
Use the 5-Whys strategy to ask yourself: “Why do I care about DEI?” Once you get your

answer, ask “Why do I care about ___insert_your_answer__?”. Continue to ask that

question until you’ve reached an answer that feels authentic and core to you. 

Explore your personal experiences of moments when you’ve felt included (or excluded)

and how that impacted you. Develop that story so that you feel comfortable sharing it as

context to help your team better understand you and your commitment to DEI.

Research the business case so you can speak to the impact of DEI. Go beyond the

generalized information (i.e diverse teams are more innovative, inclusive cultures do

better employee retention) to the specific impact you are aiming for and at least one

reputable study that shows the connection (i.e. I want to be part of a team that solves

problems creatively. The HBR article Why Diverse Teams Are Smarter, points to studies by

Credit Suisse, McKinsey, and others that show how diverse teams are more creative.) 

There are many reasons to care about diversity, equity and inclusion. Being able to articulate

your personal reason for valuing DEI both helps you strengthen your commitment and

speak more compellingly with your team.

To craft your DEI Why:

1.

2.

3.
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Ask yourself how you’d feel if the situation were reversed. Then reflect on to what extent

the issue is substantive and to what extent it’s a bias getting it the way.

You’re considering asking a team member to present at the next board meeting in your

place, but you’re concerned she is too young and not mature enough yet. Flip the script

by asking, if someone was concerned about a colleague being too old and stale to

present, would that feel right? Would you feel the same way if it was a young man

instead of a young woman? Pay attention to whether the concern is grounded in facts

and whether you’d interpret those facts the same regardless of the person’s identity.

Your team is meeting after hours for dinner with significant others. You notice a

colleague is alone but you were pretty sure he has someone special in his life. You politely

ask him where his girlfriend is. He mumbles something about being busy and slips away.

Flip the script by asking, what assumptions you made about this person. Perhaps you

assumed they had a partner and the person was uncomfortable sharing that they broke

up. Or, maybe you assumed they were straight and the person was uncomfortable

sharing that they are in a same-sex relationship. 

Sometimes it's hard to see our biases because they’re so invisible to us. Think of the fish

asking the whale what water is. The fish is so ‘in it’ whereas the whale has perspective. To

help gain perspective, try flipping the script and noticing if you feel or think differently.

To flip the script:

Examples:

#2 Flip The Script
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Change your name on your virtual meeting tool to include your preferred pronouns

immediately after your name. Example: Mamie Kanfer Stewart (she/her)

Add your pronouns at the end of your name in your email signature. 

When meeting with potential hires, introduce yourself and share your preferred

pronouns. (This may feel uncomfortable at first, but over time it will likely normalize.)

It may seem small or even awkward to add pronouns to the end of your name on Zoom or in

your email signature but it can be a powerful act of inclusion. It’s a visible signal that

inclusion is important to you. Plus, if you communicate with clients or colleagues outside

your team, it signals your commitment to DEI to them and may make those relationships

stronger. Note that for some non-binary individuals, disclosing their pronouns may be a

source of anxiety. It’s best to role model your use of pronouns and give people an

opportunity to share theirs without making it mandatory.

To add pronouns:

#3 Add Pronouns To Your Signature 
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“Thank you for letting me know.”

“I appreciate you telling me that.”

“I apologize. I didn’t realize ______ (that term has racist roots, I was talking over you, I was

making assumptions about your parental duties, etc). I appreciate you pointing it out to

me.”

Even if you want to cringe when you realize you’ve said or done something unintentionally,

it’s important to recognize the learning moment. Don’t disengage or act defensive. If an

apology is appropriate, apologize. At the very least, show appreciation for the person alerting

you to the mis-step and helping you along your learning journey. Remember, it’s not always

easy for someone to speak up. 

To show appreciation, try saying:

#4 Say “Thank You” When Someone Corrects You



Find a DEI related podcast to listen to each week.

Read a DEI related article each week.

Read a DEI related book each quarter.

Join a DEI-focused community where you get to talk about DEI on a regular basis e.g.

monthly networking sessions, webinars, etc.

Find an online course that happens over a series of weeks rather than a 1-time event.

The best way to grow as a leader is to take small steps over a long period of time. By keeping

DEI front and center to our professional growth, we increase the likelihood that we are

integrating what we’re learning. It doesn’t need to be a big commitment of time or energy. It

just needs to be ongoing. 

To make DEI learning habitual:

#5 Make DEI Learning Habitual
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