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LEA D IN G W ITH EQ U ITY & IN CLU SIO N
SESSION DISCUSSION POINTS

Learn e f f ec t i ve a n d p ra c t i ca l s t ra teg ies t o lead w i t h e q u i t y a n d   

f os te r an inc lus ive w o r k e n v i r o n m e n t

U n d e r s t a n d  t h e  six t ra i t s  o f  i nc lus ive  l e a d e rsh ip  t o  c rea te a m o r e   

e q u i t a b l e  a n d  f u t u r e  ready w o r k f o r c e

Cons ider  t h e  p r i n c i p l e s  o f  b ias ,  rac ism ,  a n d  w h i t e  p r i v i l ege in   

o r g a n i za t i o n a l c u l t u r e



T

Diversity InclusionEquity

D I V E R S I T Y ,  E Q U I T Y ,  A N D I N C L U S I O N
D E F I N E D

Everyone is individual  

and different
Fostering belonging 

& respect, valuing all  

individuals regardless of  

differences

Fair access to 

opportunities



D EFIN IN G  
EQUITY .

Workplace equity is when focus is  placed

on the employee’s individual needs. A

natural byproduct o f a diverse 

workplace is that di fferences exist.

Equity requires that w e acknowledge  

that  everyone has di fferent needs,  

experiences, and opportunities.

"What's the matter?

It's the samedistance!"



STARTING THE CONVERSATION

LIVE POLLING

Q1. Have you established equity as a key business driver within your organization?

Yes  

No

I'm not sure



UNDERSTANDING INCLUSION
THE NEED TO BELONG

B e lo ng ingness

Co n n ec t ed n ess

Co n s ide r ing D i f f e rences

Inclusion



EXCLUSION

I n d i v i d u a l  is n o t  t r e a t e d  as a n   

o r g a n i z a t i o n a l  i n s i d e r  w i t h  u n i q u e   

v a l u e  i n  t h e  w o r k  g r o u p  b u t  t h e r e  a re   

o t h e r  e m p l o y e e s  o r  g r o u p s  w h o  a re   

i n s i d e r s .

I N C L U S I O N
THE F R A M E W O R K

ASSIMILATION

I n d i v i d u a l  is t r e a t e d  as a n  i n s i d e r   

i n  t h e  w o r k  g r o u p  w h e n  t h e y   

c o n f o r m  t o  t h e  o r g a n i z a t i o n a l /   

d o m i n a n t  c u l t u r e  n o r m s  a n d   

d o w n p l a y u n i q u e n e s s .

DIFFERENTIATION

I n d i v i d u a l  is n o t  t r e a t e d  as a n   

o r g a n i z a t i o n a l  i n s i d e r  i n  t h e   

w o r k  g r o u p ,  b u t  t h e i r  u n i q u e   

c h a r a c t e r i s t i c s a re  s e e n a s

v a l u a b l e  a n d  r e q u i r e d  f o r   

g r o u p / o r g a n i z a t i o n success .

INCLUSION

I n d i v i d u a l  is t r e a t e d  as a n  i n s i d e r  a n d   

a l l o w e d  / e n c o u r a g e d  t o  r e t a i n   

u n i q u e n e s s  w i t h i n  t h e  w o r k g r o u p .

Source: Lynn M. Shore, Institute for Inclusiveness and Diversity in Organizations, Department of Management, San Diego State University; Journal

of Management Vol. 37 No. 4, July 2011 1262-1289.



WHAT HAPPENS WHEN WE ARE
NOT INCLUSIVE

Examples non-inclusive behavior:  

Being disrespectful towards others  

Speaking in a rude tone of voice

Saying offensive or bel i t t l ing commen ts

Consequences of non-inclusive  

behavior in the workplace:

Decreased productivity and performance 

Detachment  f rom job, no t  caring  

Retent ion and  recru i tment  issues  

Trauma and stress-related symptoms



Accord ing  to  neurological   

research by David Rock and

o the rs ,  peop le  per fo rm best wh e n  

they feel valued, empowered, and  

respected by the i r peers.

McKinsey's research found  tha t   

gender-diverse companies  are  

15% m o r e  l ikely to  ou tper fo rm  

the i r  peers and  ethnical ly-diverse  

companies  are 35% m o r e likely to   

d o the same.

In research by Delo i t te  Australia,  

inclusive teams ou tper fo rm thei r   

peers by 8 0 %  in  team-based  

assessments.

WHAT  
RESEARCH  
TELLS US...

Source: Bersin, J. (2015, December 6). Why Diversity and Inclusion Will BE A Top Priority for 2016. Retrieved 

from  https://www.forbes.com/sites/joshbersin/2015/12/06/why-diversity-and-inclusion-will-be-a-top-

priority-for-2016/#36075c3b2ed5.

http://www.forbes.com/sites/joshbersin/2015/12/06/why-diversity-and-inclusion-will-be-a-top-priority-for-


“Not everything that is  

faced can be changed,  

but nothing can be  

changed until it is faced.”

~ James Baldwin



Establish a mode l  for inclusion tha t   

highly values uniqueness and  

belongingness -- where we

consider differences

Focus on our own identities as key  

and wha t our o w n cultural ident i ty  

tells us about h o w we interact w i t h   

others

INCLUSION AS A BUSINESS STRATEGY
TO E N H A N C E BUSINESS RESULTS



A N  EQUITABLE CULTURE
REQUIRES INCLUSIVE LEADERSHIP

Predicated on leadership behaviors that include:

•Pract ic ing self -understanding

•Bui ld ing alliances across cultural connect ions

•Examin ing data and metr ics based on

differences

•Leading w i t h equi ty – in tent ional  use of 

equi ty lens to  evaluate situations

•Engaging in open discussions about racism ,  

sexism, bias, LGBT rights ,  disability ,  micro-

aggression ,  BLM, etc .



Q2. As your organization's HR leader, do you feel you have the necessary skills to

lead an equity and inclusion effort?

• Yes

• No

• Somewhat

• Not Sure

STARTING THE CONVERSATION
LIVE POLLING



THE SIX TRAITS
OF INCLUSIVE LEADERSHIP

Source: Deloitte, Fast forward: Leading in a brave new world of diversity, Deloitte, 2015,.



DEVELOP

• Use new 

methods of  

th ink ing

• Cultural 

awareness &

knowing  one’s 

own biases and

identities

INTERROGATE

• Examine current  

practices and

policies

• Consider other  

perspectives to

identify blind spots

• Track patterns

across  difference

ENGAGE

• Encourage & lead 

brave conversations

about racism

• Lead with 

equity in mind-

always

PRACTICE

• Understanding from 

another's perspective 

& self-understanding

• Displaying

humility

• Collaborating and

sharing perspectives

I N C L U S I V E L E A D E R S H I P
T H E I M P E R A T I V E S - S K I L L S D E V E L O P M E N T



STARTING THE CONVERSATION

LIVE POLLING

Q3. How comfortable are you managing conversations pertaining to bias and 

racism?

• Very Comfortable

• Comfortable

• Somewhat Comfortable

• Not Comfortable at All



Bias Racism White Privilege

A human condition we  

innately possess; it is  

how we protect  

ourselves & respond  

to situations in the  

environment based on  

learned or experienced  

associations.

Prejudice or  

discrimination against  

someone based on a  

preconceived belief of  

superiority.

A  sociological concept  

referring to advantages  

that are taken for  

granted by whites and  

that cannot be similarly 

enjoyed by people of 

color in the same 

context (workplace, 

schools, etc.)

Sources: Cook Ross, Inc., “Everyday Bias for the Health Professions,” (2016); DiAngelo, Robin, 

“White  Fragility: Why It’s So Hard for White People to Talk About 

Racism” (2018).

BIAS, RACISM, & WHITE PRIVILEGE
UNDERST ANDING THE IMPACT



•Implicit Association Test at Harvard:  

https://implicit.harvard.edu/implicit/takeatest.html

•Our Search for Belonging, How Our Need to Connect is Tearing us Apart,  

by Howard J.Ross

•White Fragility, Why it’s so Hard for White People to Talk about Racism,  

by Robin DiAngelo

•So you want to talk about race,  

by Ijeoma Oluo

•Emmanuel Acho, Uncomfortable Conversations with a Black Man, YouTube video

SUGGESTED RESOURCES

https://implicit.harvard.edu/implicit/takeatest.html
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