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This is a book I highly recommend to
consultants who are interested in

concepts relating to change manage-
ment, responsible corporate citizenship,
building inclusive organizations, and
continuous improvement models. No,
it is not just another book on the ben-
efits of capitalizing on diversity in orga-
nizations. Although the first few
chapters are devoted to educating the
reader about the business case for lever-
aging diversity and building inclusion
in organizations, the book goes far
beyond the standard suggestions that
commonly appear in diversity manage-
ment books.

Miller and Katz have coined the
term “diversity in a box” to describe the
usual strategies employed by organiza-
tions in an attempt to manage or capi-
talize on diversity. These strategies are
separate and apart from the “real busi-
ness” of the organization and tend to
focus on identity groups within the

organization. These approaches may
work in the short term to raise aware-
ness of diversity issues or to bring di-
verse workers into an organization, but
they have little impact on retaining a
talented and diverse workforce or
expanding market share and profitabil-
ity of the company. They do even less
to ensure that all of the talent employed
by the company is fully leveraged, to
develop the employer as an “employer
of choice” for the brightest and best,
and to ensure that the corporation is a
responsive and responsible corporate
citizen in its community. The authors
contend, “Diversity without inclusion
does not work.”

As a management consultant who
specializes in diversity work, I didn’t get
terribly excited about the book until I
read the subheading “Leveling and Rais-
ing the Playing Field.” Those of us in
the field already know that “diversity in
a box” doesn’t work. Many of us have
been scratching our heads and won-
dering what will work. The concept of
leveling the playing field is an old one,
but raising it as an early step in a diver-
sity initiative? Now that is something
to chew on. We know what it takes to
level the playing field; remove barriers
to diversity, eliminate the “isms,”
increase diversity through recruitment
and hiring, and eliminate biases in

assignments and promotions. These are
not easy steps, but at one point in our
evolution in thinking about diversity
we were hopeful that these steps would
be sufficient. Raising the playing field
means developing cross-difference part-
nership skills such as enabling, engag-
ing, and partnering with an increasingly
diverse pool of people; continual indi-
vidual and team development; and cre-
ating systems to enable all people to do
their best work. As the authors tell us,
“When disrespecting people, including
the dominant group, is standard prac-
tice, elevating everyone up to that level
is not the answer.” When raising the
playing field, we encourage higher lev-
els of performance from everyone in the
organization and ask every member to
tap into his or her area of unexplored
potential.

“The way of life model” describes
the sequential steps needed to achieve a
higher performing organization. De-
velop individual awareness of the diver-
sity issues of all members of the
organization, implement various pro-
grams and activities to immediately
acknowledge the most pressing issues,
combine programs and activities into a
full blown initiative, link and align the
entire initiative into the strategic work
of the organization, and make this the
new way of doing business.
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Miller and Katz further break down
this process in a model they have en-
titled “The Inclusion Breakthrough
Cycle.” The model illustrates that exter-
nal forces affect what is required of
everyone in an organization, from the
top down. These forces require that the
organization develop new competencies
at all levels to respond to the ever-
changing and demanding environment.
To support these enhanced competen-
cies, the organization must align poli-
cies and practices to hold everyone
accountable for developing and using
the new definitions of competence. At
this point, an organization is well on its
way to supporting inclusion as a way of
life. Only now is the organization ready
to leverage a diverse workforce. Lever-
aging a diverse workforce requires de-
veloping and using the talent in the
organization to inspire innovations in
products and services and to enhance
interactions with stakeholders—thus
enabling the organization to become a
more responsive and responsible com-
munity member. The happy side effect
of product and service innovations is
enhanced value of the organization to
the marketplace. Since value-added
products and services tend to produce
higher customer expectations, there is a
need for continuous improvement in
the organization in order to be respon-
sive to the external forces of market
demand. Now the organization has
come full circle and must again develop
new competencies and enter into a new
cycle of inclusion. The authors devote
a full chapter to each step in the cycle
and make the reading interesting by
using 25 case studies to illustrate the
pros and cons of various approaches.

The book includes an eight-page
glossary of terms to ensure the reader’s
understanding of the language of inclu-
sion and ends with a detailed index that
makes it handy to use as a reference
manual.

My only unmet wish after reading
this book is for more information as to

how to deal with the “holdouts.” Exam-
ples of holdouts might be those in the
organization who still value assimila-
tion over inclusion, or those who value
the status quo over progressive and
profitable change. Such individuals are
apt to find both overt and covert meth-
ods to slow or stall even the best-
planned inclusion strategies.

The Inclusion Breakthrough has
something for everyone. Diversity con-
sultants get a chance to learn from the
masters at the Kaleel Jamison Consult-
ing Group. Consultants to management
who have not previously considered
issues of diversity as imperative to the
stability and growth of a company will
appreciate its impact on every issue of
corporate life and functioning. Reten-
tion specialists will understand why
today’s corporation must consider is-
sues of inclusion as critical to retaining
top talent. Marketing consultants will
enjoy the emphasis placed on market
saturation and expansion as a result of
a successful inclusion initiative. I guess
that is really the idea behind inclusion,
isn’t it? Inclusion has something for
everybody.
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