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3.b         Project Team

Our project team will consist of the following:
o Masami Nishishiba, Principal Consultant and Instructor
o Trudy Cooper, Sub-Consultant and Instructor
o Sharron Noone, Instructor
o Staff support as needed from the Executive Leadership Institute

Dr. Masami Nishishiba, Assistant Professor of Public Administration

As Principal consultant, Dr. Nishishiba will be responsible for client liaison, initial project definition and
development with City staff, specifying and directing the work of the team, and presentation of program
evaluation results. Dr. Nishishiba’s time on this project during the project will be approximately 25% of her
work, but as high as 40% in the development and Train the Trainer stages.

Career highlights:
o Received her Ph.D. in Public Administration and Policy from Portland State University, where she is

currently Assistant Professor of Public Administration in the Mark O. Hatfield School of
Government.

o Developed the Multnomah County Cultural Competency Plan and methods to evaluate the county’s
diversity initiative. These efforts culminated as the basis for Dr. Nishishiba’s dissertation.

o She has taught courses on intercultural communication and research methodology, and has offered
diversity trainings and intercultural communication workshops in the community.

o Project manager for The Executive Leadership Institute’s "Civic Capacity Initiative" funded by the
U.S. Department of Education's Fund for Improving Post Secondary Education (FIPSE).

o Program Director for the Japanese Municipal Officer’s Mid-Career Training Program, Tokyo
Foundation Grant – A project to design and deliver a curriculum on local governance history and
methods for Japanese public employees visiting U.S. municipal and county governments. This
program is described further in the capabilities section.

o Heading up the Civic Capacity Assessment Project: The role of the Latino Network in Portland
Metropolitan Community funded by Portland State University.

o Coordinated the University Studies' Leadership for Change Cluster --- a general education curricula
for sophomores and juniors at Portland State University.

o Her research interests include issues of social diversity and civic capacity.
o As a methodologist, her specialty includes Hierarchical Linear Modeling (HLM), Structural Equation

Modeling (SEM), Multidimensional Scaling (MDS) and cluster analysis.
o She is a trained Japanese-English conference interpreter. She has interpreted for President Jimmy

Carter, Bill Gates (Microsoft), Phil Knight (Nike) and many others.

Trudy Cooper, Trudy Cooper and Associates, Organizational Consultant

Trudy Cooper will develop and deliver module four and assist in design and development of the overall
program.  She will spend 10% to 20% of her time on this project based on what stage the project is in.

Career Highlights:
o Interdisciplinary masters degree in organizational psychology, political science and community

service and public affairs, University of Oregon.
o Eleven years experience working as an internal trainer and consultant for the City of Portland

bureaus of Environmental Services and Water, consulting for organizational change efforts in six
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other bureaus, Mayor’s and Commissioner’s Offices as requested.
o Six years experience as an external consultant for the City of Portland’s labor-management efforts,

involving joint strategic planning, team development and service/process improvements.  These
projects involved work with the Bureaus of Transportation, Planning, Office of Plan Development
and Review, General Services, Office of Management and Finance, Human Resources, Parks,
Police, Fire.

o Seven years experience as an external consultant to City of Portland’s bureaus, providing
instruction and coaching in strategic planning, organization development, situational leadership,
group development, communication and mediation skills, work process redesign, customer-
supplier agreements, citizen/customer research, coaching and delegation, principals of labor-
management collaboration, Myers-Briggs Type Instrument.

o Instructor for the Professional Development Center of Portland State University, teaching strategic
planning, conflict management and systems thinking for both certificate and on-site consultancy
programs.

o Consultant to city and county agencies, and private businesses in the Pacific Northwest since 1995,
providing facilitation, instruction and coaching to managers, supervisors, professional/technical
staff, and front-line employees.

o Twenty years experience working in public sector organizations and with a wide variety of public
sector labor organizations, including Police, Fire, Laborers, AFSCME, IBEW, Machinists,
Operating Engineers, Painters, and SEIU.

o Facilitated development of competitive tools for public service improvement, including the City of
Portland’s cost-comparison methodology for public-private bids.

o Advised Mayor Tom Potter’s staff on development of labor-management committees and other
organization development issues associated with Potter’s twenty recommendations to City bureaus.

Dr. Sharron Noone, Associate Professor of Public Administration
Dr. Sharron Noone will develop and deliver module three and assist in design and development of the overall
program.  She will spend 10% to 20% of her time on this project based on what stage the project is in.

o Sharron has more than 25 years working and consulting in private, public and nonprofit
organizations. She has a Master's Degree in Public Administration and a Doctorate in Workplace
Education.

o Her current areas of interest and teaching include public sector leadership, organizational culture (the
Learning Organization), human resources, organizational behavior, and creating effective training
situations.

o She currently leads the development of all Public Safety programs for the Executive Leadership
Institute, including mid-level and executive level training, distance education online and in video-
conference, and coordination of a Public Safety Advisory Board.

o In addition, Sharron delivers leadership components of the Leadership Development Programs for
the U.S. Army Corps of Engineers, develops and delivers supervisory training online and in the
classroom, and consults on customized training and interventions for public sector organizations of
all kinds.

o Special emphasis in designing new curricula with local government agencies in the state of Oregon.
These new programs depend heavily on “co-production” where the client needs and academic
expertise are brought together to meet the needs of the student-employees.
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3.c         Capabilities

The Executive Leadership Institute offers a range of long-term programs specifically designed for public
service managers, supervisors, and employees. These programs focus on developing the following essential
leadership qualities:

 High commitment to public service as a sacred trust
 Innovative skills for organizational change
 Systems thinking and process improvement skills
 Capacity to reconcile competing political pressures
 Strong focus on relationship building and group development
 Ability to give meaning, direction and focus to the work.
 Ability to manage ambiguity, conflict and uncertainty
 Well-developed skills of reflective practice

First and foremost, ELI programs are responsive to client requirements and participant expectations.
Second, the programs reflect a continuity of learning from one session to another.  This continuity is
accomplished through an integrated design and implementation process, actively facilitated by the program
administrator.  Finally, our programs all recognize that professional development involves the learning of
knowledge and skills at several levels, including:  individual (internal to a person); interpersonal (relationships
among persons and work in a group or team setting); organizational (within units, within agencies, and in
partnership with other organizations); and community (political positioning the organization external
community). Above all, we recognize that the challenges which face public agencies today are unique to the
public sector. We strive to serve the region’s public agencies by bring the best practices, experiences and
research to the table in every educational program.

The Executive Leadership Institute is a team of five full time faculty members and five staff. The majority of
the projects are similar to this, and are managed with a professional staff of program coordinators who are
responsible for budget and resource management. Along with the expertise in the faculty, the Institute creates
project teams that are flexible, accountable and responsive to client’s needs. At any time these members of
the Institute can assist in this delivering this program. Additionally, as a unit with in Portland State University,
we can drawn on the faculty of our department as well as many others to meet the needs of this program as
they grow or change. In addition to these resources we are also proud to note that we adhere to strict
accounting and cost principles as a public agency and always negotiate all costs up front. If necessary we are
open to developing new agreements as clients’ needs change or budgets are modified. As all state agencies are
required to we are periodically audited by the Secretary of State to guarantee we adhere to generally accepted
accounting practices.

Examples of Training Programs/Courses for Managers and Supervisors

The Executive Leadership Institute has a proud history of over two decades of training and research for
public agencies in the Pacific Northwest. Originally founded with the Public Administration program at Lewis
and Clark College, the Institute merged with Portland State University in 1996 with the creation of the Mark
O. Hatfield School of Government. Within the School, the Institute serves as a resource to the public sector
community in the region. The Institute fulfills its mission by providing leadership development, professional
and educational programs, and applied research and services. Over the past decade we have been proud to
facilitate everything from national discussions on forest management policy, training for Oregon public safety
officers, leadership development for the Corps of Engineers, and educational opportunities for the public
servants across the Northwest. Below is a sampling of the accomplishments of the Institute which we believe
speak to our ability to meet the needs of the City of Portland:
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Executive Master of Public Administration Program
This program offers mid-career professionals in public service the opportunity to develop and expand their
skills as public servants and leaders. The Executive Master of Public Administration adapts the traditional
master’s program for the realities of working professionals. We have been proud to partner with the State of
Oregon, Jefferson and Deschutes Counties to offer these programs to their employees. Two courses are of
particular interest as they apply to this proposal:

Managing a Diverse Workforce (PA510)
Provides information and skill building to maximize the benefits of differences of all kinds in the
workplace. In addition to traditional subject areas such as race and gender, diversity in areas such as
thinking and learning are addressed.

Cross Cultural Leadership (PA510)
Leadership and leadership development are critical in all cultures, and some elements of effective
leadership, such as setting objectives and adapting to changes are universal. Other aspects of
leadership, such as communication strategy or effective recognition schemes are specific to ethnic or
organizational cultures. This course defines both common and specific elements of leadership as well
as investigating methods of leadership development.

Washington County Leadership Development
This program was developed specifically for Washington County’s needs. The first goal is to provide
participants with the knowledge, skills, and best practices to deal with key leadership challenges facing the
organization in the foreseeable future. Second, the program identifies the unique features of Washington
County and the implications these have for providing high quality public service to the citizens of the
jurisdiction. And third, to develop a leadership model that is supported by current research that can serve as a
training template for managers to transfer leadership knowledge and practices to those who will be stepping
into leadership positions in the near future. This project was funded through a negotiated fixed price contract
that did not require modifications once work started.

League of Oregon Cities
Development and delivery of 9 training topics to participants in the League of Oregon Cities, including;
Personal Leadership Issues, Finding the Elements of your Personal Leadership Model, The Culture of the
Organization, Leadership Issues in Diverse Workplaces, Inspiring and Motivating for a Shared Vision,
Influence and Power: Getting Things Done Right, Building Partnerships and Alliances I & II, and Dealing
with Change: External and Internal Issues.

Public Safety Training and Certification: Executive and Mid-Management Levels
The Executive Program provides those seeking command level public safety positions with the knowledge,
skills and competencies to provide creative and effective organizational leadership. This program offers
expert speakers who have dealt with the issues of strategic thinking and change.
The Mid-Management Development Program has two closely related goals. First, it is designed to build on
participants' experience as they add to or improve management and leadership skills. Second, it provides
critical information about organizational topics and trends in the public safety/public sector that impact an
agency's ability to manage their organization and employees for high performance.

Japanese Municipal Officers Training Program
Through the support of the Tokyo Foundation and in cooperation with Waseda University in Japan, The
Executive Leadership Institute is conducting a five-year training “Municipal Mid-Career Officers” program
for local government officials from Japan.  A group of 10-15 local government officials spend 4-6 weeks in
Portland in the summer undertaking local government projects, learning project leadership and management
skills embodied in a “Municipal Officers’ Toolkit”, and being introduced to “best practices” for local



Page 6  RFP No. BHR006

government by Institute faculty. This program was administered through our Research Accounting office
which guaranteed adherence state and federal cost control principles.

U.S. Army Corps of Engineers Leadership Development Programs:
Portland and Walla Walla Districts
These programs were developed closely with the leadership of both districts to meet the individual needs of
their regions. The program is a year-long series of courses on leadership development, leading public
organizations and national policy processes. All three courses were interwoven to show how each level comes
to bear on the individual in their respective work. At each stage of the program Executive Leadership
Institute faculty work with the Corps’ leader to develop the appropriate and timely materials to best serve
their emerging leaders. We are proud to say that the Portland District Leadership Development Program has
been regularly recognized as on the best in the nation by the commanders in the Corps. These programs were
contracted with a fixed price agreement and administered through our Research Accounting office which
guaranteed adherence state and federal cost control principles.

Consulting Contracts
The Executive Leadership Institute has also contracted with the cities of Medford, Oregon, Vancouver,
Washington and Kirkland, Washington to provide strategic planning, business planning and various
consulting activities as needed.
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3.d         Project Approach and Understanding

Overall Program Design

We propose to deliver the train the trainer portion of the program in two twenty-student cohorts that will go
through all of the modules. If there are less participants or it is more advantageous to have all of the train the
trainers in one class, it is possible too. However we want to make sure the student to faculty ratio remains low
to increase the level of learning and comprehension.

Once the train the trainer courses are completed the pilot program would begin. We would like to go through
five full cohorts of 20-30 managers in this pilot program. Each cohort would be composed of the 20-30
managers, 3 trainers working as a team, and 5 observing trainers. The trainers would take turns in their roles
in the program moving from trainer to observer. This would allow for self-reflection, observation of others
and allow us to efficiently expose all trainers to teaching in the classroom as a practitioner and student. At the
end of five full cohorts, the pilot program would train between 100-150 managers and give all 20-40 trainers
time in front of the class as well as time observing others at work. Built into the pilot program would be
debriefing and coaching by ELI faculty with the trainers.

1.) Orientation to Diversity Development and Cultural Competency

Course Summary

a. Brief description of course
This course focuses on developing a thorough understanding of the city’s Diversity Development Plan
and the definition and the theories of diversity and cultural competency. Particular emphasis is placed on
developing a strong sense of commitment to diversity and cultural competency, through activities that
explore the impact of various forms of biases on individuals and the organization. Participants will
conduct a cultural competency self and work environment assessment, which will be used to guide the
discussion on how each participant can improve their self and work environment cultural competency.
This initial assessment will also be used as base-line information for the training evaluation.
b. What materials will be used?

• Flip chart & Post It notes
• Workbook
• City’s Diversity Development and Cultural Competency Plan

c. What activities will be used?
• Brainstorming on definitions
• Modified A-B Sharing
• Discussion in pairs
• Small group discussion for SWOT (Strength, Weaknesses, Opportunities, Threats) analysis.
• Participant presentation on group discussion

d. What handouts will be used?
• All handouts will be put together as a “workbook” for each module.
• Example of the content for the workbook includes:

o Agenda
o Goals
o Ground rules
o Instruction and work sheet for exercise “What do you know about. . .?”
o Instruction and work sheet for exercise “What do you mean by . . ?”
o City’s Diversity Development and Cultural Competency Plan
o Instruction and work sheet for exercise “Tell me why!!”
o Instruction and work sheet for exercise “Good news/bad news”
o Instruction and work sheet for organizational cultural competency SWOT analysis
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o Worksheet for “Action Steps”
o Evaluation form 1 “What I learned in this session”
o Evaluation form 2 “What I like/dislike about this session”

Training Outline/Timeline

Time Activities Training delivery/Objectives
5  minutes Opening and Introduction

Trainers will greet and introduce themselves.
15minutes Icebreaker exercise

Participants will have an opportunity to introduce themselves and establish a relaxing training
atmosphere.

5 minutes Go over agenda and goals
Trainers will go over agenda and goals.

10 minutes Establish ground rules.
Trainers will go over the ground rules. Give participants opportunity to discuss and add more rules if
necessary.

20 minutes Exercise “What do you know about. . .?”
Participants will be asked to list what they know about the city’s diversity development and cultural
competency plan. Share as a group. Objective: To assess what they know about the City’s plan.

1h 10min 15 minutes Exercise “What do you mean. . . ?”
Participants will be asked to write their definitions for the key terms. Objective: To assess their
understanding of the terms.

20 minutes City’s Diversity Development and Cultural Competency Plan
The group will take a look at the plan, and compare it with what they listed under “what do you know
about. . .” and their definition of the terms. Trainers will summarize the key points of the plan.
Objective: To develop understanding of the City’s plan.

2 h 30 minutes Exercise “Tell me why !!”
Participants will be asked to pair up. One person will be “A” and another person will be “B”. Person
A has to explain to person B “why” the city’s Cultural Competency Plan is important. Person B has
to ask back difficult questions. Switch partners. Debrief as a group. Objective: To develop the
understanding of the importance of the City’s plan.

15 minutes Break
25minutes Exercise “Good news/Bad news”

Participants are asked to think about the many groups they belong to and decide on one that they
would like to discuss. Participants will be in pairs and share some of the stereotypes and biases they
have heard about the group they have selected. Debrief as a group. Objective: To develop awareness and
impact of the various forms of biases.

3h 20 min 40 minutes Exercise: Organizational cultural competency SWOT analysis.
Organize into small groups. Each group will brainstorm on “Strength” Weaknesses” “Opportunities”
and “Threats” of the city in terms of the Diversity development and cultural competency. Each group
will present their analysis. Objective: Conduct organizational cultural competency assessment.

20 minutes Action Steps
Participants will individually develop their action steps. Share with the group. Objective: To have
specific action steps with the monitoring plan.

5 minutes Summary and Wrap-up
Trainers will summarize the whole workshop.

4 h 15 minutes Evaluation
Participants will individually fill out the evaluation forms.



Page 9  RFP No. BHR006

Goals and Objectives

a. What are your goals for this training?
1) To have the participants understand the content and the significance of the city’s Diversity

Development and Cultural Competency Plan.
2) To have the participants understand the definition of the key terms used in the city’s

Diversity Development and Cultural Competency Plan.
3) To increase the awareness of various forms of biases and its impact on individuals and the

organization.
4) To develop a sense of commitment and specific action steps for improving personal and

organizational cultural competency.
b. What are the expected objectives?

1) Participants will be able to explain the content and significance of the city’s Diversity
Development and Cultural Competency Plan with confidence.

2) Participants will be able to articulate the definitions of the key terms used in the city’s
Diversity Development and Cultural Competency Plan.

3) Participants will be able to identify various forms of biases and its impact on individuals and
the organization.

4) Participants will have specific action steps for improving personal and organizational cultural
competency with plans to monitor its progress.

Selling Points

a. What makes your class interesting and/or memorable?
o This course incorporates a variety of activities to make the learning more interesting and

memorable to participants.
b. What makes your class effective?

o This course is designed to help the participants internalize the city’s Diversity Development
and Cultural Competency Plan most effectively through hands on activities.

c. What makes your class unique?
o This course introduces general concepts and theories on diversity and cultural competency

yet focuses specifically on the city’s Diversity Development and Cultural Competency Plan.
o The course is designed to have enough flexibility to be adapted to a variety of group sizes.
o Cultural Competency self and organizational assessment is embedded in the activities. In this

way, the participants would learn something about themselves and the organization. The
assessment by the participants will also be used as a base-line information for the training
evaluation.

Training Evaluations

a. Include a plan for determining the effectiveness of the training.
The effectiveness of the training will be examined by comparing the participants’ entry for

the “What do you know about. . . ?” exercise and “What do you mean by . . .” exercise to their
evaluation form 1 “What I learned in this session. If the participant’s entry in evaluation form 1
indicates a better understanding of the city’s Diversity Development and Cultural Competency Plan,
it suggests that the training is effective.
b. How will you evaluate whether the objectives have been met?

o Objective 1) -3) will be evaluated by examining the entry of the evaluation form 1.
o Objective 4) will be met by all participants developing an action plan during the training.

c. How will you include both a formative evaluation and a final evaluation?
Evaluation form 2 “What I like/dislike about this session” gives us information for

necessary modifications of the training. A final evaluation will be a compilation of the information
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from both evaluation form 1 and evaluation form 2.  Longitudinal follow-up of the organizational
competency SWOT analysis will give us the overall impact of the training on the organization.
d. How will evaluation activities and adjustments be carried out?

Evaluation activities are embedded in the training activities. The trainers will be able to
compile the information at the end of each training session and make adjustments as deemed
necessary.
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2.) Creating a Multicultural Workforce

Course Summary
a. Brief description of course.

This course focuses on methods of recruiting, hiring and outreach of a diverse and multicultural
workforce. Particular emphasis is placed on. Particular emphasis is placed on specific techniques for
targeted recruitment through multiple modes of outreach. Through role plays and case scenario analysis
participants will gain a hands on experience developing diversity-centered position descriptions,
conducting interviews and selecting multicultural interview panels.
b. What materials will be used?

• Flip chart
• Post it notes
• Workbook

c. What activities will be used?
• Group discussion
• Case analysis
• Organization analysis
• Revising position description
• Role play
• Fish bowl observation

d. What handouts will be used?
• All handouts will be put together as a “workbook” for each module.
• Example of the content for the workbook includes:

o Agenda
o Goals
o Ground rules
o Instruction and work sheet for exercise “Who gets the job?”
o Instruction and work sheet for organizational analysis.
o Instruction and work sheet for  “Redesigning position description”
o Instruction and work sheet for job interview role play
o Evaluation form 1 “What I learned in this session”
o Evaluation form 2 “What I like/dislike about this session”

Training Outline/Timeline

Time Activities Training delivery/Objectives
5  minutes Opening and Introduction

Trainers will greet and introduce themselves.
15minutes Icebreaker exercise : “What do you  know about diversity-centered hiring?”

Participants will have an opportunity to introduce themselves and establish a relaxing
training atmosphere. Entry to the “what do you know” question will serve as a baseline data
for the evaluation.

5 minutes Go over agenda and goals
Trainers will go over agenda and goals.

5 minutes Establish ground rules.
Trainers will go over the ground rules. Give participants opportunity to discuss and add
more rules if necessary.

1h
10 min

40 minutes Exercise ”Who gets the job ?”
Participants will be asked to examine a case study and select one candidate in a small group.
A spokesperson from each group will present who was chosen and why. Objective: To
stimulate discussion about, assumptions, prejudice or values and the role each participants
play in the hiring process.
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play in the hiring process.
40 minutes Exercise  Organizational analysis

Participants will be asked to analyze individually the  types of diversity they have/lack in
their unit. Identify what type of people they need to hire in order to make their unit more
diversity friendly. They will then share their analysis in a small group, and then present the
information to the whole class.
Objective: To examine their units and identify the areas their individual units need to
improve in terms of recruiting, hiring, and retention.

2 h 10 minutes Break
2 h 40 minutes Exercise  “Redesigning position description”

In a small group, participants will review a position description and revise it to be more
diversity centered. They will also brainstorm where they would send the job advertisement to
reach out to more diverse pool of applicants.  Each group will share the job description,  the
thought went into it, and the ideas for outreach.
Objective: To identify key issues in developing diversity-centered position description and
practice developing position descriptions that are diversity centered. To have the participants
start thinking about multiple ways for outreach.

40 minutes Exercise  Job interview role play  1 : Selecting interview panel
Participants will discuss the criteria for the interview panel and select 5
members from the group to serve as an interview panel. Interview panel will
take a short while to go over the interview question, while the rest of the
participants will select 3 candidates from the group.

3h
30 min

50 minutes Exercise  Job interview role play 2: Interview / Fish bowl  observation
The interview panel will interview the three candidates. The rest of the participants will
observe the process (Fishbowl observation). After the interview process, the participants share
the observation, their thoughts being an interviewer/interviewee, and discuss important
qualities for culturally competent interviewers.

15 minutes Summary and Wrap-up
Trainers will summarize the whole workshop.

4 h 15 minutes Evaluation
Participants will individually fill out the evaluation forms.

Goals and Objectives
e. What are your goals for this training?

1) To have the participants understand the impact of different assumptions, biases, and values
on the hiring decisions.
2) To have the participants critically examine the make up of their units and/or organizations
and identify the areas that need to be improved in order to make them more diversity friendly in
terms of recruiting, hiring, and retention.
3) To have the participants acquire knowledge and skills necessary to develop diversity-
centered position descriptions.
4) To have the participants acquire knowledge and skills to select and also be culturally

f. What are the expected objectives?
1) Participants will be able to articulate their own assumptions, biases and values that may
affect their decisions in hiring.
2) Participants will be able to analyze their units and organizations and identify the areas where
they need improvement in order to make the unit and/or organization more diversity friendly.
3) Participants will be able to articulate the necessary components to develop diversity centered
position description, and also will be able to develop diversity centered position descriptions.



Page 13  RFP No. BHR006

4) Participants will be able to articulate the necessary qualifications for a culturally competent
interviewer, and also be able to serve as an interviewer in a culturally competent manner.

Selling Points
g. What makes your class interesting and/or memorable?

• This course incorporates variety of activities to make the learning more interesting and
memorable to variety of participants.

h. What makes your class effective?
• This course is designed to help the participants internalize the knowledge necessary to create

multicultural workforce.
• This course offers opportunities for participants to practice skills that are necessary for mangers

to create multicultural workforce.
i. What makes your class unique?

• This course promotes learning and skill development though hands-on activities.
• The course is designed to have enough flexibility to be adapted to a variety of group size.
• The organizational analysis conducted by the participants in this session can be used as a base-

line information to assess the long term impact of the training on the make-up of the units.

Training Evaluation

a. Include a plan for determining the effectiveness of the training.

The effectiveness of the training will be examined by comparing the participants entry for the “What
do you know about diversity-centered hiring” ice-breaker exercise to their evaluation form 1 “What I
learned in this session. If the participants’ entries in the evaluation form 1 indicate better
understanding of the diversity-centered hiring process, it suggests that the training is effective.

b. How will you evaluate whether the objectives has been met?

• Objective 1) , 3)  and 4) will be evaluated by examining the entry of the evaluation form 1.

• Objective 2) will be met by all participants conducting the analysis of their unit.

c. How will you include both a formative evaluation and a final evaluation?

Evaluation form 2 “What I like/dislike about this session” gives us information for necessary
modifications of the training. A final evaluation will be a compilation of the information from both
evaluation form 1 and evaluation form 2.  Longitudinal follow-up of the organizational analysis will
give us the overall impact of the training on the organization.

d. How will evaluation activities and adjustments be carried out?

Evaluation activities are embedded in the training activities. The trainers will be able to compile the
information at the end of each training session and make adjustments as deemed necessary.
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3.) Managing Diverse Workgroups

Course Summary
a. Brief description of the 12-hour course.
This course focuses on identifying and practicing leadership, supervisory, and managerial

information, skills and attitudes that enhance effectiveness and efficiency in diverse workgroups.
Beginning with the concept of culture in demographic, organizational and learning terms, the group will
identify key underlying values that operate in their own workplaces, and then determine ways to promote,
enhance or change those cultural values to better fit a diverse workgroup.  Both individual and
organizational models of diversity competency are used to build action plans for issues such as coaching,
conflict resolution, team building and group bias.

b. What materials will be used?
• Flip chart or white/black board
• Powerpoint & overhead projector and screen
c. What activities will be used?
• Individual assessments of culture, individual style differences and environment
• Class reflection and large group discussion
• Small group discussion and reporting of case study analysis
• Demonstrations or role plays of case studies in conflict resolution and confronting group bias
d. What handouts will be used?
• Examples of the content for the workbook includes:

o Agenda
o ‘Create a dinner’ exercise
o ‘What I have learned from the previous sessions’ exercise
o Kouznes/Posner leadership/managership handout
o Powerpoint presentation on cultures
o Organizational culture assessment (must be purchased for each participant)
o Case study on merging organizations with different cultures
o ‘Equal employment and employee rights statutes’ exercise
o Individual diversity model
o Powerpoint handout and case scenarios on Equal Employment laws
o Conflict resolution assessment and role play sheets
o ‘Methods of persuasion’ exercise
o City of Portland harassment and discrimination procedures
o Powerpoint handouts on harassment
o Case scenarios on harassment
o Group think video clip
o Organizational diversity model
o Powerpoint presentation on performance management
o Do you need to ‘teambuild’ exercise
o Case scenarios of group motivation issue
o ‘Leadership courage’ exercise
o Powerpoint on leadership - conclusion
o Evaluation form 1 “What I learned in this session”
o Evaluation form 2 “What I like/dislike about this session”

Copies of handouts provided are drafts – final copies will be formatted in a booklet.
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Training Outline/Timeline

1st 4-hour block

Time Activities Training delivery/Objectives
15 minutes Opening exercise

          Create a dinner exercise
30 minutes Introductions and review of module components

Trainers and participants will greet and introduce themselves.
5 minutes Go over agenda and goals

Trainers will go over agenda and goals.
30 minutes Review of cultural competency from first two modules; Additions to the essential elements list for

managing a diverse workforce
          Class reflection and large group discussion
          What I have learned from previous sessions exercise

15 minutes The role of leadership in creating and enhancing an inclusive work setting
          Powerpoint on leadership
          Kouznes/Posner handout on leadership and managership

15 minutes Presentation and discussion of the concept of culture from demographic, organizational and learning
perspectives
          Powerpoint presentation/handout
         Class reflection and large group discussion

15 minutes Break
45 minutes Organizational culture assessment

          Culture assessment for preferred and current organizational culture
25minutes Role of the manager/supervisor in changing organizational culture

           Class reflection and large group discussion
40 minutes Merging/changing organizational culture exercise

          Case study on merging organizations with different cultures
5 minutes Summary and Wrap-up

Trainers and attendees will list major points to be used in framing the rest of the workshop
15 minutes Evaluation

Participants will individually fill out the evaluation forms.

2nd Four-hour Block

Time Activities Training delivery/Objectives
15 minutes Introductory activity

People covered by equal employment and employee rights statutes exercise.
10 minutes Introductions and review of module components

Trainers and participants will greet and introduce themselves.
5 minutes Go over agenda and goals

Trainers will go over agenda and goals.
45 minutes Your individual role as a manager/supervisor in improving diversity management; Introduction of the

individual diversity module
          Individual diversity model handout (Cox/Beale)

30 minutes Review of Equal Employment laws for the federal and state level
          Powerpoint handout and case scenarios

5 minutes Uses of the model and the laws in dealing with individual diversity issues: conflict resolution,
coaching, communication/persuasion, demonstrated individual bias

15 minutes Break
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45 minutes Conflict resolution
          Conflict resolution assessment and role play

30 minutes Communication/persuasion/coaching – methods of persuasion based on individual values.
          Methods of persuasion handout and exercise

30 minutes Demonstrated individual bias:  Discussion of City harassment and discrimination procedures
          City of Portland harassment and discrimination procedures
           Powerpoint handout
           Case scenarios

20 minutes Summary and Wrap-up
Trainers and attendees will list major points to be used in framing the rest of the workshop
Attendees will fill out & turn in at least one element of the individual diversity module

15 minutes Evaluation
Participants will individually fill out the evaluation forms.

3rd Four-hour block

Time Activities Training delivery/Objectives
15 minutes Introductory activity

          Short clip from ‘Groupthink’ video
10 minutes Introductions and review of module components

Trainers and participants will greet and introduce themselves.
5 minutes Go over agenda and goals

Trainers will go over agenda and goals.
10 minutes Discussion of the ‘Groupthink’ video and the effect of having all people thinking alike
35 minutes Your role as a manager/supervisor in fulfilling organizational diversity elements; Introduction of the

organizational diversity model
          Organizational diversity model (Cox/Beale)

5 minutes Uses of the model in meeting organizational objectives:  performance management, retention and
promotion, team-building and promoting inclusiveness, demonstrated group bias

45 minutes Performance management systems – shared standards of performance and effective orientation –
determining essential and shared outcomes
          Powerpoint presentation; development of performance standard; orientation actions

15 minutes Break
15minutes Retention and promotion – meeting the underlying long-term needs of people; developing shared

understanding of fairness and promotability
        Class reflection and large group discussion

30 minutes Team-building – determining the need for “team” rather than “group” and methods for overcoming
differences in employee values
          Do you need to teambuild exercise
          Case scenarios of group motivation issues

30 minutes Promoting inclusiveness and countering demonstrated group bias – the role of the
manager/supervisor in demonstrating and confronting group bias.
          Leadership courage exercise
          Powerpoint on leadership - conclusion

5 minutes Summary and Wrap-up
Trainers and attendees will list major points to be used in framing the rest of the workshop
Attendees will fill out to turn in at least one element of the organizational diversity module

15 minutes Evaluation
Participants will individually fill out the evaluation forms.
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Goals and Objectives
a. What are your goals for this training?

1) To have the participants understand how culture involves values, and how those values
structure how well diverse groups fit within an organization.

2) To have the participants understand the culture and values currently present in their
departments.

3) To have the participants understand their role in creating a culture and values that support
inclusive practices while still maintaining productivity and efficiency.

4) To have the participants understand the systematic nature of performance management and
how to use the steps in that process to lead and resolve problems within their own work
groups.

b. What are the expected objectives?
5) Participants will be able to list the values of their current and preferred cultures as well as

ways to change cultures.
6) Participants will be able to articulate elements of an individual cultural competency program

as well as specific actions that can be taken by each individual to enhance performance of
employees in a department.

7) Participants will be able to list organizational efforts that foster inclusiveness as well as their
role in supporting those efforts.

8) Participants will be able to integrate elements of cultural competency with performance
management systems.

Selling Points
a.  What makes your class interesting and/or memorable?

• Based on trainee evaluations and client input, the adult learning model, including
participation, feedback, real-life case studies and exercises and instructor enthusiasm for the
content and the audience have been major highlights.

b.  What makes your class effective?
• Again, the adult learning model with practice and feedback allows the participant to bring

the concepts to the personal experience level.  With appropriate support from the workplace
once the participant returns, there are many tools and concepts to “try out”.

c.  What makes your class unique?
• Discussion of supervision/managership/leadership across all sectors of the workplace with

public sector concerns emphasized.
• The culture/values assessment tool creates a graphic as well as verbal representation of the

differences in culture profiles which is both informative and the source of much discussion
and humor based on interpretations.

Training Evaluation

a. Include a plan for determining the effectiveness of the training.

The effectiveness of the training will be examined by comparing the participants entry for the “What
have you learned from previous sessions?” exercise, the answers to the merging cultures case study,
and the hand-ins of the individual and organizational diversity plans to their evaluation form 1 “What
I learned in this session” from each of the 4-hour sessions. If the participant’s entry in the evaluation
form 1 indicates increasing understanding of better tools for dealing with diversity issues at the
individual or organizational level, it suggests that the training is effective.

b. How will you evaluate whether the objectives has been met?

• Objective 1) -4) will be evaluated by examining the entries on the evaluation form 1 as well
as hand-ins from specific exercises listed in “a” above.
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c. How will you include both a formative evaluation and a final evaluation?

Evaluation form 2 “What I like/dislike about this session” gives us information for necessary
modifications of the training. A final evaluation will be a compilation of the information from both
evaluation form 1 and evaluation form 2,  Longitudinal follow-up of the organizational diversity actions
will give us the overall impact of the training on the organization.

d. How will evaluation activities and adjustments be carried out?

Evaluation activities are embedded in the training activities. The trainers will be able to compile the
information at the end of each training session and make adjustments as deemed necessary.
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4.) Creating and Maintaining an Inclusive Work Environment

Course Summary

a. Brief description of course

This course focuses on understanding 4 basic approaches that organizations have taken to diversity work.
Content compares and contrasts the principles, goals and drivers of Affirmative Action, diversity efforts, and
multicultural initiatives. Of particular importance is the progression needed to create a foundation for deeper,
sustainable progress.  Activities explore the continuum of responses, from addressing individual prejudice to
focusing on diversity as an organization development issue.  Assessment exercises focus on the often invisible
institutional practices that create exclusion.   Individuals will have the opportunity to explore the day-to-day
practices that operate to support the norms of the “dominant” group, both in the workplace and dealing with
citizens/customers/suppliers.  Participants will discuss the unintended consequences of the “assimilative”
approach, as well as the limitations of the “in diversity there is strength” approach.  This course helps
managers acquire tools for broadening organizational norms and improving organizational capacity.  The goal
is an organizational response that goes beyond simply valuing differences to actively engaging diverse norms
for problem solving, communication, and leadership styles.

b. What materials will be used?

o Flip charts
o PowerPoint
o Excerpts from publicly distributed articles (for future reference and resources). 1
o Workbook of concepts, tools, and worksheets

c. What activities will be used?
o Large group presentation and group discussion on the differences between affirmative action, some

diversity approaches, and multiculturalism.
o Individual assessment of exclusivity in participant’s organization.
o Work in pairs.
o Small group interaction, practice and discussion.

d. What handouts will be used? (Please attach handout)
o Defining Affirmative Action, Diversity, and Multiculturalism
o Defining “Privilege”  (Source:  Paul Kivel)
o Assess your Bureau’s Practices (Jackson-Holvino Model). 2
o Why Friendly Co-Workers and Individual Action are not Enough
o Organizational Dynamics:  (e.g. Predominant Norms, Majority Status, Economic Benefits, Individual

Solutions, Assimilation and Tokenism).
o The Invisible Weightless Knapsack (Peggy McIntosh)
o Restraints to Talking about Exclusion
o How to Talk about Inclusion
o Next Steps on creating an inclusive, multicultural workplace

                                                  
1 Tarso Luis Ramos, “Racing the Northwest: the Organizational Challenge in a Changing Region,” The Arc, 2002; Paul Kivel, Uprooting Racism, New
Society Publishers, 2002; B.W. Jackson and E. Holvino, “Developing Multicultural Organizations.  The Journal of Religion and Applied Behavioral
Sciences, 9(2), 14-19, 1988.
2 B.W. Jackson and E. Holvino, “Developing Multicultural Organizations.  The Journal of Religion and Applied Behavioral Sciences, 9(2), 14-19, 1988.



Page 20  RFP No. BHR006

Training Outline/Timeline

Time Objectives, Activities
5 min Introduction and brief history of “predominant norms” influencing inclusion
15
min

Participant introductions
Participants will have an opportunity to identify themselves, their role, and their immediate workplace, and create a comfortable group atmosphere.

5 min Agenda, goals, learning objectives and ground rules
Trainers will acknowledge the difficulties people commonly experience with this kind of discussion and describe means for making the training
comfortable and constructive.

15
min

Exercise:  “What we know about diversity related programs…”
In small groups, participants will discuss and record on chart paper their perceptions of the differences between Affirmative Action, Diversity, and
multicultural competence.

10
min

Large Group:  Discuss exercise.
Trainers will summarize the goals, approach and drivers of Affirmative Action, Diversity, and Multicultural Competence. Relate each to issues of
assimilation, “valuing difference,” and addressing implicit norms and distribution of influence / power in the workplace.

1h
5min

15
min

Exercise in small groups—“Preferred Future”
Participants will envision a workplace climate and patterns of interaction and influence that are truly inclusive.  Each group will record comments
and be prepared to share 2 items from their list.

5 min.
Large Group Discussion—“Where are we Now?”Trainers will record 2 items from each group.  Trainers will ask participants “how
far from this ideal is the City?”

25
min.

Exercise in pairs—“What will it take to move to this future?”
Trainers will ask participants to answer a set of reflective questions.  E.g.—“How are we managing diversity now?”  “How long has this
management style been in place?”  “To move things more toward the ideal, what will have to happen?”  “What, if anything, have I done to move
things in the direction of the ideal?  What, if anything, have I done that maintains the current situation?”

10
min

Large Group Discussion
Trainers will ask for a few insights from the exercise.  Trainers will expand upon concept of “predominant norms”and their relationship to issue of
class and privilege. Trainers will introduce the Jackson-Holvino-Hardiman worksheets that model progressions of diversity development.

2h 15
min

BREAK

15
min.

Individual work &  small group discussion—“Key features of Diversity Development”
Participants complete worksheets on diversity model and compare answers.  Participants will decide which stage most closely resembles the City’s
overall diversity development. Participants  prepare to share 2 items from their discussion with the large group.

5 min. Large Group—“Norms, Status, and Influence”
Trainers record comments from the groups.  Trainers briefly present analysis of the impacts of assimilation and tokenism in preserving predominant
norms.  (Objective #2)

25
min.

Small Groups—“Unpacking the Invisible Knapsack”3

Trainers will ask participants to consider the list of examples and brainstorm how they manifest in the workplace.  Participants prepare to share 2
examples from their list.

2h
55min

10 Large Group—“Unpacking the Invisible Knapsack”
Trainers ask for examples from the groups, and record them on chart paper.  Trainers ask for responses from the group about how they see their
roles in leading work groups to broaden their norms, thus expanding inclusiveness in moment-by-moment work.

25
min

Small Groups—“What helps / hinders talking about inclusiveness / Exclusivity?”
Trainers present a template of common barriers, and ask participants to fill in the details.  Trainers present a template of common supports for new
“crucial conversations” and ask participants to fill in the details.

25
min

Large Group—“Helps / Hinders”
Trainers summarize examples.  Trainers present approaches for “power sharing.” Trainers pose “appreciative inquiry” questions to ask for ideas
on how to build on the strengths of subdominant groups.  Summarize concept of moving toward positive capacity building rather than focusing on
“problems” with differences.

4h 15
min

Conclusion—“Next Steps”
Participants identify major points from the session. Trainers ask participants to summarize the benefits of moving diversity beyond programs and
into the day to day approaches to problem solving, decision making, leadership. Participants complete “Next Steps” worksheet.

                                                  
3 Peggy McIntosh; Class Act



Page 21  RFP No. BHR006

Goals and Objectives

Goals for this training
o Improve understanding of the influence of “dominant norms.”
o Greater clarity of the manager’s role in leading diversity development in day to day work.
o Ability to assist subordinates in broadening norms to include subdominant values and styles.
o Skills in setting up and facilitating structure and process to use the contributions of diverse individuals

and groups.

At the end of the training session, participants will be able to do the following:
o Define the key goals and differences between Affirmative Action, Diversity and Multiculturalism, and

the relationship between them
o Identify practices and behaviors that limit inclusiveness on a day to day basis.
o Practice posing questions to lead work groups to broaden cultural norms for day to day planning,

problem solving, and decision-making.
o Explain the benefits to organization development and to the workplace community of working

together to build genuine inclusiveness.

Selling Points

o What makes your class interesting and/or memorable?
Trainers employ the “Appreciative Inquiry” approach to build a community of ideas around the
issues of privilege and multiculturalism.  This approach does not stimulate defensive responses, thus
making it easy for participants to discuss difficult issues openly.

o What makes your class effective?
Starting with the workplace, then moving to the interpersonal and the personal reduces tension.
Participants are engaged as experts with respect to their own culture and class background, age, and
gender experiences.  This creates the basis for looking more closely at the dimensions of privilege
that may affect people who are in a different status position in society.  Simple approaches for
“putting it into words” and developing norms for doing so create new confidence in participants
who may have a tendency to avoid communication of this nature.  The resources are excellent aids
for participants when they return to the job.

o   What makes your class unique?
Many diversity classes focus only on individual attitudes.  This focus separates people, rather than
bringing them together to support change.  Instead, this class explores the subtler, systemic nature of
privilege.  Most classes also begin from a “problem” or “deficiency” perspective.  This can generate a
sense of blame. Instead, we employ the positive, building techniques of Dialog and Appreciative
Inquiry. This reduces people’s fears about engaging in labeling or stereotyping, but most importantly,
it affirms that multiculturalism is a collective process.

Training Evaluation

Same evaluation plan as Module 1
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3.e         Diversity in Employment and Contracting

This proposal is submitted by the State of Oregon by and through the State Board of Higher Education on
behalf of Portland State University – Executive Leadership Institute/Hatfield School of Government,
hereafter known as ELI. ELI and the University system are not eligible to be certified under the State’s MBE,
WBE or ESB programs. However, ELI will subcontract with Trudy Cooper and Associates, a WBE certified
with the State of Oregon (#1410) and EEO certified with the City of Portland.

Analyzing the use of minorities and women in our workplace can be examined on several levels. First, on the
university wide level where our office of Affirmative Action and our Business Office work to make sure our
hiring and contracting processes overcome and avoid underutilization of minorities and women.  Second,
diversity can be studied at our departmental level and for this project in particular. By examining both of
these areas it is clear the both the University and the Institute in its parent Department are working hard to
meet the goals of our affirmative action and diversity initiatives.

Any discussion of diversity at Portland State University should start with the guiding principles given by the
university’s President Daniel O. Bernstine:

As an urban university we are committed to enhancing the intellectual, social, cultural and
economic capabilities of our constituents through educational, research and service
programs that reflect and meet the interests of these diverse communities. The integration of
teaching, learning, research and outreach carried out by students, faculty, and staff of diverse
ages, ethnicities, genders and experiences provides an environment where those
enhancements can take place.

In light of this it is imperative that we conduct all of our activities in a lawful, non-
discriminatory manner with respect to race, color, sex, religion, ethnicity, national origin, age,
disability, veteran status, marital status, sexual orientation or any other applicable basis in
law. It is equally important that we maintain a campus environment that recognizes, support
and celebrates diversity.

- President Bernstine, letter of September 18, 2002.

It is from these guiding words that the university develops and adheres to both affirmative action and
diversity programs through its offices of Affirmative Action and Business Affairs.

The University’s Affirmative Action plan is currently being revised as part of the university’s regular self-
reflection on how it utilizes minorities and women in its workforce. As a part of this process the university
uses a series of test to study all job groups and areas in the university for the underutilization of minorities
and women.  In this examination the university found that women are underutilized in the Athletics and
Performing Arts departments. The university’s Affirmative Action office continuing practices are being used
to meet these deficiencies. Additionally the office also works with departments in the hiring process to
prevent slipping back into underutilization. The office supports hiring by providing community outreach and
advertising services and at the same time requiring departments demonstrate their own efforts to connect
with minority or women groups or communities.

In addition to these workforce-based practices, the university under the direction of President Bernstine also
strives to offer contracts to minority, women or emerging small enterprises. This program is administered
through the office of Business Affairs. Business Affairs provides all purchasers in departments the certified
M/W/ESB database of vendors, and hosts vendor workshops to connect purchasers and vendors.
Additionally the university often relies on M/W/ESB contracts for office supplies and other common
services based on the State of Oregon contracts issued through such vendors as Boise or OfficeMax. This
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effort also supports the requirement and funding from the various U.S. Environmental Protection Agency,
(EPA) contracts that require portions of EPA dollars to go to M/W/ESB’s.

On another scale, our department’s hiring practices and the planning for this project have been done with the
desire to meet our institution’s diversity goals. In the recent reaccredidation of the department it was
demonstrated that the department had moved great strides toward both gender and minority diversity. In fact
meeting goals in the first instance and making improvements in the latter over the past several years. For this
project, the Executive Leadership Institute consulted with Trudy Cooper and Associates (TCA), a women
business enterprise certified with the State of Oregon. Additionally, the program lead on this project is one of
our newest faculty members, Dr. Masami Nishishiba who is a woman of Japanese origin.
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3.f          Proposed Cost

The proposal cost is based on the program design put forth in section 3.d of this proposal. We will be relying
on the professional services of two members of the faculty in the Executive Leadership Institute and
contracting 20% (twenty percent) of the work to Trudy Cooper and Associates, a woman owned enterprise.
Rates for instructors are inclusive of all other staffing and administrative costs from the Executive Leadership
Institute.

Professional Services Hours Rate Total

Dr. Masami Nishishiba 253 $150 $37,950
Portland State University

Dr. Sharron Noone 146 $150 $21,900
Portland State University

Trudy Cooper and Associates 106 $150 $15,900
WBE Subcontractor

Total Professional Services $75,750

Supply Costs

Organizational Cultural Assessment Tool $2,700
200 assessments at $13.50/person from third party

Local travel costs (estimated) $400

Instructional Materials $650

Total Supply Costs $3,750

Total Proposed Cost $79,500
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3.g         Supportive Information

The following references are based on a variety of services provided to agencies:

Public Safety Training and Certification: Executive and Mid-Management Levels
The Executive Program provides those seeking command level public safety positions with the knowledge,
skills and competencies to provide creative and effective organizational leadership. This program offers
expert speakers who have dealt with the issues of strategic thinking and change.
The Mid-Management Development Program has two closely related goals. First, it is designed to build on
participants' experience as they add to or improve management and leadership skills. Second, it provides
critical information about organizational topics and trends in the public safety/public sector that impact an
agency's ability to manage their organization and employees for high performance. This program is ongoing.

The following references have evaluated the program for their employees participation and/or taken part in
the program design and evaluation:

Derrick Foxworth, Chief
Portland Police Bureau
1111 S.W. 2nd Avenue,
Portland, Oregon 97204
(503) 823-0000

Larry Kanzler, Chief
Milwaukie Police Department
10722 SE Main Street
Milwaukie, Oregon 97222
(503) 786-7405

U.S. Army Corps of Engineers Leadership Development Programs:
Portland and Walla Walla Districts
These programs were developed closely with the leadership of both districts to meet the individual needs of
their regions. The program is a year-long series of courses on leadership development, leading public
organizations and national policy processes. All three courses were interwoven to show how each level comes
to bear on the individual in their respective work. At each stage of the program Executive Leadership
Institute faculty work with the Corps’ leader to develop the appropriate and timely materials to best serve
their emerging leaders. We are proud to say that the Portland District Leadership Development Program has
been regularly recognized as on the best in the nation by the commanders in the Corps. These programs were
contracted with a fixed price agreement and administered through our Research Accounting office which
guaranteed adherence state and federal cost control principles. The Portland District program is ongoing and
the Walla Walla program ran for five years until 2002.

Davis Moriuchi, Deputy District Engineer, Portland District
U.S. Army Corps of Engineers
333 SW 1st Avene
Portland, OR 97202
503-808-4503 (Executive Office number)
Mr. Moriuchi works with the faculty of ELI to design the program and evaluates our performance
each year.

Sharon White, Program Contact
Walla Walla District
U.S. Army Corps of Engineers
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201 North Third Avenue
Walla Walla, WA 99362
(509) 527-7701
Sharon.L.White@nww01.usace.army.mil
Ms. White administered the program on the agency’s behalf with ELI, the program at this time is not
running.
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