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WHAT’S INSIDE

Use this participant guide to support your learning during both the
live event and follow-up reflection work. You can capture your notes
digitally in various sections of this PDF – be sure to save your file
locally so you can refer to your notes again. You can also print this
guide and take notes by hand during the sessions.
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PART 1:
Live, Interactive
Event

Purpose
Creating a diverse culture of inclusion and belonging is a continuous
journey. Moving forward on this path requires ongoing evaluation,
reflection, and courageous action by each of us, both individually and
together.
The purpose of this workshop and the reflection work that follows is
to more deeply explore the emotional outcome of belonging, to lay a
foundation for continuing the conversation, and to teach actionable
skills relative to safety, trust, and belonging.

Objectives
By the end of the workshop, participants will:
1. Learn about psychological safety, trust and team cohesion to
learn how to build belonging as a key emotional outcome.
2. Recognize why building a strong foundation for belonging
matters for the future of work.
3. Gain the skills necessary to begin practicing simple, everyday
actions you can take to foster a spirit of belonging.
4. Develop inclusive leadership skills to help you communicate the
importance of centering workplace culture around safety, trust,
and belonging.
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Visualize: What If?
What if you felt a greater sense of safety, trust, and belonging at
work? Let’s take a moment and visualize what this would feel like by
reading through the following statements and then reflecting on the
following questions.

Imagine
When you are seen at work, you are recognized, rewarded, and
respected by your colleagues for your expertise & lived experiences.
When you are connected at work, you have positive, authentic social
interactions with peers, managers, and senior leaders.
When you are supported at work by those around you – from your
peers to senior leaders –you receive what you need to get your work
done.
When you are proud of your work and your organization, you feel
aligned with its purpose, vision, and values.

Reflect
1. Would you feel relief for not having to cover important aspects
of who you are and what’s most precious to you? Explain.
2. If you could bring more of your real self into your role, how
might that impact those you work with or manage?
3. And for those on your team who are the least likely to feel safe,
how might their experiences on the job change?
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Self-Reflection Prompts
1.

How does belonging – or the lack thereof - impact our ability to
deliver on our mission?

2.

Think of a time when you may have felt excluded on the job? In
one word, name how you felt. How did this feeling impact your
performance, your relationships, and your sense of belonging?

3.

Why do better performing teams have a strong sense of
psychological safety? How does psychological safety promote
innovation?

4.

What inclusive leadership traits come naturally to you, and what
traits will you need support to develop over time?

5.

What is one key takeaway from this workshop? What is one
commitment you will make to build a greater sense of belonging
for those least likely to feel safe on the job?
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Tools: 3 Keys to Trust Building

Reflection Questions

1. How can sonder help you get genuinely curious about another
person’s life, which is just as vivid and complex as your own?

2. What are some nonverbal actions you can take to communicate
you are fully present and listening to a colleague speaking? Why is
that important when building trust?

3. Dale Carnegie once said, “The royal road to a [person’s] heart is to
talk to [them] about the things [they] treasure most.” How can the
platinum rule help you move along this road, and why is it
important to trust building?
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Consider: Inclusive Leadership

Reflection Questions

1. Please complete this sentence: “When I think about leading
inclusively, I feel [describe your feeling], because [describe why
you feel this way].

2. Out of the 6 inclusive leadership traits outlined here, which trait
comes the most natural to you, and which trait will you need
support to develop over time?

3. What actions would you take to demonstrate empathy for those
least likely to feel safe on the job? How would you engage to
remain curious and committed?

4. What inclusive leadership skills would you use to build a greater
sense of psychological safety and trust on your team?
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Part 1: Key Terms & Definitions
Belonging: An emotional outcome that comes from feeling
seen for your unique contributions, connected to your
coworkers, supported in your daily work and career
development, and proud of your organization’s values and
purpose. Psychological safety and trust are important
ingredients to consistently feel this emotional outcome.
Covering: An action where an individual intentionally
downplays or omits disclosure of a known stigmatized identity
to fit in with the dominant culture. For example, an employee
may omit that they are planning to adopt a child and become a
parent for fear of losing out on a promotion or stretch
assignment.
Psychological Safety: A shared belief that the environment is
conducive to taking interpersonal risks (i.e., asking for help,
admitting a mistake, or criticizing a project). It is not being
nice, or soft, or having the permission to whine or slack off.
Sonder: The realization that each random person you pass is
living a life as vivid and complex as your own.
Trust: In the workplace boils down to internalizing the idea
that a company is a team of interconnected people that have
to move together to be most effective, rather than individuals
hoarding profit, credit, and power. Trust is built by practicing
sonder, deeply listening, and engaging in the platinum rule.
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PART 2:
Facilitated Group
Discussions
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Reflective Listening
Reflective Listening is a communication strategy involving two key
steps, (1) seeking to understand a speaker’s idea, then (2) offering the
idea back to the speaker using the listener’s own words (without
paraphrasing) to confirm the idea has been understood correctly.
Sometimes, we react without being thoughtful of the words and
behaviors we exhibit. Reflective listening is important when trying to
understand someone else using their own words so not to misrepresent
the meaning. This means that the central questions for the listener are
not 'What can I do for this person? or even "How do I see this person"
but rather "How does this person see themselves and their situation?"
Some principles of reflective listening include:
•

Doing more listening than talking.

•

Responding to what is personal rather than to what is impersonal,
distant, or abstract.

•

Restating and clarifying what the other has said, not asking
questions or telling the listener what he or she feels, believes, or
wants.

•

Trying to understand the feelings contained in what the other is
saying, not just the facts or ideas.

•

Working to develop the best possible sense of the other's frame of
reference while avoiding the temptation to respond from the
listener's frame of reference.

•

Responding with acceptance and empathy, not with indifference,
cold objectivity, or fake concern.
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Guided Discussion Questions
Consider using the following set of guided discussion questions to
frame the conversations in small group discussions with colleagues
or friends.
1. What key
learnings did
you take away
from the live
event in Part 1?
What resonated
with you most?

2. Have you
ever felt
excluded, or
lacked a sense
of belonging, at
work? What
was that
experience like?
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Guided Discussion Questions
(cont’d)
3. How can you
use what you
have learned,
with your team
members? With
community
partners? With
others?

4. What will you
commit to doing
differently?
What is one
way that you
will integrate
everyday
actions to build
a sense of
belonging into
your daily life?
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Notes:
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Key Terms
and Definitions
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Key Terms and Definitions
The words we use matter. They can reflect bias or challenge it, bring
teams together or divide them. Below are some commonly used
Diversity, Equity, and Inclusion (DEI) terms. This list is not exhaustive; it
is merely a starting point. Share with your colleagues, teams, and
leaders so that we can being speaking a common language with each
other.
Diversity

●

Equity

●

Inclusion

●

Belonging

Diversity: The wide variety of shared and different personal and group
characteristics among human beings.
Equity: Creates fairness by providing people with individualized
resources, treatment, and support in order to compensate for
differences between individuals. Equity acknowledges the privilege
afforded to certain individuals and attempts to level the playing field.
Equity is the action we take in order to achieve equality, to ensure
everyone has the resources they need to succeed.
Inclusion: The act of creating an environment in which any individual
or group feels welcomed, respected, supported, and valued to fully
participate. An inclusive and welcoming climate embraces differences
and offers respect in words and actions for all people.
Belonging: An emotional outcome that comes from feeling seen for
your unique contributions, connected to your coworkers, supported in
your daily work and career development, and proud of your
organization’s values and purpose. Psychological safety and trust are
important ingredients to consistently feel this emotional outcome.
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Key Terms and Definitions
In alphabetical order
Ally: A person of one social identity group who advocates for and
stands up in support of members of another group. Typically, an ally is
a member of a dominant group standing beside member(s) of a
targeted group (e.g., a man arguing for equal pay for women).
African Diaspora: a term commonly used to describe the mass
dispersion of peoples from African during the Transatlantic Slave
Trades from the 1500s to the 1800s. This Diaspora took millions of
people from Western and Central African to different regions throughout
the Americas and Caribbean.
Bias: A positive or negative inclination or preference towards a person,
group, or community; can lead to stereotyping.
BIPOC: Black Indigenous People of Color
Black, African American: Not all Black people are African American.
African American is a land-based term used to describe Black people
that are not immigrants. Black is a term used to describe a person that
could be from anywhere in the African Diaspora.

Cisgender: A person who identifies as the gender they were assigned
at birth. For example, a cisgendered female is a female with a female
identity.
Classism: Prejudice against or in favor of people belonging to a
particular social class
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Key Terms and Definitions
Codeswitching: When a person switches between languages or
dialects (codes) while speaking. Switching may occur for several
reasons. The speaker may be unable to express themselves
adequately in one language/dialect, the speaker may switch
unconsciously when upset, tired, or excited, or the speaker may switch
in order to express solidarity with a particular group.
Colorblind: The belief in treating everyone “equally” by treating
everyone the same; based on the presumption that differences are by
definition bad or problematic, and therefore best ignored (i.e., “I don’t
see race, gender, etc.”).
Conscious Bias (Explicit Bias): Refers to the attitudes and beliefs we
have about a person or group on a conscious level. Much of the time,
these biases and their expression arise as the direct result of a
perceived threat.
Covering: An action where an individual intentionally downplays or
omits disclosure of a known stigmatized identity to fit in with the
dominant culture. For example, an employee may omit that they are
planning to adopt a child and become a parent for fear of losing out on
a promotion or stretch assignment.
Equality: Treating everyone the same way, often assuming everyone
starts out on equal footing or with the same opportunities.
Equity: The guarantee of fair treatment, access, opportunity, and
advancement while at the same time striving to identify and eliminate
barriers that have prevented the full participation of some groups.
Equity acknowledges that there are historically underserved and
underrepresented populations and that fairness regarding these
unbalanced conditions is needed to assist equality in the provision of
effective opportunities to all groups.
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Key Terms and Definitions
Ethnicity: A social construct which divides individuals into smaller
social groups based on characteristics such as a shared sense of group
membership, values, behavioral patterns, language, political and
economic interests, and history.
Gender Identity: One’s internal sense of self; how they relate to their
gender(s). Gender expression is how people externally communicate or
perform their gender identity to others.
Gender Pronouns: (he/she/they/ze etc.) specifically refers to people
that you are talking about and aligns with their gender identity.
Historically Underrepresented Groups: Under indexed, underserved,
untapped, under resourced, underprivileged, marginalized group

Intent vs. Impact: Intent is what a person meant to do, and impact is
the effect it had on someone else. Regardless of intent, it is imperative
to recognize how behaviors, language, actions, etc. affect or influence
other people. An examination of what was said or done and how it was
received is the focus, not necessarily what was intended.
Intercultural Competency: A process of learning about and becoming
allies with people from other cultures, thereby broadening our own
understanding and ability to participate in a multicultural process. The
key element to becoming more culturally competent is respect for the
ways that others live in the world and an openness to learn from them.
Intersectionality: The intertwining of social identities such as gender,
race, ethnicity, social class, religion, sexual orientation, or gender
identity, which can result in unique experiences, opportunities, and
barriers.
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Key Terms and Definitions
LatinX, Latino, Hispanic: Hispanic refers to people who speak Spanish
and/or are descended from Spanish-speaking populations while Latino
refers to people who are from or descended from people from Latin
America. LatinX is a non-gendered way of referring to someone who
identifies as from Latin America.
LGBTQIA+: Acronym for “Lesbian, Gay, Bisexual, Transgender, Queer,
Intersex, Asexual,” with all other identities that are not encompassed by the
letters themselves being represented by the "+."
Micro-Aggressions: Commonplace daily verbal, behavioral, or
environmental indignities, whether intentional or unintentional, that
communicate hostile, derogatory racial slights. These messages may be
sent verbally ("You speak good English"), non-verbally (clutching one's
purse more tightly around people from certain race/ethnicity), or
environmentally (symbols like the confederate flag or Native American
mascots).
Minorities: Used as a blanket term for people from underrepresented
groups including African Americans, Hispanics, Asian Americans, Pacific
Islanders, and Native Americans.
Non-Binary (also known as Genderqueer): A category for a fluid
constellation of gender identities beyond the gender binary of woman/man.
Persons of Color: A collective term for men and women of Asian, African,
Latin and Native American backgrounds; as opposed to the collective
"White" for those of European ancestry.
Psychological Safety: A shared belief that the environment is conducive
to taking interpersonal risks (i.e., asking for help, admitting a mistake, or
criticizing a project). It is not being nice, or soft, or permission to whine or
slack off.
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Key Terms and Definitions
Sonder: The realization that each random person you pass is living a life
as vivid and complex as your own.
Transgender/Trans: An umbrella term for people whose gender identity
differs from the sex they were assigned at birth. The term transgender is
not indicative of gender expression, sexual orientation, hormonal makeup,
or physical anatomy.
Trust: In the workplace boils down to internalizing the idea that a company
is a team of interconnected people that have to move together to be most
effective, rather than individuals hoarding profit, credit, and power. Trust is
built by practicing sonder, deeply listening, and engaging in the platinum
rule.
Unconscious Bias (Implicit Bias): A social stereotype or preference for or
against a person, thing or group held at an unconscious level, shaping
decisions we make and how we evaluate and interact with people.
Everyone holds unconscious beliefs about various social and identity
groups.
Unconscious Bias (Implicit Bias): A social stereotype or preference for or
against a person, thing or group held at an unconscious level, shaping
decisions we make and how we evaluate and interact with people.
Everyone holds unconscious beliefs about various social and identity
groups.
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a certified LGBT-BE.
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