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[ Diversity in People: Families in the State of Poverty j

Most people have opinions and beliefs about the

poor. The following are afew commonly held

beliefs:

* Peopleare poor because they don’t want to
work.

*  Women on welfare keep having more chil-
dren to get more welfare.

* Most people are trapped in poverty, with
generation after generation living in poverty.

Although commonly
held, each of these
beliefsisamyth.
Here are the facts:

* Almost half of al poor people work.
Their wages account for nearly half of all the
income for their families (O’ Haire, 1996).

*  Women on welfare have fewer children and a
lower birth rate than women in the genera
population (Center on Social Welfare Policy
and Law, 1996).

» Peoplemovein and out of poverty every
year. Only 12% of the poor remain in pov-
erty for five or more consecutive years
(O’'Haire, 1996).

In 1996, federal welfare reform legislation was
enacted. Temporary Assistance to Needy Fami-
lies, or TANF, replaced Aid to Families with
Dependent Children. TANF provides minimal
subsidies to parents and children for up to two
years consecutively, five yearsin a person’s
lifetime.

The goal of this new legislation was to move
families from welfare to work, from dependency
to self-sufficiency. How have poor families
fared? By September 2000, the number of
people on welfare had fallen by nearly 60 per-
cent to fewer than 5.8 million people, according
to the Department of Health and Human Ser-
vices. These numbers represent alarge reduction
in the welfare roles, which peaked in 1994 at
nearly 14.3 million people. Most recipients are
single mothers and their children. Based on
these figures, political leaders of all parties were
quick to declare welfare reform a resounding
success. And according to one report, “ In state
and local studies, some families report feeling
that they are faring better — they have more
money than when on welfare, they feel more
motivated or feel better about themselves. And
some of these specifically credit the welfare law”

(Welfareto What?1998).  ninued on page 2)
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Unfortunately, however, while some former
recipients are better off, others face deepening
poverty. Itisestimated that between 40% and
50% of those who left welfare did not have a
steady job when they left. And many of those
who do find employment have jobs that pay less
than the federal poverty line.

The National Governor’s Association survey
found that “most of the jobs held by former
recipients pay between $5.50 and $7.00 an
hour...not enough to raise afamily out of pov-
erty” (Welfareto What? 1998). According to the
Economic Policy Institute, the majority of
former welfare recipients land jobs in day cares,
home health services, hospitals, and restaurants
(Krebs, 2001). People who enter low-paying,
low-skilled jobs tend to remain there over time.
And when one considers that additional expenses
of child care and transportation costs must come
out of meager salaries, the available family
income is stretched even further. Therefore,
while work is up among former welfare recipi-
ents, economic conditions for many families
have worsened.

Some of those in the most desperate situations
are faling even further behind. While the
overall child poverty rate is decreasing, the
numbers of children in extreme poverty (below
half the federal poverty line) edged up. This
occurred even as welfarerollsfell. Increasing
numbers of former welfare recipients struggle
daily with lack of food, housing, or health care.
In fact, one of the fastest growing segments of
the homeless population is families with children
(National Coalition for the Homeless, 1999).

According to the National Low Income Housing
Codlition (1998), in the median state, a minimum
wage worker would have to work 87 hours each
week to afford a two-bedroom apartment at 30%
of hisor her income, which isthe federal defini-
tion of affordable housing. For example, nation-
aly, fair market rent for a two-bedroom unit
averages $585.00 amonth. A family living on a
full-time minimum wage job makes $893.00 a
month. This means the family would need to

spend two-thirds of their income onrent. At the
same time, in many communities, subsidized
public housing and affordable housing are
becoming scarcer.

Generally speaking, those who could go to work
have gone to work. Those who yet remain on
welfare are likely to be those with significant
barriers to work: low levels of education, limited
or no work experience, a disabled child at home,
domestic violence issues, severe learning dis-
abilities, mental health problems, and substance
abuse. These characteristicslimit their ability to
get and keep employment.

In order to move families out of poverty, not just
off the welfare caseload; many families will need
additional support.

- Make sure families are aware of the help that
isavailable to them. Many former welfare
recipients do not understand or are not told
about benefits that they are eligible to re-
ceive. Food stamps, “transitional Medicaid,
and Medicaid coverage for children are

benefits that could

help to keep a

family afloat, but

which often go
untapped.

Available and
affordable childcare
can present amajor
burden for low-
Income parents.
Child care can
easily cost one
quarter to 30% of a
parent’ sincome,
particularly if low-
paying jobs require evening, weekend, and
extended hours. And in some areas, thereis
simply a shortage of child care providersto
meet the increased need due to parents moving
from welfare to work. Assistancein attaining
and keeping adequate childcare could make the
difference between keeping and losing a job.

(continued on page 3)
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Education and training are requirements for
escaping poverty. Work experience aloneis
not enough. Investment in education and
training can have substantial payoffsin the
job market. Depending
on an individua
recipient’s skill levels,
between 200 and 900
hours of education and
training can help recipi-
ents gain between
$5,000 and $10,000 of annual income
(Women Employed Institute, 2000).

Make an effort to inform families about the
Earned Income Tax Credit (EITC). This
benefit can add up to $3,800 a year to alow-
wage earner’ s household income, yet many
families do not get this credit because they
do not know about it.

Finally, treat people who are struggling with
dignity, understanding, and respect. Shabby
treatment can have a negative impact on the
self-esteem. Low self-esteem can reduce
motivation needed to handle the challenges
with which oneis faced.

Sources:

Krebs, J. (2001). Welfare Rolls Drop Despite
Economic Woes. Centre Daily Times (April 12)
p. B1.

O'Haire, W. (1996). A New Look At Poverty in
America, Population Bulletin.

Promoting Education And Training For Welfare
Recipients. (2000, March). Women Employed
Institute.

Welfare Basics: The Facts About Welfare. (2000,
April). Women Employed Institute.

Welfare Myths. Factsor Fiction. Exploring the
Truth About Welfare. (1996). Center on Social
Welfare Policy and Law.

Welfare to What: Early Findings on Family
Hardship and Well-Being. (1998). Washington,
D.C.: Children’s Defense Fund and National
Coalition for the Homel ess.

Diversity Resource: Games From
Long Ago & Far Away

Asyou begin to plan for summer camps and
other fun indoor and outdoor activities for youth,
consider incorporating Games From Long Ago &
Far Away: Ready-to-Use Multicultural PE
Activities for Elementary Sudents.

This book, authored by Thomas J. Carr, contains
over 328 games from places around the world
like Brazil, India, Australia, Nigeria, Japan,
Israel, and Great Britain. It also includes games
from early timesin Ancient Greece and Colonial
Americato the present. These gamesfrom
around the world encourage children’s apprecia-
tion of other cultures through active physical
participation.

Basic information about each game is provided:
country and continent of origin, an interesting
fact about the game or country, equipment
needed, object of the game, and related games
and activitiesin the book.

The publisher is Parker Publishing Company.
This book can be purchased through Prentice
Hall Direct by visiting the Website:
http://www.phdirect.com.

Multilingual Food & Nutrition
Video Resources

Multilingual Food & Nutrition Videosare avail-
able from the Cooperative Extension Services of
New Mexico State University. Many titles are
available in English, Spanish, and Navajo.
Topicsinclude nutrition and health, food safety,
food preparation, foods and culture, and
children’s food education.

Faculty and professional staff with New Mexico
State University’ s Cooperative Extension pro-
duced these products. They combine the subject
matter expertise of Extension specialists and
faculty with the media expertise of the Leading
Object team. The cost of most videos is $19.95
or less. To order acataog, call (888) 750-4156
or visit the Website at www.leadingobject.com.
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Diversity In The Workplace: Communicating in
Diverse Work Groups

Today much of our work is done in work groups
or teams, requiring individuals to communicate
more frequently with others. When a group of
people come together from different back-
grounds and with different expectations, partici-
pating and communicating can sometimes be
difficult. Paying attention to the diversity of
team members can increase the leader’ s effec-
tiveness. The following are just some factors
that may influence communication with others:
cultural background, how members view the
team leader, different ways in which people
process information, personal definition of
“active participation,” and preferred style of
receiving feedback.

In meetings, for example, some people prefer
high interaction and alot of discussion. Such
persons might move quickly from ideato idea,
stimulated by emotional expression and lively
exchanges. Spontaneous and immediate reac-
tions may come easily. Others need time to think
about and analyze a point before responding.
Processing and assimilating the information prior
to commenting openly is more comfortable.
Unfortunately, difference in styles can lead to
misunderstanding. The more spontaneous person
may perceive the more quite person as dull and
non-participatory. Remember, it is not necessar-
ily how long or how little a person talksin a
group; the important goal of the leader isto
achieve richness of discussion that taps the
background of the diverse work group.

Level of assertiveness varies among workers and
can impact the way members relate to each other.
Assertiveness can be defined as, “the power we
use to make our needs, wants, and desires known
to others’ (Dupont, 1997). Some people speak in
a high, soft voice and look at the ground when
talking; others speak loudly, stand straight and
look peoplein the eye when speaking. The

farther apart two people are in assertiveness, the
greater isthe potential for misunderstanding and
conflict. Those who are very assertive may have
limited respect for those who are unassertive.

Cultural background can influence one's
assertiveness level. Some cultures have amuch
lower assertiveness level than mainstream
Americans. These cultures may consider a high
level of assertiveness asasign of disrespect and
egotistical behavior. On the other hand, many
mainstream Americans may see alack of asser-
tion as passivity or weakness. To interact effec-
tively with others, it may be helpful to adjust
your own behavior to meet the level of the other
person.

How members view their relationship with
someone in aleadership role can impact the
nature of communication between two people.
People from cultural backgrounds that value
hierarchical relationships may be more likely to
believe that the appropriate role for employeesis
to take orders, do the work, and wait to hear
from the supervisor about their performance.
Others assume a more egalitarian relationship
with the supervisor and feel comfortable to raise
guestions and make suggestions about the work
assignment.

Communicating feedback in diverse groups can
be particularly chalenging. Both leaders and
team members have a preferred style for giving
and receiving feedback. Traditional, or top-
down, feedback consists of someonein a higher
ranked position giving feedback to someonein a
lower ranked position. The major responsibility
lieswith the leader. The receiver plays amore
passive role in the process. Some people may
prefer the traditional format and are comfortable
with top-down feedback. This may be truer for
team members whose backgrounds are in cul-

tures that value hierarchical relationships.
(continued on page 5)
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[ Diverse Activity: Getting Started With Respect j

Thisisagood activity for anew group that will
be discussing controversial subjects. It can be
adapted to fit most age groups, including youth

and adults.

LTS
person, and spend

five to ten minutes

talking about respect. What does it mean for you
to show respect, and what does it mean for you
to be shown respect? After the allotted time, ask
participants to return to their seats, and open the
discussion. What ideas did people come up
with?

Ask everyone to
find someone in the
room who they do
not know. Instruct
them to introduce
themselves to that

Common responses include the “ Golden Rule,”
looking somebody in the eyes, being honest,
and appreciating somebody’ s ideas even when
you do not agree with them. It isimportant to
mention that respect isacrucia ingredient in
any discussion, but especially in adiscussion of
often-controversial issues regarding multi-
cultural issues. The point isto learn from our
differences — to understand each other’ s under-
standing. The point isNOT to agree. Another
important part of respect is knowing each
other’ s names, and how to pronounce them.
Also, respect includes keeping the conversation
in the group. Thistype of community building,
and the safety which people feel with it, can
make or break an attempt to facilitate discus-
sions on multicultural issues.

This activity touches many bases. Firgt, it starts
the crucial path toward building a community of
respect. Thisisthefirst stepin maintaining a
constructive exchange regarding issues such as
sexism, physical challenges, and differencesin
religious beliefs. At the most basic level, partici-
pants meet someone they did not know, and

exchange ideas with that person. Second, the
community is built through an understanding of
how the group perceives respect, and how they
negotiate its meaning. Third, the similarities and
differencesin participants’ ideas about respect
begin to show the first signs of similarities and
differences within the group on alarger level.

Source: Multicultural Pavilion. Created and
maintained by Paul Gorski.
http://curry.edschool.virginia.edu/go/
multicultural/activities/activityl.html

Visit this site for many other diversity activities.

(AL ERELEREERRRRER L L 2 )

(continued from page 4)

Others prefer a more collaborative approach to
feedback. More interactive discussion invites
greater participation of both partiesin the pro-
cess. Mainstream American culture tends to
value amore collaborative approach to feedback.
To maximize effectiveness, the team |eader must
determine his or her comfort level when provid-
ing feedback, aswell as the comfort level of
each team member receiving the feedback.

The effective team leader of diverse groups will
make a conscious effort to consider the similari-
ties and differences of the individuals on his or
her team. Although differences present chal-
lenges, the rewards for considering these differ-
ences in preference, behavior, and background
can have tremendous rewards.

Sources:

Dupont, K. (1997). Handling diversity in the work-
place: Communication iskey. 1A: American Media
Publishing.

Kuga, L.A. (1996). Communicating in a diverse

workplace. CA: Richard Change Associates, Inc.

Diverse | ssues

Page 5 of 8

February 2001 - April 2001



( Diversity Around the State: The Many Faces of Diversity )

The Many Faces of Diversity, aone-day confer-
ence for child care providers and early childhood
educators was held at Wilmington Area High
School in New Wilmington, PA. The conference
was co-sponsored by Lawrence and Mercer
County Cooperative Extension and Child Care
Information Services. The goal of this Better
Kid Care conference was to show that diversity
goes beyond race and culture so that adultsin
early childhood settings are more aware of all
differences as they plan programs.

One hundred and thirty child care providers
participated in this conference. Mary Reames,
M.Ed. presented the keynote speech entitled,
One Size Does NOT Fit ALL. She emphasized
that research has shown that students need
different waysto learn. “Our one size-fits-all
delivery hasfailed them. Asteachers, we must
listen carefully to our students. They aretelling
us what they need.”

Titles of other workshops included:

- Youand Me: Different But The Same
Early Childhood Education and the Male
Perspective
Adapting Activitiesfor All Ages, Stages and
Abilities
Opening the Doors to Diversity
Let’s Come to Our Senses!
Intergenerational Experiences for
Preschoolers
Take A Wak in My Shoes

Overall, participants |eft the conference with an
expanded definition of diversity and hands-on
activities to use with child care staff and the
children in their care. Some of the specific
comments included:

G 3\
“| feel thisis one of the best training sessions
I’ ve attended...because of our children
moving into a more global environment.”

“...excellent. All new teachers should take a
serious diversity training before entering a
classroom!”

“You may look different from someone but
have similar values.”

“First impressions are often wrong.”

“| plan to encourage students to see, discuss
and accept differences among each other.”

“1 will be more aware of peoples disabilities
or handicaps and attempt to be more creative
in assisting othersto reach their potential.”
" ~

Thank you to Frasier Zahniser, Family Living/4-H
Youth Development Agent for sharing this program.

‘Diversity training is like hearing a
good sermon on Sunday. You must
practice it during the week."

Faye Rice
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Diversity Around the State: Lackawana County Diversity

Coalition Initiates Diversity Speaker Series

COMMUNITY SPEAKER SERIES

WELL RECEIVED

Submitted by Karen Thomas,
Youth Development/4-H, Family Living
Penn State Cooper ative Extension

The Lackawana County Diversity Coalition
initiated a free speaker seriesthis spring to
increase community awareness and understand-
ing of diverseissues. Nearly 100 people at-
tended the first two sessions.

Abe Plotkin, Diversity Coalition member,
launched the seriesin February with his presen-
tation, “The
Holocaust: A
" Lesson In Remem-
brance.”

Mr. Plotkin, a
witness of the
Holocaust, related
his experiences as
abattalion cryp-
tographer and
message center of
the 284 field
artillery battalion attached to General Patton’s
third army. While on the way to their objective
in 1945, the battalion witnessed the brutality of
the Nazis during the holocaust. Plotkin inter-
viewed some of the survivors and took photo-
graphs to document the atrocity of the Nazi
camps. Mr. Plotkin shared his experiences with
the aid of those pictures and told of his effortsto
help rehabilitate the liberated refugees after the
war.

March’s program featured Professor Frank Little
Bear of the Cree Nation. Professor Little Bear
appeared in his Native American regaliaand
spoke of the customs and history of the Native
American culture prior to 1492. Hisinteractive
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presentation included dance and music, which
was met with much enthusiasm, especially from
the youngsters. Hisfun and interesting presenta-
tion provided a unique understanding of the
Native American culture and customs.

Dr. Lois Waters, Director of Social Equity for
Shippensburg University, presented the third
program in the series, “What Does Diversity
Mean?" Wednesday, April 18th at the Children’s
Library. Dr. Waters explored the meaning of
diversity, how it affects us, and how people ded
with differences. She also discussed stereotypes
and offered ideas and suggestions about how
communities can begin to break down barriers.

am inyvilalion
Let’s Learn From Each Other :

Oftentimes, we can learn alot from the
experiences of others.
DT you have had a diver sity-related
experience that others could benefit
from, please shareit with us. Send

your storiesto the editor.
S
=

Diverse Issues

Page 7 of 8

February 2001 - April 2001



Diversity Calendar

May 2001 June 2001 - (Continued)
Asian/Pacific American Heritage Month 14" Flag Day — Anniversary of the U.S. flag, adopted in
39 National Day of Prayer —U.S. 170 ,1:;7; 'sD
5" Cinco de Mayo — A day for American citizens of rsuy ;
19" Juneteenth — African — American celebrates the

Mexican heritage to celebrate their ancestry.

13" Mother’'s Day —U.S.

227 Declaration of the Bab — Commemorates when the
Bab, the prophet-herald of the Baha'i faith, foretold
that he was the herald of a new and greater messen-
ger of God.

24" Ascension Day — Christian celebration of Jesus
Christ’ s assent into heaven.

25M  African Liberation Day — Celebrates the progress of July 2001

declaration of freedom for al slaves.

24" San Juan Day — Puerto Rican — Celebrates the birth of
St. John the Baptist.

28" Stonewall Rebellion — U.S. - Celebrates the protest by
gays and leshians against police harassment in New
York City.

liberation for qll African natio_ns. _ 4" Independence Day — U.S.— Celebrates the signing of
27" ihaill_uot C_: Jewish dday iel tebﬁ' ng the rl\e/lvtelg_t on of the Declaration of Independence by the 13 Colonies.
- A;enegonog?rgiam?ﬂ; © Cgﬁ;’; o arr]‘r‘;:‘i'\-/er_ 5" Asalhapuja— Buddhist — Celebrates the first sermon of
Buddha and the setting of the Wheel of Truth into the
sary of the death of the prophet-founder of the world.
30" slaha ' f: tg' _Ad ber US. h q 8" Martyrdom of the Bab - Baha'i — Commemorates the
emorla Lay Yy to remember U.S. heroes an arrest, torture, imprisonment and execution of the Bab
loved ones who have died. in 1850.
June 2001 13" O-Bon — Japan — Also known as Feast of Fortune, a
; ; time to remember one’' s ancestors.
Gay and L esbian Pride Month 14" Bastille Day — France — Celebrates the event that
3¢ Pentecost — Christian — Celebrates the Holy Spirit's started the French Revolution.
descent unto the 12 apostles. 23 Birth of Haile Selassie |. — Commemorates the birth
6" D-Day -- U.S.— Celebratesthe landing of U.S of the former Emperor of Ethiopiain 1892.
troops in Normandy, the beginning of the end of 24" Pioneer Day — Mormon — Honors the U.S. pioneers
World War Il. that crossed the plains and settled in Utah in 1847.
8" Red Earth Native American Cultural Festival —One | 26" Anniversary of the Signing of the A.D.A. —The
of the worlds largest intertribal gatheringsin Americans With Disabilities Act
Oklahoma. Source: Professional Development Group, Inc.

10" Race Unity Day — Sponsored by the Baha'i, de-
signed to promote understanding and racial har-
mony.

10" Trinity Sunday — Christian — Celebrates the belief
that God, the Holy Spirit and Jesus Christ are one.

Diverse Issues is authored by Patreese D. Ingram, Assistant Professor in Diversity Education,
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University Park, PA 16802, 814-863-7439—E-mail: pdil@psu.edu.
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