage new members to attend meetings 

and to remind seasoned members to greet these new members.  They also hope that the 

photo and information on the new member at each meeting will give members a starting 

point with which to approach the new member.   

 One chapter diversity liaison indicated she copies excerpts from the first volume of the 

Diversity Resource Guide and has them laying on meeting tables prior to meetings at her 

place of employment.  She also keeps a copy of the guide hanging on her office door and 

one lying on the meeting room table.  She indicated people tend to pick it up when they 

come in to a meeting and see something that interests them. 

 Chicago Metro Chapter held three breakfast meetings of a newly formed group for 

Administrative Assistants that featured speakers on the functions and projects of public 

works, adding to the knowledge base of the support staff of organizations.  The three 

meetings featured speakers on the topics of “Ice and Snow Control,” “The City of 

Chicago Streetscape Program,” and “Urban Landscapes.” 

 Nevada Chapter sends a small team to meet with a city manager, city mayor, city 

department of public works.  They explain APWA and ask the city to select their best 

staff – the ones they want to see move up in their organization – and then ask how 

APWA can help train them to do just that.  They then implement a mentoring program 

for young leaders – part of which is to mentor the young leaders through planning all 

phases of the chapter’s conferences.   
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POEM & STORY 

 

The Cold Within 

 

Six humans trapped by happenstance 

In black and bitter cold 

Each one possessed a stick of wood, 

Or so the story’s told. 

 

Their dying fire in need of logs, 

The first woman held hers back 

For on the faces around the fire 

She noticed one was black. 

 

The next man looking cross the way 

Saw not one of his church, 

And couldn’t bring himself to give 

The first his stick of birch. 

 

The third one sat in tattered clothes 

He gave his coat a hitch, 

Why should his log be put to use 

To warm the idle rich? 

 

The rich man just sat back and thought 

Of the wealth he had in store, 

And how to keep what he had earned 

From the lazy, shiftless poor. 

 

The black man’s face bespoke revenge 

As the first passed from his sight, 

For all he saw in his stick of wood 

Was a chance to spite the white. 

 

 

And the last man of this forlorn group 

Did naught except for gain, 

Giving only to those who gave 

Was how he played the game. 

 

The logs held tight in death’s still hands 

Was proof of human sin. 

They didn’t die from the cold without 

They died from the cold within. 

 

                                         --Anonymous 
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MY VIEW OF DIVERSITY 

 

By Michele Ohmes 

APWA KC Metro Chapter 

 

The beauty of our world is that diversity is one of the few constants that is always present and 

available in every arena of our life to enjoy, learn from, use, explore and eagerly anticipate. 

 

Without diversity, harmony would be impossible.  Music with only one note would have no 

melody.  An orchestra with only one instrument cannot exist. 

 
The animal kingdom with only one animal could not produce the wild, domestic, and working 

animals we so thoroughly enjoy. 

 

A rainbow with only one color would only be a line across the sky, not a glorious vision. 

 

An artist with only one color to choose from could not present the depth of beauty brought out by 

the defining shades of color.  Even a charcoal or pen artist uses careful diverse levels of shading 

and lines to bring depth and beauty to the sketch.   

 

Weather that never changes would produce either no rain or no sunshine depending on which 

was the constant, making it impossible to live on this planet. 

 

If there was only one plant, where would the herbs and medicines come from?  As we know 

most of the healing medicines we use originated from plants.  Also think of our food supply.  

Could we survive on only wheat every day? 

 

What if we had only land and not water, or water and not land? 

 

If there was only one gender, age, character, height, color, intelligence, opinion and goal in our 

human race, then man would not have had woman, the endless talents, abilities, viewpoints, and 

growth to develop upon would not exist, and the world as we now live in would not have been 

possible. 

 

Let’s give glory to the fact that diversity is a constant gift we are allowed to enjoy each and 

every moment of our lives.  Then let us protect that diversity with every breathing moment of our 

lives.” 

 
--  
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THE CRACKED WATER POT  

  

A water bearer in India had two large pots, each hung on each end of a pole, which he carried across his 

neck. One of the pots had a crack in it, and while the other pot was perfect and always delivered a full 

portion of water at the end of the long walk from the stream  

to the master's house, the cracked pot arrived only half full.  

  

For a full two years this went on daily, with the bearer delivering only one and a half pots full of water in 

his master's house. Of course, the perfect pot was proud of its accomplishments, perfect to the end for 

which it was made.  

  

But the poor cracked pot was ashamed of its own imperfection, and miserable that it was able to 

accomplish only half of what it had been made to do.  

  

After two years of what it perceived to be a bitter failure, it spoke to the water bearer one day by the 

stream. "I am ashamed of myself, and I want to apologize to you."  

  

Why?" asked the bearer. "What are you ashamed of?"  

  

"I have been able, for these past two years, to deliver only half my load because this crack in my side 

causes water to leak out all the way back to your master's house. Because of my flaws, you have to do all 

of this work, and you don't get full value from your efforts," the pot said.  

  

         The water bearer felt sorry for the old cracked pot, and in his compassion he said, "As we return to 

the master's house, I want you to notice the beautiful flowers along the path."  

 

         Indeed, as they went up the hill, the old cracked pot took notice of the sun warming the beautiful 

wild flowers on the side of the path, and this cheered it some. But at the end of the trail, it still felt bad 

because it had leaked out half its load, and so again it apologized to the bearer for its failure.  

  

         The bearer said to the pot, "Did you notice that there were flowers only on your side of your path, 

but not on the other pot's side? That's because I have always known about your flaw,  

 and I took advantage of it. I planted flower seeds on your side of the path, and every day while we walk 

back from the stream, you've watered them. For two years I have been able to pick these beautiful flowers 

to decorate my master's table. Without you being just the way you are, he would not have this beauty to 

grace his house."  

  

         Moral: Each of us has our own unique flaws. But it's the cracks and flaws we each have that make 

our lives together so very interesting and rewarding. You've just got to take each person for what they are, 

and look for the good in them. There is a lot of good out there. There is a lot of good in us! Blessed are 

the flexible, for they shall not be bent out of shape.  

  

         Remember to appreciate all the different people in your life!  

Anonymous  
More poems are available at: 

http://www.leedsmet.ac.uk/staff/files/100913_7297_Diversity_HiRes.pdf 

http://simmaliebermansinclusionblog.blogspot.ca/2012/03/i-am-diversity-outstanding-

poem.html#!/2012/03/i-am-diversity-outstanding-poem.html 

http://www.worldunityinc.org/winning_poems_for_the_diversity.htm 

 

http://www.leedsmet.ac.uk/staff/files/100913_7297_Diversity_HiRes.pdf
http://simmaliebermansinclusionblog.blogspot.ca/2012/03/i-am-diversity-outstanding-poem.html#!/2012/03/i-am-diversity-outstanding-poem.html
http://simmaliebermansinclusionblog.blogspot.ca/2012/03/i-am-diversity-outstanding-poem.html#!/2012/03/i-am-diversity-outstanding-poem.html
http://www.worldunityinc.org/winning_poems_for_the_diversity.htm
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ADDITIONAL RESOURCES 

 

 In addition to the information supplied in this handbook, the Diversity Committee offers 

this list of possible resources for speakers, materials or exercises about diversity: 

 College, university or trade school minorities or foreign student office 

 Local cultural or heritage association or clubs (German-American Club, Italian-American 

Association) 

 Local branches of foreign embassies or embassy offices 

 Religious organizations (churches, synagogues, temples) 

 City/county government industry recruitment offices or labor offices 

 High school or college student exchange programs 

 Stores or restaurants run by those of other cultures 

 Society for Human Resource Management books at http://shrmstore.shrm.org/shrm/ (in 

upper right hand corner click on down arrow where it states “New Books” and then click 

on “Diversity”) 

 The National Association for Diversity Management at http://www.nadm.org (at left side, 

click Resources, then click on Diversity Links and on Publications) 

 American Institute for Managing Diversity at http://www.aimd.org (on right, click on 

Diversity Information Resources Center and on Diversity Store) 

 National Multicultural Institute at http://www.nmci.org (click on NMCI Publications 

Catalog) 

 DiversityInc.com at http://www.diversityinc.com/index.cfm  

 National Action Council for Minorities in Engineering, Retention by Design: Achieving 

Excellence in Minority Engineering Education, NACME, New York, 1991 (describes the 

pipeline for minorities in engineering and the problems involved in producing minority 

graduates) 

 National Society of Professional Engineers, The Glass Ceiling and Women in 

Engineering, Washington, D.C. (study of how cultural and organizational barriers prevent 

women from advancing in the engineering field) 

 

RESOURCES USED TO CREATE THIS DIVERSITY GUIDE 

 

2008 median annual salary Science & Engineering occupations 

 

2011 Center for American Progress The State of Diversity in Today’s Workforce 

 

ACE, American Council of Engineering Companies; pages 11-14; Will the Gender Gap Swallow Us?; 

Sept/Oct 2000.  

 

American Association of University Women Educational Foundation; “Gender Gaps: Where Schools 

Still Fail Our Children;” 1998. 

 

American Association of University Women (AAUW), The Simple Truth about the Gender Pay Gap 

(2012), http://www.aauw.org/learn/research/upload/simpletruthaboutpaygap1.pdf 
 

American Obesity Association web site: www.obesity.org. 

http://shrmstore.shrm.org/shrm/
http://www.nadm.org/
http://www.aimd.org/
http://www.nmci.org/
http://www.diversityinc.com/index.cfm
http://www.aauw.org/learn/research/upload/simpletruthaboutpaygap1.pdf
http://www.obesity.org/
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American Public Works Association (APWA) Diversity Tool Box  
 

Congressional Commission on Advancement of Women and Minorities in Science Engineering and 

Technology Development Land of Plenty report: Diversity as America’s Competitive Edge in Science 

Engineering and Technology; 2000. 

 

Council on Size and Weight Discrimination website: www.cswd.org.  

 

Current Population Survey, reported in U.S. Department of Labor, U.S. Bureau of Labor Statistics. 

(December 2011).Women in the Labor Force: A Databook (2011 Edition). www.bls.gov/cps/wlf-

databook2011.htm 

 
Current Population Survey, reported in U.S. Department of Labor, U.S. Bureau of Labor Statistics 

(January 24, 2012). Usual Weekly Earnings Summary Economic News Release, USDL-12-0092. 

www.bls.gov/news.release/wkyeng.t07.htm 
 
Current Population Survey, reported in U.S. Department of Labor, U.S. Bureau of Labor Statistics. (July 

2011). Highlights of Women’s Earnings in 2010. www.bls.gov/cps/cpswom2010.pdf 

 
DeNavas-Walt, Carmen, Bernadette D. Proctor, and Jessica C. Smith, U.S. Census Bureau, Current 

Population Reports, P60-239, Income, Poverty, and Health Insurance Coverage in the United States: 

2010, U.S. Government Printing Office, Washington, DC,2011. 

 

Digh, Patricia, president of RealWork Group; Misplaced Modifiers: Respectful Language Improves 

Accuracy; The Disability Messenger, published by the President’s Committee on Employment of People 

with Disabilities; 1999. 

 

DuPont and the American Society of Civil Engineers; “Introduce a Girl to Engineering Day;” National 

Engineers Week; 2002. 

 

Huff Post BUSINESS, Obesity Discrimination On The Job Provokes Dispute Over Best Remedy; 

February 10, 2013   
 

Kruse, Douglas, economist, Rutgers University; statistical quotes from an e-mail listserv from 

ASAEDiversityForum; August 15, 2002. 

 

Mauer, Jennifer J., director, young insurance professionals; Professional Insurance Agents of New York, 

New Jersey, Connecticut, and New Hampshire; article written for American Society of Association 

Executives, Chapter Relations Newsletter; Generations Provide Insight Into Volunteer Motivations; 

August 2000. 

 

Minton, Eric, freelance writer; U.S. Department of Labor, Office of Disability Employment Policy web 

site; July 7, 2003.  

 

National Catholic Office for Persons with Disabilities; © 2000 Archdiocese of Chicago: Liturgy Training 

Publications. 

 

National Organization on disABILITY/Harris Survey of Americans with Disabilities; 2000. 

 

http://www.cswd.org/
http://www.bls.gov/cps/wlf-databook2011.htm
http://www.bls.gov/cps/wlf-databook2011.htm
http://www.bls.gov/cps/cpswom2010.pdf
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National Science Foundation report: Women, Minorities and Persons with Disabilities in Science and 

Engineering: September 2000. 

 

National Science Foundation TABLE 9-5. Employed scientists and engineers, by occupation, highest 

degree level, and sex: 2008 

 

NOLO.com (self-help legal website), http://www.nolo.com/ 
 

Owen, Judy, contributor to Forbes.com, The Benefits of Disability in the Workplace article of May 12, 

2012, http://www.forbes.com/ 
 

Smith, Brien, association professor of management; Ball State University, Muncie, Indiana; USA Today 

(Magazine); Managing Generation X; November 2000. 

 

The Obesity Society website: http://obesity.ehealthwebpro.com/obesity-discrimination-some-scary-

statistics/  
 

The Pluralism Project at Harvard University, begun in 1991, updated November 2006; Religious Diversity 

and the Workplace (2004); http://pluralism.org/ 

 

Turkington, Carol; The Complete Idiot’s Guide to Cultural Etiquette; Alpha Books; 1999. 

 

U.S. Census Bureau, Current Population Survey, 1961 to 2011 Annual Social and Economic Supplements 

 

U.S. Chamber of Commerce Business Leadership Network website, 

http://www.usbln.org/leading_practices_on_disability_inclusion.html 
 

U.S. Department of Labor, Office of Disability Employment Policy website:  

http://www.dol.gov.odep/pubs 

 

U.S. Department of Labor, U.S. Bureau of Labor Statistics. (January 2011). Employment and Earnings. 

www.bls.gov/opub/ee/empearn201101.pdf 
 

US Department of Labor, The Bureau of Labor Statistics, TED The Editors Desk, 

http://www.bls.gov/opub/ted/2011/ted_20110914.htm 

 

U.S. Equal Employment Opportunity Commission; http://www.eeoc.gov/ 

 

Vanfossen, Dr. Beth; research on gender and communication prepared for Women and Expression 

Conference; Institute for Teaching and Research on Women; Towson University, Towson, Maryland; 

1996.  

 

Where the Girls Are:  The Facts About Gender Equity in Education, American Association of 

University Women (AAUW), Chritianne Corbett, Catherine Hill, PH.D., Andresse St. Rose, 2008 

 

Wolff, Shelley, past president, National Society of Women Engineers; associate vice president, HNTB 

Corporation, Kansas City, MO; APWA Diversity Luncheon Speaker; 2002. 

 

http://www.nolo.com/
http://www.forbes.com/
http://obesity.ehealthwebpro.com/obesity-discrimination-some-scary-statistics/
http://obesity.ehealthwebpro.com/obesity-discrimination-some-scary-statistics/
http://pluralism.org/
http://www.usbln.org/leading_practices_on_disability_inclusion.html
http://www.dol.gov.odep/pubs
http://www.bls.gov/opub/ee/empearn201101.pdf
http://www.bls.gov/opub/ted/2011/ted_20110914.htm
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Articles 

 

Hill, Nancy, “Playing the Demographics Game,” Corporate & Incentive Travel, November 2000. 

 

Darrow, Susan, M. “Discovering the power of cultural diversity,” Forum, July 1999. 

 

Kennedy, Marilyn Moats, “Recruiting and retaining cross-generational membership,” Forum, 

July 1999.  

 

Welch, Sara J., “Boomers & Beyond,” Successful Meetings, August 2000.   

 

 

Books, Monographs 

 

Directorate of Intelligence, Handbook of Economic Statistics, Washington, D.C., 1994 and The 

World Almanac and Book of Facts, ed. by Robert Fanighetti, Mahwah, NJ, 1994. 

 

Dupont, Kay, CSP, Handling Diversity in the Workplace: Communication is the Key, American 

Media Inc., West Des Moines, IA, 1997. 

 

Society for Human Resource Management, Workplace Diversity, SHRM, 1999. 

 

Zemke, Ron, Claire Raines, and Bob Filipczak, Generations at Work: Managing the Clash of 

Veterans, Boomers, Xers, and Nexters in Your Workplace, Performance Research Associates,  

Inc., 2000. 

 

 

Seminars, Videos 

 

Johnson, Meagan and John Vardallas, Talent Wars: Blending Today’s Multi-Generational 

Workforce, APWA Click, Listen & Learn, March 13, 2001. 

 


