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AGENDA

The Business Case for 
D&I

Understanding 
Privilege

How to be an Inclusive 
Leader



TRUSTED 10

Working individually:

• Take a quick moment to think about 
the people in your life that you are the 
closest to outside of your family. 

• Using a blank sheet of paper, create 7-8 
columns and 11 rows.  

• In the first column (far left), record 
your name in the first row. 

• Go down the column (far left) listing 
the first name or initials of the 10 
people you trust the most. 

• Remember, do not list family members. 

• Set the page aside for now.



THE 
ACCIDENT

A father and son were involved in a car accident.  Both 
were seriously injured and taken by ambulance to a 
nearby hospital and immediately wheeled into two 
separate emergency operating rooms. A surgeon was 
called to operate on the son. Upon seeing the patient, 
the attending surgeon exclaimed, “Oh my, it’s my son!’ 

Can you explain this? Share your thoughts in the chat.



WHICH 
TABLE IS 
BIGGER?



Fear of being a 
failure is one of 
the most effective 
forms of freezing 
innovation. 

Another, is fear of 
being successful.



Fear of being a failure is one of the 
most effective forms of freezing 

innovation. 

Another, is fear of being successful.



WORDS 
CREATE 

WORLDS



DEFINING 
DIVERSITY, 

EQUITY, 
AND 

INCLUSION 

• Diversity includes all the ways in 
which people differ, encompassing 
the different characteristics that 
make one individual or group 
different from another. 
• Equity is the fair treatment, access, 

opportunity, and advancement for all 
people, while at the same time 
striving to identify and eliminate 
barriers that have prevented the full 
participation of some groups. 
• Inclusion is the intentional act of 

creating environments in which any 
individual or group can be and feel 
welcomed, respected, supported, 
and valued to fully participate. 





EQUALITY ≠ 
EQUITY



CASE STUDY



13

CASE STUDY OF TWO WORLD WAR II VETERANS

1949

1960

1966

1954

1965 1968-75 1988

1945

1960

1965 1966 1968-75 1988

White male, PFC 22

African American male, PFC 22

Honorable discharge; GI 
Bill to attend local college

Honorable discharge; GI 
Bill eligible, not admitted 
to local college due to 
discrimination



BUT THAT WAS IN 
THE PAST, RIGHT?



FAST FORWARD TO 
2021…



DIVERSITY 
WHEEL



THE 
INTERSECTION OF 
SOCIAL IDENTITY 

& PRIVILEGE 



WHAT IS BIAS?

• According to The Ohio State University’s Kirwan Institute for the Study of 
Race and Ethnicity, “Implicit or unconscious bias refers to attitudes and stereotypes 
that we are unaware of, and which happen outside of our control. It is a bias that 
happens automatically and is triggered by our brain making quick judgments and 
assessments of people and situations, influenced by our background, cultural 
environment and personal experiences” 

Bias lives inside us, 

formed by our experiences with diversity,

and reinforced by culture both past and present.



KEY CHARACTERISTICS OF BIASES

• Implicit biases are pervasive. Everyone possesses them, even 
people with avowed commitments to impartiality. 

• Biases can be positive or negative.

• The implicit associations we hold do not necessarily align with 
our declared beliefs or even reflect stances we would explicitly 
endorse.

• We generally tend to hold implicit biases that favor our own 
ingroup, though research has shown that we can still hold implicit 
biases against our ingroup.

• Implicit biases are malleable – biases and implicit associations that 
we have formed can be gradually unlearned through a variety of 
debiasing techniques. 



BIASES PREDICT BEHAVIOR IN THE REAL 
WORLD

• Research has documented the disturbing effects of implicit racial biases in 
a variety of realms ranging from classrooms to courtrooms to hospitals.

• Race and cognition factors such as implicit bias can operate in conjunction 
with structural racialization. Together these two powerful forces create 
barriers that impede access to opportunity across many critical life 
domains such as housing, education, health, and criminal justice.

• As convincing research evidence accumulates, it becomes difficult to 
understate the importance of considering the role of implicit racial biases 
when analyzing societal inequities. Implicit biases, explicit biases, and 
structural forces are often mutually reinforcing.



COMPLETE TRUSTED 10 ACTIVITY

Complete Trusted 10 activity 

• Create your own code that corresponds to the diversity dimensions for each 
column 

• i.e. M for male, F for female; estimate age 

• You will not be asked to share specific details, but rather reactions to this 
activity 

• “What stood out for you?” 



TRUSTED 10



TRUST FRAMEWORK

Level 1: Acquaintances "Hi Ya" 
circle

Level 2: COMFY                      
"come over to my front yard" 

crew

Level 3: Trusted Friends               
"like me bias"



MICROAGGRESSIONS

With microaggressions and microinequities in the workplace, I feel strangled and die a little bit every single day. 

Forbes article, June 2020



USING MINDFULNESS TO 
PREVENT 

MICROAGGRESSIONS 

Be 
constantly 
vigilant of 
your own 
biases and 

fears

Seek out 
interaction 
with people 
who differ 
from you

Don't be 
defensive

Consider 
how you 

might have 
hurt others 
or revealed 
bias in the 

past

Be an ally -
stand against 
all forms of 

bias and 
discrimination

Bonus tip: Peruse the many examples of 
microaggressions that have been chronicled in 
articles, in academic research, and social media. 
As you learn how they affect people, chances 
are, you will be more aware of what they look 
like, and suddenly much less likely to repeat 
them.

Derald Wing Sue, the person credited with 
coining the term microaggressions, offers five 
suggestions to avoid them:



USING MINDFULNESS 
TO RESPOND TO 

MICROAGGRESSIONS





DIVERSITY MATURITY CONTINUUM



RECOMMENDED 
FOLLOW-UP ACTIVITIES

• WatchTedTalk Danger of a Single Story with Chimamanda Ngozi Adiche 

• Complete the Harvard Implicit Bias Test

• Review The Ohio State University’s Kirwan Institute for the Study of Race and Ethnicity’s Implicit Bias 
Module Series

• Read Forbes’ How to Create a Company Culture that Embodies Your Core Values

• Complete DLPlummer’s Anti-Racist Style Indicator: https://asi.dlplummer.com/

• Join YWCA Greater Cleveland’s 21-Day Equity Challenge

• Watch Segregated by Design (18 mins.) or read The Color of Law by Richard Rothstein 

• Read Evicted by Matthew Desmond 

• Read Better Places, Better Lives, A Biography of James Rouse by Joshua Olsen

• Watch as author Jennifer L Eberhardt discusses her book Biased: Uncovering the Hidden Prejudice That 
Shapes What We See, Think, and Do

https://www.ted.com/talks/chimamanda_ngozi_adichie_the_danger_of_a_single_story?language=en
https://implicit.harvard.edu/implicit/iatdetails.html
http://kirwaninstitute.osu.edu/implicit-bias-training/
https://www.forbes.com/sites/mikekappel/2018/07/25/how-to-create-a-company-culture-that-embodies-your-core-values/?sh=3c9e5f733cc6
https://asi.dlplummer.com/
https://www.ywcaofcleveland.org/eliminate-racism/21-day-racial-equity-challenge/
https://www.segregatedbydesign.com/
https://www.epi.org/publication/the-color-of-law-a-forgotten-history-of-how-our-government-segregated-america/
https://www.evictedbook.com/
https://uli.bookstore.ipgbook.com/better-places--better-lives-products-9780874202052.php
https://youtu.be/YudEO_jRWww


CLOSING 
COMMITMENT

What one action will you take as a result 
of today’s discussion?



Contact Charmaine Rice at: 
charmaine@h2hc.org

mailto:charmaine@h2hc.org

