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TWO FOCUS TOPICS WE WILL COVER TODAY
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Example of an intervention to increase
(age-related) inclusion in organizations

Seminar for Organizational Behavior, University of Cologne

S

DECREASE
EXCLUSION

Example of an intervention to decrease
discrimination in organizations

Universitat &
zu Koin |




TWO FOCUS TOPICS WE WILL COVER TODAY

)

INCREASE
INCLUSION

Example of an intervention to increase
(age-related) inclusion in organizations

Seminar for Organizational Behavior, University of Cologne




Increase
Inclusion

STARTING POINT: WHY DO WE CARE ABOUT THIS?

= Qrganizations aim to keep an older and more age-diverse workforce happy, healthy, and
productive in an increasingly digital workspace (kunze etal., 2013, Hertel & zacher, 2018)

= Reframing employees’ perception of the opportunities inherent in age diversity and technology
through training is expected to have a positive effect on informal learning outcomes (technology

exploration, knowledge sharing)
(e.g., Floyd et al., 2023; Li et al., 2021)

= Peer influence via colleagues can foster or hinder (moderate) the effects of training
(e.g., Morris & Venkatesh, 2000)
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Increase
Inclusion

INTENTION: WHAT DID WE EVALUATE? AND ON WHAT GROUNDS?

Can a training intervention facilitate the collaboration between age-diverse colleagues by
altering how people think about digital technology and age diversity? And when is such a
training intervention most effective for organizations?
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Increase
Inclusion

METHOD: HOW DID WE CONDUCT THE RANDOMIZED CONTROLLED TRIAL?

Baseline Midline
Survey (T1) Survey (T2)
January February

¢
Intervention group

1/2 day in age-diverse dyads*
training

*The participants voluntarily registered in the study as age-diverse dyads. The dyad members had a minimum age gap
of 10 years (mean = 22 years), worked in interdisciplinary processes, and were not in a hierarchical relationship.

Seminar for Organizational Behavior, University of Cologne

Endline
Survey (T3)

March April

9
Waiting control group

1/2 day in age-diverse dyads*
training




Increase
Inclusion

INTERVENTION: HOW WAS THE TRAINING STRUCTURED?

Module Activities
Growing with each other in Scientific input
mixed-age collaboration
Ageing, age diversity, beliefs & ReﬂeCtion_ in dyafjs &
mindset, age stereotypes plenary discussion Ys day
Age-based resources in the Scientific input face 2 face
digital work setting
Digital knowledge types, mutual learning, Reflection in dyads & n = 8-14 dyads
personal agency plenary discussion
Elaborating strategies for Creating an action
iImplementation plan in dyads
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Increase
Inclusion

CONTRIBUTIONS: WHAT DID WE LEARN?

= Theoretical contribution

= |llustrating the underlying mechanisms through which the age-diversity training operates, helping to
understand how informal learning can be promoted through formal training

= Providing insights into boundary conditions of formal training of age-diverse coworkers by
highlighting the contingency of peer influence

= Practical contribution

= Developing and testing a training program for employee learning and development in age-diverse
and digital work settings

= Creating insights to support evidence-based management of age diversity
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TWO FOCUS TOPICS WE WILL COVER TODAY
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Example of an intervention to decrease
discrimination in organizations
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Decrease
Exclusion

OVERVIEW: DIFFERENT FORMS OF ALLYSHIP

Level 1: Reactive allyship Level 2: Proactive allyship Level 3: Responsive allyship
Exclusion prevention Inclusive micro-actions Mature inclusive actions
An ally that reacts to exclusionary incidents An ally that creates inclusionary experiences An ally that learns to read the room then acts accordingly
Training 1 Training 2 Training 3
"Speak Up" “All-In” “From Fish to Rods”

Increasing inclusion of minority
members by “listening & asking”,
not “selling & telling”

Reducing exclusion through
effectively confronting
discrimination as a bystander

Increasing inclusion through
effective daily micro-actions

Focus of the presentation today
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Decrease
Exclusion

STARTING POINT: WHY DO WE CARE ABOUT THIS?

#1 Discrimination at the workplace is common and has negative consequences.

#2: Confronting discrimination is effective in reducing the negative consequences.

#3: Employees often do not confront discrimination because they do not know “how”.

#4: We need innovative interventions that equip employees with specific skills to confront discrimination.
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Decrease
Exclusion

CONTENT: WHAT DO WE COVER IN THE INTERVENTION?

Ashburn-Nardo, Morris & Goodwin, 2017 Bowes-Sperry, 2005

FIGURE 2
Potential Routes to Observer Intervention in Sexual Harassment

Does situation require action?
Observer's response depends on:
* Ambiguity of conduct
* Moral intensity of the incident
* Social influence effects
¢ Yos

Is it my personal responsibility to act?
Observer's response depends on:
o Pt rad A G e

F g
* Social appropriateness of intervention
* Social identity categorizations

Observer

s intervention
. unlikely
Should I take action now? Should I take action later?
Observer’s response depends on: , [Observers response depends on:
* Intervention scripts No * Recurrence beliefs
* Emotional reactions * Perceived harm
* Perceived !
Yes Yes
[What are the net costs of involvement? | [What are the net costs of involvement?|

Low High Low High

e o=

Based on existing bystander intervention models, this training focuses on what it takes to confront discrimination, including:

a) How to identify discrimination at the workplace

b) Understanding the harmfulness of discrimination at the workplace
c) Knowing what to say to confront discrimination at the workplace
d) Knowing that the benefits outweigh the costs at the workplace




Decrease
Exclusion

Part 1: 2D video

Leveraging design principles to maximize
beneficial cognitive load while reducing
distracting cognitive load

Part 2: VR simulation

Learning experience with higher immersion
created higher level of presence, interest
and performance

' Y% < — Part 3: Group session
o~ VA e Based on social learning theories, group
DELIVERY‘ HOW DO __Q " interaction help to reinforce learning
WE DELIVER THE _—— outeomes
- CONTENT




cucuion
DELIVERY: SHORT PREVIEW OF THE VR-BASED TRAINING

VR-Based Training
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Decrease
Exclusion

METHOD | FIRST STUDIES TO TEST THE EFFECTIVENESS CONDUCTED

*  5-module learning video, 3 to 5 minutes each
. Module 1: Intro
. Module 2: Identification of Discrimination

° age bil ’!;
StUdy 1: gender 4 ‘NQ *  Module 3: Harmfulness of Discrimination
! »

Testing of our Video-based ethnicity *  Module 4: Personal Necessity to Confront
*  Module 5: Outro and Recap

nationality
- 1 1 1 sexual orientation v
pre trammg (V|rtua|) _ - ) n *  After each Module, comprehension check with test questions
*  Survey before the trianing (t0), after the training (t1) and for
four consecutive weeks after that (t3 to t6)

religion

*  Video-training (same as above)

Studv 2: i L | : ‘ ¢ Simulation Group (2D and VR) received an additional VR-based
el e - simulation, in which three discriminatory situations were
Testing of our VR-based - Sy presented to which they could choose a confrontation response

in five rounds and received feedback for the response
*  Survey before the training (t0), after the training (t1) and two
weeks after delivery of the training (t2)

intervention (Lab)

Seminar for Organizational Behavior, University of Cologne




Decrease
Exclusion

OUTLOOK | NEXT WE PLAN TO RUN SEVERAL FIELD EXPERIMENTS

Group 1: VR Training Group 2: Anti-Bias Training

Sign up and information material/marketing to sign up for the project

*  Online Survey (30 minutes, flexible)
*  Online Pre-Training (20 minutes, flexible)

Online Survey (30 minutes, flexible)

* In-person VR Session (45 min, selected) *  Online Implicit Association Test
*  Online Post-Survey (15 min, flexible) including feedback (20 minutes)

* 1.5h online group training on reducing implicit bias

*  Online-Group session (45 min, two options) (1.5h, online, two options)

*  Online Post-Survey (20 minutes, flexible) *  Online Post-Survey (20 minutes, flexible)

Week 12 *  Online Post-Survey (20 minutes, flexible) *  Online Post-Survey (20 minutes, flexible)

GBI
Total: ~3.5-4h time invest Total: ~3.5-4h time invest A ":
Universitat i@t "o-Xmw of

S

Seminar for Organizational Behavior, University of Cologne




What is still unclear?

Where do you have a different
perspective?
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