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Knowing what makes groups tick is as important as understanding individuals.  Successful managers learn to cope with different national, corporate, and vocational structures.
P. Christopher Early and Elaine Mosakowski

What second language do 23 percent of the public school children speak in Beverly

Hills, California?  If you answered “Farsi,” you would get this question right on a

future quiz show!
Elizabeth Keller
Abstract

The American workforce, in both the public and private sectors, is becoming increasingly diverse.  Asians and Hispanics are now the fastest-growing segments of the work force, and that trend is projected to continue well into the current century.  An emphasis on Affirmative Action and Equal Employment Opportunity (AA/EEO) no longer provides adequate guidance for managing the workforce in either public or private sectors, yet much of what we continue to teach in MPA programs and continue to practice in public-sector management remains driven by AA/EEO.  


The public sector was in the forefront of implementing AA/EEO, serving as a role model for the private sector.  The same cannot be said when it comes to managing diversity.  The private sector leads in this area, and we in the public sector are playing catch-up.  This is reflected in the human resource management literature as well as in the course offerings in MPA programs.  This paper will first examine the extent to which a focus on managing diversity is developing within academic programs in public administration.  It will then review and contrast the human resource literature relating to diversity management in both the public sector and the private sector, and will conclude with recommendations for bringing this literature into the MPA curricula.

Introduction

The phrase affirmative action remains as controversial today as it was 40 years ago. And it is now a concept that is under fire not just from its traditional opponents but also from its traditional defender–the courts. Support for affirmative action is now often pre​sented under the rubric of "diversity;" however, as Sonnenschein's argues, "they are not" the same thing (1999, p. 25). Its critics often saw affirmative action as an unwarranted boost for African Americans primarily, and for women secondarily; yet, as Sonnenschein points out, "A group of white male engineers is a diverse group" (199, p. 3). Politically, we are seeing, as Gurwitt (2001) calls it, a "relaxation of racial poli​tics," although he adds that there is a very real difference between relaxing and disap​pearing (p. 20).  TalentSmart argues that “enlightened self-interest” will drive employment opportunities of tomorrow (2004, 1). 
These changes are not yet well-reflected in the curricula of programs affiliated with the National Association of Schools of Public Affairs and Administration (NASPAA).  NASPAA guidelines call for programs to build and maintain a diverse faculty and student body, but do not call for teaching our students how to manage an increasingly diverse workforce (2003).  The work force is becoming more diverse, as is the citizenry our students are serving or will serve.  And the response to this growing diversity can’t be the infamous one of Lewiston, ME’s, mayor—an open letter to the communities 1,800 Somali residents to “communicate with out-of-state Somalis and discourage them from considering Lewiston as a destination” (Kellar, 2005, p. 7.).  This is hardly an appropriate adjustment to the changing realities we are and will continue to face.  Our students, as managers, must make a successful adjustment if their organizations and communities are to be successful.
 If managers are to make this adjustment those of us who teach public administration must also make this adjustment, and assist our students in that process—we must assist them in both valuing diversity in their communities and organizations, and in developing management skills in managing diversity.  Yet the public sector, including public administration programs at most colleges and universities, remains fixated on affirmative action/equal employment opportunity (AA/EEOC) which at best reflects only some aspects of diversity.  Diversity issues seemed to be moving to the fore at the national level during the Clinton administration, as shown in the actions of the Employment Service Diversity Office.  Their Building and Maintaining a Diverse, High quality Workforce: A Guide for Federal Agencies, published in 2000, is a useful guide not only for those agencies, but for those of us teaching in public administration.  That emphasis has largely disappeared under the Bush administration, an administration whose indifference, if not hostility, to affirmative action has fueled a renewed emphasis on it among public administration academics. An August 2004 symposium on affirmative action in PA Times begins with Harvey’s assertion that “affirmative action and equal opportunity are still badly needed” (4).  This author does not disagree with that assertion, but argues that we who teach public administration must in addition move beyond AA/EEOC to address managing diversity.  In doing so, we find ourselves playing catch-up to the private sector.  
Diversity management as a field has become well-established in the private sector over the past decade.  In 1996 the American Society for Training and Development published The ASTD Trainer’s Sourcebook (Rasmussen), providing a ready-made training program for organizations. The first master’s program in diversity management started in 1997 at Cleveland State University in the Department of Psychology.  Journals and a professional association (Diversity Leadership Forum [DLD]) all testify to the emphasis diversity management is receiving—in the private sector.  We need a similar focus in the public sector.
Diversity in MPA Curricula

Standards for MPA and related programs are established by the NASPAA (2003).  Standard 4.21 reads in part:

The common curriculum components shall enhance the student’s values, knowledge, and skills to act ethically and effectively:

In the Management of Public Service Organizations, the components of which include:

· Human resources
The ability to act ethically and effectively in managing human resources will increasingly call for the ability to understand and to manage a workforce that is becoming more divers.


As shown in Figure 1, the national work force will continue to increase in all relevant demographic categories well into the future.  That is, there will be more white males in 2020 than there are today.  That growth, however, will not be the same for each category.
Figure 1: Percent Change in Work Population by Demographic Category, 1990 – 2010
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Source: Compiled by the author from Department of Labor Data.

The percentage of white males in the workforce increased by 8.6% between 1980 and 1990, and increased by another 7.2% by 2000, and is projected to increase by another 6.7% by 2010.  On the other hand, Hispanic females in the work force increased by 45.2% from 1980 to 1990, by another 52.4% between 1990 and 2000, and are projected to increase by an additional 43.8% between 2000 and 2010.

These changes are clearly reflected in the student bodies of MPA programs.  As a student in the late ‘60s and early ‘70s, the author went through a program that was predominantly white male with a smaller number of white females.  Minorities of either gender were just that—a small minority.  When I took over the MPA program at my present school in the mid-1980s, not that much had changed—my students didn’t look that different than my earlier peers.  Today, the single largest demographic group in our MPA program is female, and when broken down by both gender and ethnicity, female African American.  And these students are either already part of or will join a work force that is increasingly diverse.  Beverly Hills, California finds having employees who can speak Farsi a valuable asset, (Kellar, 2005, p. 6) something that would have been unheard of 40 or even 20 years ago.
Unfortunately, while it does appear that our students and the clientele they will serve are becoming more diverse, it also appears that those of us who prepare those students may not be adequately preparing them to effectively and ethically manage and to respond to that diversity.  This paper examined websites of NASPAA-affiliated programs to see if those sites demonstrated a commitment to diversity.  Data from the sites was downloaded and examined to see if these programs had any of the following:
· A mission statement that emphasized diversity as a value

· A statement of any kind that emphasized a diverse faculty

· Faculty with demonstrated research or service interests emphasizing diversity

· A course on managing diversity

· Language in other courses stressing diversity

Table 1 summarizes the result.

Table 1: Diversity Issues in MPA Program Websites






	Diversity Element
	Percentage of Websites Found

	Diversity in Mission Statement
	2.5

	Diversity Statement in General Information
	12.5

	Faculty Demonstrating Diversity as a

       Research or Service Interest
	28.8

	Course on Managing Diversity
	6.3

	Diversity Management in Course Description
	11.3


This approach has a number of limits, some obvious, some less so.  Among the obvious limits is the great disparity of information contained on the various websites.  Some websites are truly barebones operations; others are very extensive.  Some schools that have faculty pages list only the names of faculty; others have complete vitas.  Some schools list courses, but not course descriptions.  Less obvious limits include the fact that while the school may not list diversity in a course description, individual faculty may still bring it in to their course or courses.  Still, the data does provide a measure of how well NASPAA-affiliated programs are bringing diversity into their programs, albeit an imperfect one.
Several mission statements included “diversity” in the statement, but the diversity referred to issues other than preparing students for managing and/or valuing diversity.  The author must confess that his own program’s mission statement lacks such a statement.  This is an area that clearly needs improvement.

General program information available on websites did emphasize a commitment to valuing or preparing students to manage diversity more than did mission statements, with 12.5% of websites touching on this.    


Faculty research or service in valuing and managing diversity ranks much higher.  Fully 28.8 percent of websites list one or more faculty with demonstrated research or service interests in this area.  It appears that diversity is becoming an increasingly important research focus, and one might reasonably expect those faculty members to bring that research into their teaching.  That is not shown in examining courses, however.

Only 6.3% of programs list a course that deals with managing diversity in the title, including some on managing urban diversity.  When issues relating to diversity among work organizations or communities are added in, the percentage increases to 11.3%.  Some schools bring diversity issues into courses such as public policy and methods.  The most common type of course with diversity issues clearly in their course descriptions is human resource management.

One factor not shown in the table is an interesting regional difference: California programs are much more likely than other state programs to have diversity shown on their websites.  Fully 71.4% of these schools have faculty listing either research, service, or both as interests; 21.4% list either a course or have a course description listing diversity.  This is something that one might expect in the first state in which White Anglo-Saxons have lost their majority status.
The data indicates that programs can do much more in the area of valuing and developing management skills in diversity.  The next section of the study looks at the question of whether or not material in the form of books or articles is available to do so.

Playing Catch-Up: What the Literature Tells Us

The books and articles selected for this review offer different but complementary approaches to understanding diversity management.  No attempt is made to provide an exhaustive overview of the literature; rather the intent is to examine a portion of the literature deemed useful to one interested in developing an approach to teaching diversity management.  Two books and several articles with a public sector focus will be discussed first. Broadnax' book provides a good starting point for anyone interested in the background and development of affirmative action and does contain elements that begin to bridge the change from affirmative action to managing diversity. Broadnax' collection, although having a more recent publication date than some of the selected books with a focus on the private sector, comes across as the most dated of the books examined. This may be an inevitable side effect of an anthology; one is bound to include articles reflecting different time frames. Still, it is a defect not found in one of the two anthologies with a private-sector focus reviewed here.  Broadnax’ text, by its lack of an emphasis on diversity, does make a statement about the current literature in public administration.  It will be examined first. 
Yanow offers an interesting critique of the roles “race” and “ethnicity” play in American public policy, and relates that to managing diversity in the public workplace.  She argues that race and ethnicity are and always have been state-constructed categories with little scientific or anthropological validity. Articles were selected primarily from Public Administration Review (PAR) and from Review of Public Personnel Administration (RPPA).  

Literature in the private sector has a much clearer focus on managing diversity.  Five books have been selected for this essay: Carr-Ruffino's text stresses understanding and working with a diverse workforce from a cultural context, Thomas and Woodruff use a fable about a giraffe and an elephant as the springboard for their discussion of strategies for managing a diverse workforce, Sonnenschein offers us a "toolkit" for diversity training, Gentile’s collection is something of a private-sector counterpart to Broadnax,  and Plummer’s anthology makes a serious attempt to integrate the emerging field.  Other books and articles will also be brought in to the discussion.  
Literature in the Public Management: Big on AA/EEOC,

Scarce on Managing Diversity
Walter Dean Broadnax’ book is part of the American Society for Public Administration classics series. He has brought together 20 readings, including 4 that are mini​symposia. The majority of the readings, including the minisymposia, are from Public Administration Review; the remainder come from other leading journals in the field. They are organized under five topics: representative bureaucracy and equal employ​ment, affirmative action, diversity, gender, and aging and disabilities. All but the first topic contain a minisymposium, each with its own editor.

Part 1's focus is on representative bureaucracy and equal employment opportunity (EEO). Frederickson's "Public Administration and Social Equity" provides an excel​lent introduction to the issues brought out in the remainder of the book. Broadnax' "From Civil Rights to Valuing Differences" foreshadows the move from affirmative action to managing diversity. The remaining articles in this section are also excellent, providing a necessary background for any manager. McGregor's article, for instance, contains an excellent, quick summary of some of the key court cases between 1968 and 1972.

Part 2 focuses on affirmative action and contains the first minisymposium, edited by Lloyd G. Nigro. The mini symposia contained in this and succeeding chapters are an interesting approach. The symposia editors' comments supplement those of the main editor. Nalbandian's lead article brings us up to the late 1980s in terms of court action. The remaining articles provide an excellent overview of the controversies swirling around affirmative action during its first two decades as a policy.

Part 3 deals expressly with diversity, and here the "dated" feel of the text becomes the most pronounced. Of the eight articles in this unit (including six in the mini​symposium), three deal with African Americans, one with Asian Americans, and one with Chicanos. The remaining three, although more general, still present a rather nar​row view of diversity.  No article discusses diversity writ large.
Part 4 deals with gender issues, and Part 5 deals with aging and disability concerns. Only one of the articles deals with the issue of disability, and given the impact that the Americans with Disabilities Act (ADA) has had and continues to have on human resource management, this is a weakness of the text.

In summary, Broadnax' anthology contains a number of key articles concerning AA/EEO and to a lesser extent, diversity, written over the past quarter ​century. Together, these articles provide the human resource manager with a wealth of background on the legal basis of AA/EEO. It does less well on more current issues such as the ADA. The statistical data con​tained in the various readings provide a great deal of information, but it is information largely of the past, not the present or future. And herein lies the primary weakness of Broadnax' work: It does not do much to assist today’s managers with the actual task of diversity management. It provides a needed background; it fails to then help us move into the future.
Current personnel-oriented articles in the public administration/public policy literature share many of the strengths and weaknesses of Broadnax’ anthology.  These focus primarily on AA/EEOC issues; diversity per se is not prominently featured.  Taken collectively, this literature does address some aspects of diversity management—but it tends to do so one element at a time.  Reese and Kindenberg’s article looks at sexual harassment Riccucci looks at the Supreme Court’s impact on ADA and on the Age Discrimination in Employment Act (ADEA), and so forth.  Brady (2003) provides one of the few theoretical pieces in the literature, examining the ethics of focusing on “particularity.”
The final text from the public sector literature to be examined reflects the attacks on AA/EEOC, and rejects “diversity” as an alternative.  Yarnow provides an overview of how we arrived at our current status, and then examines how the terms are used in everyday policymaking.  She provides a historical background of how we have viewed race and ethnicity, pointing out that our view has been constantly shifting.  “Concepts and categories of race and ethnicity,” she tells us, “are dynamic reflections of intergroup relations and/or group-government relations ….”  We have now reified them, which “forestalls further discourse about [their] artifactual nature… it silences public discourse concerning economic (and other) bases of status” (2003, 209).
Yarnow Argues that our categories of race/ethnicity are socially constructed concepts, that “they are perceived and understood to be human inventions, created to impose some sense of order on the surrounding social world, often for political purpose,” yet we we often use them “as if they were fixed, stable, and scientifically grounded…” (p. vii). She points out that we have changed how we categorize “race” (the author couldn’t help but think of Plessey v. Ferguson, where Louisiana classified Plessey as “Black,” even though he was 7/8 “White”), she then examines some of the changes we’ve made.  Yarnow looks at what we meant, and how government used, the original five standard race/ethnicity categories of American Indian or Alaska Native, Asian or Pacific Islander, Black, Hispanic, and White set up by the Office of Management and Budget (OMB) Statistical Policy Directive No. 15, released in 1980.  This categorization led to problems in the 1990 census, and resulted in additional reclassification. She argues that these classifications are socially-constructed concepts with little or no foundation in science, and that we need to move away from them.  
Yarnow argues that we need to rethink how we use racial categories, calling such categories an anthropological and scientific joke.  She argues that the use of such categories runs counter to America’s classic liberal tradition.  She concludes (2003, 228):
We need to return to some central questions driven by human concerns, and ask again, publicly: How do we get to where we wish to be without reinforcing the very thing we want to get rid of?  What is wrong? How might we fix it? Does the present system work?  Is there a better way of repair? There is a very real social experience of continuously being viewed as different and being treated as different, given the American predilection to see “different” as “lesser.”  Through the proliferation of American identity tales, on the one hand, and the softening, if not outright elimination, of the race-ethnic discourse that takes place through common, everyday policy and administrative category practices, on the other, we may eradicate that punishing sense of difference along these insidious lines.  We might, then, no longer need a race-ethnic discourse, except in a celebratory sense.
Whether or not one believes that we ever can reach a world in which race-ethnic discourse is done in only a “celebratory sense” or not, Yarnow’s arguments need to be taken into account.  They are implicit in much of the private-sector literature, as well.

Literature in Private Management: Moving from AA/EEOC to

Managing Diversity
Four recent books drawn from the private sector literature are examined here, along with additional references to other works.  Again, as the books drawn from the public sector, the books selected for review are not meant to reflect all the private sector literature, but are selected based upon their usefulness to someone interested in teaching diversity management.

Carr-Ruffino targets midlevel management in her text. Noting that the legal approach to AA/EEO can only go so far, she points out that (p. 9): 

it does not provide an adequate basis for managing diversity. What is emerging is an action-oriented approach that values diversity and also works toward creating a corporate culture that reflects the cultures of all employees. This culture has values, heroes, hero​ines, myths, rituals, and customs from all the cultures and lifestyles of its employees. 
She then proceeds to examine those cultures.

Carr-Ruffino starts by examining the dominant culture-Euro-Americans. She then devotes a chapter to stereotyping, concluding that chapter with a very useful "Col​laboration Skill Drill." She continues by examining male-female bonding and then looks at main cultural groups.

These latter chapters each start with a section on "myth and reality." She often uses her myths to set up straw men, however, which she then can easily knock down by her reality. One of her myths is that "the typical American family consists of a husband with a career and a wife who stays home and takes care of two children" (p. 91). Another is, "Gay persons don't have normal, lasting relationships" (p. 211). Really? Although creating straw men (and I am probably guilty of gender discrimination myself with that dated term–straw people?) may be a useful device, presenting them as if they were dominant beliefs among her target audience greatly weakens their util​ity. And here is a key problem with her book: It often becomes overly simplistic.

Another problem is in her treatment of various cultural groups. Again, she is overly simplistic and indeed risks stereotyping these groups herself. One example is as follows (217):

Most gay persons are socialized in a middle-class environment, yet the adoption of mid​dle-class values traps them in antigay prejudice. Becoming aware of their gayness inevi​tably means their self-esteem is wounded. . . . The result of this devaluation and neglect is often a sense of loss: loss of self esteem, loss of initiative, and loss of the belief that they're entitled to a full life. 
At best, she has oversimplified; at worst, she creates the very thing she admonishes us to avoid: stereotyping.

Finally, her admonishment to reflect the culture of all employees, if taken seriously, has the potential to open a Pandora's Box of problems for managers at all levels of an organization. As she points out, many of these values will come in conflict. Still, if one takes her arguments with the proverbial grain of salt, a manager may find much useful information. The self-awareness exercises in and of themselves make the book a valu​able resource.

Carr-Ruffino starts to provide a manager with the information that she or he needs to understand the diverse workforce and the changing realities of the workplace. The next text takes that a step further by using a number of stories, or mini-case studies, to illustrate effective management in a diverse setting.

Thomas and Woodruff begin their text with a fable about an elephant and a giraffe and carry that imagery forward throughout the remainder of the book: "The elephant and giraffe represent a diversity mixture, which I have defined as any combination of individuals who are different in some ways and similar in others. It is in this collective mixture that true diversity lives" (p. 5). This ploy allows them to neutralize the emo​tional baggage that using racial and ethnic language carries with it.

Unlike Carr-Ruffino's argument that organizations should create an environment that accepts all aspects of cultural diversity, Thomas and Woodruff recognize the types of conflict that diversity may inject into an organization and stress management of that (10-11):

In companies large and small, people at all hierarchical levels struggle with diversity issues and with their role in resolving them. They engage in the struggle, even though it is occasionally uncomfortable, because they want to respond to diversity consistently in ways that help to achieve their personal goals and also their organization's objectives. 

They argue that although welcoming diversity is often beneficial, there are times when management must insist on more integration: "The workforce diversity mixture can contribute enormously in pursuit of organizational objectives. It can also result in chaos" (p. 57). You may end up with frustrated giraffes and angry elephants.

A key strength of the book is found in the stories, or minicases, used to illustrate their arguments. Their discussion of the "assimilated giraffe," George, contrasts nicely with that of the "uncompromising giraffe, Jeff' (pp. 155-174). These minicases are particularly good at showing how an individual's background affects her or his view of diversity.
Thomas and Woodruff argue that "diversity-mature" organizations find a way to be comfortable with diversity tensions and complexities and that by recognizing them, they shift that tension into productive effort. A fault of their work is their tendency to downplay the difficulty in doing so. The next book to be examined develops a manage​rial toolkit for the purpose.

Sonnenschein’s "toolkit" is organized into 10 chapters. The first 2 chapters define and then examine issues in diversity. Chapters 3 through 5 focus on individual develop​ment. Chapter 3 offers tools for increasing self-awareness, chapter 4 focuses on devel​oping effective communication skills including listening and empathy, and chapter 5 offers tools for communicating with a diverse group of others. The next 5 chapters offer tools for effective diversity leadership.

Sonnenschein begins by arguing that "workforce diversity is not a matter for debate. It's a fact. It presents one of the greatest challenges facing today's organiza​tions, and only through hard work and committed leadership can the potential for ben​efit be realized" (p. 2). He then adds that the benefits are there if we are willing to do the necessary work to realize them.

Sonnenschein explicitly recognizes White men as part of the new diverse workforce needing management. Pointing out that White men now constitute a minor​ity of new entrants to the workforce, and that women and traditional minorities are making increased gains in midlevel and beginning to make gains in upper level man​agement, he focuses on managing diversity from a broader perspective than is found in the previous texts.

His toolkit is interesting. In chapter 3 he provides a "Socialization and the Ism Prism" to help us examine why we think and react the way we do. Starting with chapter 3, each chapter contains one or more checklists, exercises, or other short items useful to a manager at any level. Exhibit 4.3 (pp. 67-68) provides aspects of culture from a "mainstream American" to different cultures-aspects of culture as mundane as food and eating habits to as complex as values and norms.

Like Carr-Ruffino, Sonnenschein may be accused of being overly optimistic in his presentation. His breakdown of leadership styles (p. 6) is more a list of preferred styles than one found in the real world. There are no autocrats in his world. His conclusion that "in order to model, mentor, and coach, we need to continually work on our skills" pre​supposes all leaders wish or are even comfortable with modeling, mentoring, or coach​ing (p. 189). He assumes that all of Thomas and Woodruff's giraffes and elephants are or want to be assimilated. Still, this may be an unfair criticism; his toolkit is written assuming we are looking to manage diversity effectively.

Articles drawn from the private sector literature may also focus on narrow aspects of AA/EEOC, but they tend also to deal with diversity more broadly than those from public sector literature.  Private-sector literature also makes better use of online.  Boston Review, for example, published an excellent symposium on Rethinking Affirmative Action (http://bostonreview.mit.edu, 2000/2001) Sturn and Guinier (2000/2001, 1), in the opening piece, discuss their vision for the future of Affirmative Action, arguing that “It is time to shift . . . the conversation about race, gender, and affirmative action in a wider account of democratic opportunity by refocusing attention from the contested periphery of the system of selection to its settled core.”  They argue that standardized tests should be dropped in favor of “experienced-based” approach to selection (9).  Tests should be used only to the extent that they can screen out those lacking the capability of learning to perform in the organization.  They call for a period of demonstrating competence and growing into a job—something that Scully and Kolb point out is “still a test, though a test of a different sort” (2000/2001, 1). 
Two anthologies with private sector foci are worthy of note: Gentile’s Differences that Work: Organizational Excellence through Diversity (2000), and Plummer’s Handbook of Diversity Management: Beyond Awareness to Competency-Based Learning (2003).  Gentile’s anthology collects a number of articles originally published in the Harvard Business Review.  The book is divided into six sections: Differences at Work, Racial Differences in the Workplace, Women in the Workplace, AIDS in the Workplace, Emerging Issues in the Workplace, and Managers Wrestle with the Issues.  The first two readings provide a good overview of the need to focus on diversity, highlighting the changing global workforce and the need to move from AA/EEOC to “Affirming Diversity.”  The remaining readings cover most of the elements of diversity, but, in doing so, point out once again a major problem in this area—articles tend to focus on disparate aspects, with little attempt at integration.  In this, it shares many of the same strengths and weaknesses that characterize Broadnax’ anthology.  Plummer’s anthology attempts to correct this fault.
Plummer’s anthology came out of Cleveland State University’s Master in Diversity Management program.  The chapters in the book represent the curriculum in the school, and are divided into three major components: Theoretical Foundations, Skill-Based Learning, and Professional Issues.  The Handbook makes a serious attempt to integrate the field of diversity management within one text, and it largely succeeds.  The text was written as “a comprehensive text that students could use as reference after a course” (Plummer, ix), rather than as a textbook.  It may, however, serve admirably as a textbook for a course on diversity management.  
The text begins with an overview of diversity management, written by the editor.  This includes a self-test on racial identity that can serve as a great springboard for class discussion.  The seven remaining chapters in the first section provide an excellent overview of the theory underpinning diversity management.  Winbush and McLemore’s article does an excellent job of tying diversity management into the study of group dynamics, and Fletcher does an excellent job of tying it into the organizational change literature.  The six chapters in the next section provide an excellent overview of the field as a professional practice.  Hubbard provides a guide on measuring the effectiveness of diversity initiatives, for example, while Brazzel provides models for managing diversity conflict.  The final section looks at professional issues from diversity consultation to diversity ethics.  This section contains the only reading that specifically deals with the public and non-profit sectors: Henkelman-Gahn and Bahn-Henkelman’s “Diversity Management in Specialized Settings: Non-Profit, Faith-Based, and School Organizations, Community and Government Agencies.”  This section concludes with Shullman’s piece looking at diversity management’s future as a profession.  She concludes (576):
Diversity will likely struggle with a number of challenges from within its community as differences in models of practice emerge as significant issues.  It would appear to be a truly exciting time to be working within diversity management.  The field is still being crafted, and professional roles and paths are still emerging.  It promises to be a bumpy, thrilling and rewarding ride.

It is a ride that those of us teaching public administration need to climb aboard.
Literature Summary

Collectively, these books may provide managers with an understanding of and the tools needed to manage diversity. Broadnax provides the necessary background to place current issues in context.  Yarnow provides a classic liberal (conservative) critique of the issue. Carr-Ruffino's analysis of various cultures, despite its shortcomings, still provides one with a basic understanding of cultural differences. Thomas and Woodruff's marvelous little fable and their subsequent discussion may sensitize managers to the role that background plays in creating and in managing diffi​cult situations. Sonnenschein's toolkit provides an excellent guide to improving diversity management within any organization, public or private.  Plummer’s text, reflecting the curriculum of a master’s program, may be used to organize a single course in an MPA program. These books, articles, and others may provide those of us in public administration with the understanding and tools we need to move from AA/EEOC to managing diversity; they will do so, however, only if we are ready, willing, and capable of obtaining that understanding and those tools. That is less a weakness of the literature, however, than of those of us using it.

Conclusion

It has become almost trite to say we are becoming an increasingly diverse society; terms such as “global village” are part of our daily lexicon.  These changes, however, have yet to show up widely in the curricula of our programs.  We still seem to be stuck on Affirmative Action and Equal Opportunity, and while the author certainly accepts these topics as needed in our programs, he also argues that we need to be moving beyond them; we need to change our programs to better reflect the increasing diversity of both our students and the clientele they will serve.  This change may be coming.  The number of faculty with diversity as either a research or service interest would seem to bode well for more curricular emphasis on diversity as well.

This research may begin to provide us with more material with a clear, public-sector focus.  For now, however, those wishing to emphasize diversity issues will find the most useful literature in the private sector.  We need to introduce it to our students.  
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