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Dear Mr. Quiñones, 

Hanamura Consulting, Inc. is pleased to be submitting a proposal for the Development and Delivery of City Employee Cultural Competence in the Workplace Training (RFP No. BHR007).

Our firm was founded in 1986 by its president and owner, Steve Hanamura.  We provide consulting, training and public speaking services to a wide variety of clients.  Areas of expertise include individual and organizational facilitation, managing and leading diversity initiatives, communicating through cross cultural conflicts, building teams where everyone is different and managing and leading change.

Hanamura Consulting holds a current City of Portland Business License (account: 412812) and is EEO certified through 1-31-2007

Steve Hanamura will represent Hanamura Consulting in any negotiations and is authorized to sign any resulting contracts with the City of Portland.  Mr. Hanamura’s contact information is as follows:

Steve Hanamura, president

Hanamura Consulting, Inc

6070 SW Chestnut Ave

Beaverton, OR  97005

Telephone: 503-297-8658

Fax: 503-297-8012 

sh@hanamuraconsulting.com
We look forward to serving the City of Portland.

Sincerely,

Steve Hanamura 

PROJECT TEAM
Steve Hanamura, president of Hanamura Consulting, Dr Janet Bennett, executive director of Intercultural Communication Institute and Dr. Robert Hayles, Effectiveness Diversity Consultant will work collaboratively on all aspects of this project.  All three individuals are highly sought after by public, private and government agencies

· TEAM QUALIFICATIONS

Steve, Janet and Robert have:

· Designed and developed many diversity training programs

· Conducted numerous train-the-trainer sessions, both domestically and internationally

· Advised and developed diversity councils in both public and private sectors

· Worked with clients to engage in the “difficult” diversity conversations

· Provided coaching and feedback with participants on diversity and inter-personal related matters

· Worked with domestic and international government agencies

From the late 1980s to the mid 1990s Steve worked with corporations such as Safeway, US West and Levi Strauss.  During this time he trained trainers, co-facilitated diversity sessions with both internal and external personnel, provided coaching and feedback to internal trainers as they were learning the training curriculum.

At US West Steve was the lead facilitator who worked with these internal and external staff.

Steve was a member of a team that delivered high level training and coaching to the senior management team at Levi Strauss.  Similar duties of working with internal trainers, facilitating difficult conversations, and helping leaders to make the business connection were a large part of his work.

Steve co-trained in diversity at Safeway Corporation. While working with high level executives, he was a part of many pilot training processes before it was rolled out to others in the organization. He worked with internal trainers by providing feedback to them as they worked on developing their skills

Since 1977, Janet has worked in education and training in both international and domestic contexts, specializing in training intercultural trainers, as well as implementing programs on diversity and intercultural competence.

As an external consultant, she has worked with six local and regional power companies, developing their diversity councils, educating their leadership and designing and implementing diversity training. Her other external work includes large-scale training projects at organizations such as Boeing, Nike, Motorola, and Adidas and includes numerous educational institutions and nonprofits.

She directs the Intercultural Communication Institute, which offers graduate education and professional development for those involved in both global and domestic intercultural efforts, in educational, corporate, and nonprofit arenas.

In addition, she has been teaching in the Training and Development Program in the Graduate School of Education at Portland State University since 1990.

During the mid 1990s Robert led at least a half a dozen large scale training projects.  

At Digital Equipment Corporation as the internal Diversity leader of sales, services, marketing and international, he led the development of a training program, managed the recruitment of external and internal trainers, managed the train-the-trainer program (implemented and evaluated the program for half of the employees in the corporation).

As an internal consultant for Ford Motor Company, Robert designed a global training program for all 360,000 employees and conducted sufficient train-the-trainer programs for them to be rolled out on a world wide basis.

Although the examples we have shared so far are corporate in nature, Steve, Janet and Robert have extensive experience working with government agencies.  The collective partial client list includes:

City of Portland, Bureau of Licenses

City of Portland, Water Bureau

City of Portland, Library

Multnomah County, Oregon

Oregon Departments of Human Resources; Transportation; Revenue; Forestry

Veterans’ Administration Hospital

Minnesota Attorney General’s office

State of Oklahoma 

Cities of Normal, IL; El Paso and Austin TX; Bellingham, WA; Marshalltown, IA; The Dalles and Beaverton, OR; Juneau, AL

Internal Revenue Service 

Bonneville Power Administration

US Forest Service

Federal Executive Institute: USAID

Cinfo Center for Information, Advice and Training, Bienne, Switzerland

Directorate of Public Management (Norway)

Government of Columbia, South America

Alberta (Canada) Department of Culture and Multiculturalism

Drawing from City of Portland specific Case Scenarios, we are confident that we will be able to design and deliver a training program that will be relevant and timely. We believe this training and the subsequent training of trainers will assist the City of Portland in their desire to enhance inter-bureau communications, enhance customer service, and manage the results they want for utilizing effective decision making processes.

· KEY MEMBERS

Steve Hanamura, president of Hanamura Consulting, Inc, is located in Beaverton, Oregon.  His responsibilities are as follows:

· Serve as administrator of the project in collaboration with appropriate City of Portland personnel

· Will collaborate with Janet and Robert in design and delivery of initial training to trainers and other participants

· Work in partnership with Janet, Robert and City of Portland to develop criteria for the train-the-trainer process

· Participate in writing the facilitator’s guide

· Participate in the development of and delivery of each training module

· Provide one-to-one coaching to internal trainers as they work on skill development

· Participate in the evaluation of trainers as they do their work

· Assist in writing an evaluation form for each module

· Collaborate with other City of Portland staff in all aspects of the work

· Serve as contact person in the event of challenges changes and other trouble shooting concerns

· Will devote up to 40 percent of Hanamura Consulting time to City of Portland project

When Steve is not working on this project he is involved with handling the operational needs of Hanamura Consulting, providing consulting and training to a wide variety of clients and delivering motivational speeches around the country.

Steve is qualified for this project because he is well versed and well read in diversity and leadership principles.  He possesses the ability to facilitate individuals and groups through difficult processes. Steve is able to assist participants in making practical applications to the job after learning about diversity and leadership concepts.  Being blind and Japanese American, he has a unique perspective to life experiences.

Janet Bennett, executive director of the Intercultural Communication Institute, is located in Portland Oregon. Her responsibilities are as follows:

· Collaborate with Steve and Robert in designing and training modules, writing facilitators guide and training trainers

· Assist in developing train-the-trainer criteria

· Collaborate with Steve and Robert on the pilot program 

· Participate in the evaluation of trainers as they begin their teaching

· Collaborate with the City of Portland officials on all aspects of training

· Will devote up to 30 percent of her work time to the City of Portland project

Outside of this project, Janet’s work time is devoted to consulting, training, and teaching both nationally and internationally, and directing the Intercultural Communication Institute.

Janet is qualified for this project based on her extensive experience in training individuals both to teach about culture and to teach across cultures. Her work in adult learning and instructional design gives her an enthusiasm for the challenge of educating adult trainees to be curious about differences rather than fear them.  Janet’s ability to relate to the European American population is also an important feature of her contribution to the team since she herself is a White female.

Dr. Robert Hayles, Located in Manzanita, OR works as an effectiveness, diversity consultant.  His responsibilities are as follows:

· Serve as lead person in design and training modules, writing facilitators guide and training trainers.

· Perform one-on-one coaching of participants as they go through the training 

· Assist in developing train-the-trainer criteria

· Will collaborate with Steve and Janet in design and delivery of initial training to trainers and other participants

· Will serve as lead person in developing evaluation processes for both training modules and the overall training process

· Collaborate with City of Portland officials on all aspects of training

· Assist City of Portland to incorporate the things that are learned in training 

· Assist the City to develop strategies for next steps once train-the-trainer has been completed

· Will devote up to 30 percent of his work time to City of Portland project

Outside of this project, Robert’s work time is devoted to consulting, coaching, and training with a wide variety of clients as well as writing on the topics of effectiveness and diversity.

Robert has worked both as an internal and external consultant and trainer.  His train-the-trainer experience has been from both perspectives. As an executive in the marketplace, Robert has demonstrated that he has exceptional skills in helping people engage in the personal work that is necessary in order to become an effective trainer. He then assists in integrating the work so it becomes a part of the infrastructure or fabric of large organizations.  As an African American male who also has been a corporate executive, Robert is a powerful role model for minorities and we are enriched by his contribution to this process.

· MANAGEMENT APPROACH

Once we have been notified that Hanamura Consulting is the vender for this project we will meet with City of Portland officials to establish a collaborative working relationship and develop roles and responsibilities for internal and external staff.

In order to insure success of this project we recommend the following sequence of activities:

1. Conduct training for all seven modules. Steve, Janet, and Robert will assume responsibility for delivering this training in teams of two.

2. Evaluate the training and make necessary modifications to the proposal that was submitted

3. Write facilitators guide for each module

4. Develop train-the-trainer criteria. Examples of criteria may include:

· must be above average performer on their job 

· has support from their manager to be involved in the diversity process

· has good communication skills

· must demonstrate commitment to diversity and cultural competence

· must be able to be objective when a participant may challenge their personal belief systems

5. Roll out train-the-trainer session with twenty to forty participants (it should be noted that train the trainer takes twice as long as the actual training since we stop and provide feedback and coaching after each segment).

6. Training to be rolled out in partnership with the internal trainers
7. Steve, Janet and Robert to work with city officials to evaluate and certify trainers. We would do this in conjunction with the certification board.

Should there be any questions about this process, or should problems arise in any part of this project, contact the project administrator: 

Steve Hanamura

503-297-8658

Sh@hanamuraconsulting.com
· KEY PERSONNEL 

Steve Hanamura has a master’s degree in counseling from University of Oregon and a bachelor’s degree in psychology from Linfield College. 

He has taken numerous workshops in group facilitation including Human Element I and Human Element II with Will Schutz.

He has attended classes at the Summer Institute for Intercultural Communication (SIIC) in Forest Grove, OR.  Course work included:  Japanese thought patterns, diversity in a global marketplace and work for and with advanced trainers.

Dr. Janet Bennett received her undergraduate degree in journalism and psychology from San Francisco State University, and her M.A. and Ph.D. in speech communication from the University of Minnesota, with an emphasis in organizational and intercultural communication.

Her own professional development is accomplished through attendance at five or more professional conferences each year, as well as through her active participation in the International Organization Network (ION), a research collaboration among forty educators and consultants investigating global leadership.

Dr. Robert Hayles received his undergraduate degree in behavioral science from University of Kansas, a PhD in psychology from University of Colorado and has done post graduate work in business.

He typically engages in at least a week annually of professional development (i.e., facilitation skills, learning about specific aspects of diversity, financial management, etc).

RESPONDENT CAPABILITIES
Steve Hanamura is on the faculty at Summer Institute for Intercultural Communication in Forest Grove, OR teaching one-day sessions on Generational Differences, Group Facilitation, and Leading Teams from Diverse Perspectives.

He has directed a federally funded project that provided ombudsperson training with the Oregon Commission for the Blind’s Client Assistance Project.  Duties included supervision of three staff members who worked state wide, provided ombudsperson services to clients of the agency, wrote federal grants, served as liaison between clients of the agency and agency administrator to resolve conflict, served as liaison between state and federal agencies to administer project.

Following the federal project, Steve worked with the Oregon Commission for the Blind in two capacities.  First, as the director of the agency’s rehabilitation center where he supervised thirty staff, wrote budget packages to state legislators and provided training for staff to do group and individual conflict resolution about disability.  Second, as executive assistant to the agency Steve performed public relations functions, met with state legislators to insure agency funding, coordinated training for agency staff and represented blind people of Oregon to the general public on basic awareness.

Hanamura Consulting was awarded a $400,000 contract to train half of the management and employee group at the Bonneville Power Administration.  The other half of the contract was awarded to a Seattle based consulting firm. The two firms collaborated on designing a training program for managers and employees.  The purpose was to heighten awareness of the impact of diversity on work place performance.  Hanamura Consulting hired nine subcontractors to work the project.  This meant that Steve was involved in coordinating training schedules, providing training for the subcontractors, serving as mediator when conflicts arose between managers and employees on diversity related matters and responded to internal customer needs and questions when challenges were brought to our attention.

These experiences speak to Steve’s ability to direct a project, understand the intricacies of processes and procedures in government and work as a leader, not just a manager.

Dr. Janet Bennett served as a Peace Corps volunteer in Micronesia and has since devoted her career to developing theory and training methods in intercultural communication. 

As an educator, Janet created the liberal arts program at Marylhurst College, where she was the chairperson. Since 1977, she has been providing consultation and training in intercultural relations. In the international arena, she designs training for cross-cultural educational exchange programs, consults with multinational companies, and conducts professional development seminars in Asia and Europe for corporate trainers and university faculty. In the area of domestic intercultural relations, she designs company-wide programs in valuing and managing diversity for corporations, and conducts workshops on intercultural relations for corporate executives and managers, university faculty and administrators, social service personnel, healthcare and legal professionals, and others in the public and private sectors. Janet also designs and conducts diversity programs for multicultural university campuses, and she is a sought-after speaker on intercultural topics at both academic and professional conferences.

In 1986, Janet co-founded and is executive director of The Intercultural Communication Institute (ICI), a private, nonprofit, foundation designed to foster an awareness and appreciation of cultural difference in both the international and domestic arenas. ICI maintains an extensive library, and sponsors the annual Summer Institute for Intercultural Communication, which draws over 800 faculty and participants from throughout the U.S. and abroad to three weeks of intensive professional development workshops.

Janet is the director of the ICI/University of the Pacific Master of Arts in Intercultural Relations, a non-residential graduate program for professionals and other non-traditional students. She also teaches training and organizational development as an adjunct faculty member of the Portland State University Department of Education. She has published several articles and chapters on intercultural theory and training in academic books and journals. Most recently, she has edited the Handbook of Intercultural Training (3rd ed.) with Dan Landis and Milton Bennett.

Dr. Robert Hayles was the chair of the Board of Director’s for the American Society for Training and Development in 1996. 

He is on the faculty of the Summer Institute for Intercultural Communication.  He teaches a week-long workshop on Diversity Work for the 21st Century.  

Robert was Vice President for Diversity for The Pillsbury Company in the mid 1990s and continued as a consultant through 2004.  During that time he designed a complete training program (foundation plus a full set of issue specific units), recruited internal trainers, personally conducted all train-the-trainer sessions with nearly annual refresher training, designed the evaluations, and led the global diversity function until 1996.

As a consultant for the Marathon Oil Company, he designed a series of workshops for executives, managers, supervisors, and individual contributors and conducted train-the-trainer for all except the senior executive workshops.

Robert consulted with the Valspar Corporation to design a series of workshops for all employees.  He conducted a series of train-the-trainer programs designed to prepare trainers to deliver programs in specific settings (e.g., corporate headquarters, field, plants)  

He served as an external consultant at UBS where he co-designed a training program for all executives on a world-wide basis and conducted a train-the-trainer program.  Currently he is co-facilitating with internal diversity professionals for special modified sessions and personally facilitating senior executive sessions.

In addition Robert has worked with over 150 clients in the public, private and civic sectors.  They include:  World Bank, Internal Revenue Service, Government of Colombia (S.A.), City of Austin, Canada Post Corporation, Stanford University, PricewaterhouseCoopers, Hewlett Packard, Whirlpool, Abbott Labs, Allstate, Deluxe, Levis, and others located in over 15 different countries.
PROJECT APPROACH AND UNDERSTANDING

MODULE ONE 

Orientation to Diversity Development and Cultural Competency

1.  Course Summary 

This module is divided into two segments.  The first segment provides an understanding of what diversity and cultural competency mean.  This includes an overview of the City’s initiatives. The second segment addresses why individuals, groups and organizations must do this work.   

2. Training outline/timeline

    Segment one (1 ½ hours)

A.  Opening

· Brief introductions (participants, facilitators)

· Logistics

· Program overview

· Setting norms for behavior during the program

B.  Defining diversity and cultural competence



1.  State-of-the-art

· Similarities and differences (an exercise)

· Experiences of sameness and difference (an exercise)

· Definitional models (iceberg, umbrella, etc.)

· Culture-general and culture-specific competence

· Generic definitions

· Sample definitions from other organizations

· City of Portland definitions

2.  An overview of City of Portland cultural competence, diversity, and related programs

Segment two (1/2 hour)

A.  Why diversity and cultural competency work must be done



1.  Changing demographics (many dimensions) 

· Employee pool

· Population served (i.e., customer service)



2.  Productivity (includes inter-bureau cooperation)



3.  Innovation and creativity



4.  City economic development and well-being



5.  Addressing bias, prejudice, and isms





6.  The right thing to do



7.  Legal compliance, litigation prevention, etc.

3. Goals and Objectives:

A.  Set the tone for the overall program.


B.  Define diversity and cultural competency.


C.  Become familiar with the City’s overall initiative in this area.


D.  Be able to explain why the City is doing this.

4.  Selling Points:


A.  State-of-the-art information, creative participant engagement, and research-based models/tools make this module effective.

5.  Evaluation (oral and written):


A.  Based on objectives for this module


B.  What went well?


C.  What could have gone better?


D.  Evaluation of facilitators


E.  Comments

MODULE TWO 

Assimilation, Pluralism and Inclusiveness in a 

Multicultural Organization

1. Course Summary

This workshop will explore a variety models for multicultural organizations.  They will range from approaches where differences are eliminated to where differences are exaggerated.  The implications of each approach will be examined and the City of Portland’s approach will be noted. 

2. Training outline/timeline

A. Opening

· Brief introductions (participants, facilitators)

· Logistics

· Norms

B.  Response options to cultural similarities, cultural differences and diversity for individuals (Source: Roosevelt Thomas)

· Increase or decrease the amount of diversity.

· Deny or minimize diversity.

· Require assimilation.

· Suppress diversity by making it less conscious

· Isolate diversity (i.e., segregation)



· Tolerate it.

· Build relationships with people who are different.

· Foster mutual adaptation

C. Development paths for individuals 

· Developing Intercultural Sensitivity (Source: Milton Bennett)

· Identity development models (e. g. W.E. Cross, Angela Airall, Steve Hanamura, Terry L. Cross:  Hayles & Russell  (1997) is one source for all of these models)

D.  The City of Portland’s path

· Individually develop each person to their potential.

· Individuals choose right and best option in each situation.

3. Goals and Objectives:


A.  Understand multiple approaches for individuals in multicultural organizations.


B.  Note the City’s approach and the rationale for it.

C.  Participation strengthens the understanding of and commitment to the City’s chosen path for its employees.

4.  Selling Points:

A.  Conceptual and research-based models give this module rigor.  

B.  Challenging discussions and explorations of a wide range of possibilities make it module stimulating.  

5.  Evaluation (oral and written):


A.  Based on objectives for this module


B.  What went well?


C.  What could have gone better?


D.  Evaluation of facilitators


E.  Comments

MODULE THREE

The Effect of Culture on the Workplace

1. Course Summary 

In the contemporary workplace, individuals can no longer assume that everyone arrives to the meeting or to the negotiation on the same page. While everyone may have prepared equally thoroughly, and may be equally committed to the success of the project, when the meeting begins, something goes mysteriously wrong. This module will explore the possibility that “something cultural is going on!”

After we have celebrated, honored, managed, and valued diversity, why is it that work groups still can’t “just get along?” Since the impact of cultural differences is often subtle, it can easily undermine effective interaction in unexpected ways. Your meeting may go off-track, coaching sessions may misfire, performance appraisals may seem tense, and hiring interviews may be unintentionally biased.

This module will examine the underlying cultural values and norms that catch us unexpectedly in our workplace interactions, by using videos, lectures, exercise, case studies, and discussions.

2. Training outline/timeline

Module length: 2 hours

A. Overview, introductions, course objectives, agenda, ground rules, inoculations for safety

B. Foundational ideas:

· Definitions

· Primary concepts: values, beliefs, behaviors

· Current curiosity about global values

C. Recognizing our own worldviews

· The cultural filters values provide

· Video case study

· Values analysis

D. Typical workplace scenarios

· Value clashes at meetings

· Value clashes in performance reviews

· Value clashes in motivation

· Value clashes in interviewing

E. Strategies for adaptation

· Unbridled inquisitiveness: becoming culturally competent

· Learning to learn more about culture

· Description, Interpretation, Evaluation

3. Goals and Objectives:

A. Goal: to increase awareness of the invisible aspects of culture that impact meetings, interviews, and appraisals

B. Objectives: the participants will be able to: 

· Define what is culture, and why does it matter?

· Gain new insights on the impact of subtle value differences in the workplace

· Analyze their own cultural values in contrast to other cultures

· Assess the verbal and nonverbal barriers to intercultural understanding

· Develop a fresh perspective on the culturally inclusive workplace

· A review of cultural assumptions underlying interviewing strategies and meeting styles

· Ten key activities for success in a multicultural workforce

4. Selling Points:

A. Application of global leadership values studies to the domestic context of Portland ties the idea of culture to something being discussed internationally as well as locally, inspiring a sense of participating in a larger context.

B. Becoming aware that one’s own perspective is not the only perspective is often memorable

C. Development of cultural humility is often seen as essential for intercultural effectiveness.

5. Evaluation (oral and written)


A.  Based on objectives for this segment


B.  What went well?


C.  What could have gone better?


D.  Evaluation of facilitators


E.  Action plan item


F.  Comments

MODULE FOUR

Effective Cross-Cultural Communication and 

Cross-Cultural Conflict Resolution

1. Course Summary 

While people often suspect that there is a “communication problem,” they rarely know precisely how to assess what that really means. By understanding culturally related communication patterns, individuals can more readily diagnose what may have gone wrong.

All professionals who function in today’s workforce soon come to realize that strategies for handling conflict differ greatly across cultures. Whatever task inspires the conflict, the process used for resolving it frequently seems to make it even more uncomfortable. While some cultures prefer the direct, U.S. American style, others consider this offensive and counter productive. Many of us are familiar with ways of resolving conflict in our own culture, but we rarely have the opportunity to explore styles of conflict used across cultures. This presentation will explore those styles and suggest effective approaches not only to understanding these differences, but also bridging them. 

This module will address the challenge of intercultural conflict using a combination of entertaining lecture, videos, case studies, an inventory, and group discussion.

2. Training Outline/Timeline:

Module length: 4 hours

A. Overview, introductions, course objective, agenda, ground rules, inoculations for safety

B. Foundational ideas

· Definitions

· Communication concepts: nonverbal, communication styles, values

· Conflict and intercultural conflict

· Differentiate race and culture; stereotypes and generalizations 

C. Communication styles in the workplace

· Comparative communication styles

· Strengths and limits of particular styles

· Cultural patterns of styles

· Application to the work context

D. Conflict patterns

· “I” cultures and “We” cultures

· Individualistic and collectivist conflict patterns

E. Intercultural Conflict Styles Inventory

· Complete inventory

· Chart group norms

· Suggest strengths and limits of each style

· Develop examples of workplace conflict across cultures from their own experiences

· Resolve their conflicts using four intercultural styles

3. Goals and Objectives:

A. Goal: to develop a familiarity with alternative strategies for handling conflict in culturally responsive ways.

B. Objectives: the participants will be able to:

· Recognize cultural patterns in communication styles

· Identify the impact of different patterns of nonverbal and verbal communication on the professional context

· Assess the contribution alternative styles make to the workplace

· Complete the new Intercultural Conflict Style Inventory (see Optional Cost under PROPOSED COSTS)

· Analyze the cultural implications of conflict resolution styles

· Review work-related intercultural conflict case studies

· Suggest strategies for adapting to other styles

4. Selling points:

A.  Many individuals, frequently with negative evaluation, recognize communication styles. Consideration of these as cultural patterns is often fresh and relevant to their work.

B.  This is a different angle on diversity than the more typical “celebration,”   demographics, or legal perspectives.

C.  The videos are lively and engaging.

D.  The Intercultural Conflict Inventory gives them personalized feedback.

5. Evaluation (oral and written):


A.  Based on objectives for this segment


B.  What went well?


C.  What could have gone better?


D.  Evaluation of facilitators


E.  Action plan item


F.  Comments

MODULE FIVE

Class and Privilege in the Workplace

1. Course Summary:

With a focus on the subtle aspects of class and privilege, this module will highlight the many ways in which individuals can be diminished and disadvantaged because they “don’t fit.” Through careful exploration of how organizations can privilege certain styles of interaction that relate to class, race, and culture, participants will gain fresh insights about the impact of privilege and recognize their role in transforming privilege into inclusivity.

This module will use videos, exercises and small group discussions to engage participants in self-reflection and self-directed transformation.

2. Training Outline/Timeline:

Module length: 2 Hours

A. Overview, introductions, course objectives, agenda, ground rules, inoculations for safety

B. Recognition of the many forms of privilege:

· Definitions

· Cultural styles and privilege

· White privilege

· Class privilege

· Heterosexual privilege

C. Cultural styles privilege

· The privilege of being linear, direct, and objective

· The privilege of nonverbal patterns that match the dominant culture

· The impact of these privileges on performance appraisal, meetings, interviews, etc.

D. White privilege

· How much is race worth to you? (Nightline vide: “Black and White in America”)

· White privilege

· How does it impact your work? (Video: “True Colors”)

· Does it happen in Portland? Does it happen in the workplace? What stood out to you?

E. Class privilege

· Critical incidents from the workplace that relate to class issues

F. Strategies of transformation

3. Goals and Objectives 

A. Goal: to develop a substantial awareness of the impact of privilege in the workplace

B. Objectives: the participants will be able to:

· Identify multiple forms of privilege in the workplace

· Recognize their own position in terms of privilege

· Develop strategies for transforming privilege

4. Selling points

A. Consideration of what race is worth to you is a startling exercise without being confrontive

B. The subtlety of the material is surprising and memorable

C. By sequencing this content from low to high risk issues, the module increases the participants’ grasp of the material without creating resistance. This developmental framework is often noted to be unique.

5. Evaluation (oral and written):


   A.  Based on objectives for this segment


   B.  What went well?


   C.  What could have gone better?


   D.  Evaluation of facilitators


   E.  Action plan item


   F.  Comments

MODULE SIX 

Diversity-Centered Organization Change and

 Work Environment Development

1.  Course Summary: 

This workshop will explore diversity-centered organization change and development.  Experience and research-based models will be used in this module.  Participants will have the opportunity to evaluate their respective organizations using a multicultural model of organizational development.  

2. Training outline/timeline:

Module length: 2 hours

A.  Opening

· Brief introductions (participants, facilitators)

· Logistics

· Norms

B. Organizational Development

· In general

· Diversity-centered, multicultural, pluralistic, etc.

C. Models for multicultural organizational development (all described in Hayles & Russell, 1997)


   
1. Adler (a conceptual model)


    
2. Developmental stage models  

· Katz & Miller  

· Armour 

                      3. Requirements for moving from stage to stage

D. Applications



1.  Diagnostic tools 

· Benchmarking

· Best practices

· Diagnostic instruments



2.  Applying a model to each participant’s organization

3. Goals and Objectives:


A.  Describe at least two different types of diversity-centered organizational development models


B.  Apply a model to each participant’s current organization


C.  Understand requirements from individuals to move forward.

4.  Selling Points:


A. Participation, state-of-the-art models, and high relevance to each person’s current organization make this module worthwhile.

5.  Evaluation (oral and written):


A.  Based on objectives for this module


B.  What went well?


C.  What could have gone better?


D.  Evaluation of facilitators


E.  Comments

MODULE SEVEN 

Managing Bias in the Workplace

1. Course Summary

This module addresses bias, prejudice, isms, etc. in the workplace.  It looks at what biases exist in the workplace, impacts of prejudice, and the costs of isms.  The emphasis will be on preventing, identifying, and responding appropriately in a wide range of cultural competency and “diversity” situations.  

2. Training outline/timeline:

Module length: 2 hours

A. Opening

· Brief introductions (participants, facilitators)

· Logistics

· Norms

· Unique requirements for the “last” module in this series.

B. Define and give examples of bias, prejudice, isms and related terms.

C. Define and give examples of institutional isms.

D. Conduct a confidential, unshared, personal assessment of participant biases and prejudices (a guided process without written documentation)

E. Prevention

· Conditions for reducing bias and prejudice in work environments (Source: Amir in Hayles & Russell, 1997)

· The value of diversity in groups as an antidote to bias

· Brainstorms in small groups regarding actions

F. Addressing inappropriate behavior

· Basic legal issues relevant for employees regarding equal opportunity and harassment (tutorial)

· Communication skills for feedback (handout* and practicum)

· Small group brainstorms regarding approaches and actions

3. Goals and Objectives:


A. Define bias, prejudice, isms and related terms.


B. Define the above at the individual, group and institutional levels.


C. Explore methods for identifying the above personally.


D. Explore methods for preventing the above personally.


E. Explore methods for addressing the above personally.


F. Connect the personal with the institutional.

4. Selling Points:

     A. This module adds value by addressing thoughts, attitudes, feelings and behaviors.  

      B. It also addresses the full range including prevention, identification, and correction of inappropriate behavior.
5.  Evaluation (oral and written):



A.  Based on objectives for this module


B.  Addressing the entire seven-module series


C.  What went well?


D.  What could have gone better?


E.  Evaluation of facilitators


F.  Comments

* We would prefer to bring sample handouts to the interview since our work is proprietary at this time.  We understand that if selected the handouts would become public record.

DIVERSITY IN EMPLOYMENT AND CONTRACTING REQUIREMENTS

Hanamura Consulting, Inc is currently certified as a Minority Business Enterprise (certification # 664, expiration 2-9-08).

Hanamura Consulting is deeply committed to the professional development of Minority-owned, Women-owned and Emerging Small Businesses.  We believe that these groups will bring great value to the citizens of Portland and the state of Oregon at large.  We have been involved in the following activities and behaviors as demonstration of that commitment

Our firm founded a group entitled Northwest Diversity Leadership Forum for the purpose of allowing minorities and women to meet and work on personal and professional development plans.  The group meets twice a year and engages in conversation to assist individual growth, address challenges and obtain personal support for what they want to do in their respective organizations.

We exchange referrals for business opportunities with a Women-owned leadership firm in Portland.  During the writing of this proposal, Steve will be meeting with one of the officers of this business to explore business options and opportunities

PROPOSED COST
PART I

· Ten 2-day pilot sessions; initial pilots will be used to finalize the design, then additional pilots as co-trainers with the internal trainers

Twenty days with two consultants at $2300/day/consultant = $92,000
TOTAL FOR PART I = $92,000

PART II

· Internal trainers go through all modules at the train-the-trainer pace (two training days = one actual day).  This includes trainer practice, trainer feedback, evaluation of course, evaluation of trainers and course modification

Four days with two consultants at $2300/day/consultant = $18,400

TOTAL FOR PART II = $18,400


PART III

· Design, evaluation, document prep (in-office)

Forty-eight hours @ $200/hour = $9600

TOTAL FOR PART III = $9600

PART IV

· Administrative costs (lodging/travel expenses for Robert, additional phone meetings or course revisions, trouble shooting, etc)

TOTAL FOR PART IV = $5,000


TOTAL FINAL COST = $125,000



OPTIONAL COST
· The Intercultural Conflict Style Inventory as suggested in Module Four would be an additional cost of $8 each.  This has not been factored into the Proposed Cost.

There will be a four hour minimum for any onsite visit which will be billed out for the full $2300 per day per consultant to maximize time efficiency.

SUPPORTIVE INFORMATION
Linda Mock, Administrator

Oregon Commission for the Blind

535 SE 12th
Portland, OR  97214

503-731-3221

Linda.Mock@mail.cfb.state.or.us 

Pat Blanco, Systems Analyst

Bonneville Power Administration

905 NE 11th, JSH 3
Portland, OR 97232

503-230-4182
peblanco@bpa.gov 
Julie O’Mara, President 

O’Mara and Associates

5979 Greenridge Rd

Castro Valley, CA  94552

510-582-7744

julie@omaraassoc.com
Linda Banks, Human Resources Specialist, Organizational Development & Training and HR Operations, Diversity
Portland General Electric

121 SW Salmon Street

Portland, OR  97204

503-464-7776

linda.banks@pgn.com
Rossie Carnes, Program Development & Coordinator
Federal Executive Institute USAID
1301 Emmet St. 
Charlottesville, VA 22903
434 242-5068
rscarnes@opm.gov 

Ruth Hiraki, Diversity Manager
Bonneville Power Administration

Power Business Line, PB-6
PO BOX 3621
Portland, OR 97208-3621
503-230-7642
rlhiraki@bpa.gov 


CITY OF PORTLAND

PTE FIRST TIER SUBCONSULTANT DISCLOSURE FORM

(FORM 1)

This Request for Proposal requires submission by the Proposer of the First Tier Subconsultant Disclosure Form. When the contract amount of a first-tier subconsultant furnishing services, labor or labor and materials would be greater than or equal o $10,000, the Proposer must disclose the following information about that subconsultant.

Proposer Name:  _Hanamura Consulting, Inc_  Total Amount:  __________

RFP Number: ___BHR007________________  Project Name: Development and Delivery of City Employee Cultural Competence in the Workplace Training 

	SUBCONSULTANT NAME
(Please Print)
	M/W/ESB
	SCOPE/TYPE
OF WORK
	SUBCONTRACT AMOUNT

	Firm Name:  Robert Hayles
Firm Phone #: 503-368-3280
Firm Fax # 503-368-6285
	
	Design, write, train, coach, evaluate
	$40,000

	Firm Name:  Janet Bennett
Firm Phone # 503-297-4622
Firm Fax # 503-297-4695
	
	Design, write, train, coach, evaluate
	$40,000

	Firm Name:
Firm Phone #
Firm Fax#
	
	
	$

	Firm Name:
Firm Phone#
Firm Fax #
	
	
	$

	Firm Name:
Firm Phone #
Firm Fax #
	
	
	$

	Firm Name:
Firm Phone #:
Firm Fax #
	
	
	$

	NOTE:

1)
If the Proposer will not be using any subconsultants that are subject to the above disclosure 

requirements, the Proposer is required to indicate “NONE” on this form.

2)
All subconsultants with contracts $10,000 or over must be listed on Form 1. Leave M/W/ESB 

column blank if firm is not confirmed certified through the State of Oregon Office of Minority, Woman and Emerging Small Business: http://egov.oregon.gov/DCBS/OMWESB/index.shtml 
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