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PRACTICING INCLUSION  
 
“A deep sense of love and belonging is an irreducible need of all people. We are biologically, 
cognitively, physically, and spiritually wired to love, to be loved, and to belong. When those 
needs are not met, we don’t function as we were meant to. We break. We fall apart. We numb. 
We ache. We hurt others. We get sick.”  

– Brené Brown 
 
 
Reason for this resource 
In order to drive positive change, we recognize that a one-time, 2-hour training on implicit bias 
needs to be complemented by everyday actions. Without inclusion, diversity is meaningless so 
addressing implicit bias needs to be ongoing so that employees form habits around actively 
seeking out and appreciating rather than simply tolerating diverse perspectives. Moreover, many 
of you who completed the Recognizing and Mitigating Implicit Bias in the Workplace training 
requested tools to continue this critical work in your individual workspaces. We hope you use this 
resource for continued learning and engagement toward creating healthy and humane work 
environment for everyone. 
 
 
How to use this resource 
With many different audiences in mind, these sample activities were collated to be used for 
exploring a great number of social justice concepts including allyship, inclusion, race, privilege 
and intersectionality. We encourage you to use them for staff development, teambuilders, 
meeting ice breakers and lesson hooks in the classroom.  
 
There are vast areas where inclusion and diversity show up in the workplace. Because inclusion 
(and privilege) is invisible to those who enjoy, here are some categories to use as a starting point 
for your work: access and participation, career opportunities, respect, recognition, learning and 
growth, workplace interactions, compensation and benefits, skills use and assignments and work-
life balance. 
 
It is important that facilitation of these activities be done responsibly. Solicit assistance from 
DDCE, Counseling Services, Disability Services, Human Resources and other professionals who 
are well versed in these topics. As you engage in these activities, kindly practice mindful inclusion 
regarding the physical mobility, visual, auditory and language needs of your participants. 
 
Disclaimer - None of the activities included here are originals. We were granted permission to use 
the activities by the authors and associated book publishing companies.  
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THE STRUGGLE TO SPEAK UP 
Goal 
To acknowledge the difficulty in speaking up and explore reasons for such choices 
 
Estimated Time 
20 minutes 
 
Materials 
• Projector, speakers, computer with Internet to this link: “Whopper Jr Bullying“ 
• Flipchart or whiteboard 
 
Framing 
This video from Burger King depicts how we can struggle to speak up even when we witness 
children bullying other children. And, speaking up in the workplace against microaggressions 
might be even more challenging as the stakes are presumably higher.  
 
Subtle acts of exclusion, also known as microaggressions, are offensive comments or actions 
directed at a non-dominant group that reinforces a stereotype. While many of these actions are 
unintentional, they can impede someone’s confidence, self-esteem and engagement at work.  
 
Instructions 

1. Watch the “Whopper Jr Bullying” video 
2. Debrief 

 
Suggested Debriefing Questions 

1. How did the video make you feel? 
2. How do you think the target felt? 
3. What do you think the bystanders were thinking? 

 
When confronted with offensive rhetoric: (subject/observer) 

1. Acknowledge that you were hurt by it. Use “I” statements to take ownership of your 
feelings. One example is: I felt______ when you said ________ and I need a little time 
before discussing it with you. Can we meet (day/time)? 
 

2. When you said _________, what did you mean by that? This opens the door for respectful 
discussion about intention versus impact. Exercise patience and assume good intent. 

 
 
 
When confronted about by someone who thinks your rhetoric was offensive: (initiator) 

1. Listen to understand the subject’s perspective with gratitude, empathy and curiosity versus 
falling into defensive mode. Remember to access your rational brain. 
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2. “Thank you for bringing this to my attention. I’d like to reflect on this and get back with 
you.” Remember to follow through and follow up! Or, “I hear what you are saying, and I 
would like some time to process it. Can we revisit this (date/time)”? 
 

Choose your moments and setting carefully when having these conversations. Talk about why 
you, the subject, found the statement problematic without shaming or blaming. It takes courage 
on both sides to speak up about microaggressions and both the subject and initiator may feel 
attacked, misunderstood and embarrassed. Lead with care and curiosity to increase the likelihood 
of the person keeping an open mind to learn new information.  
 
 
*Burger King. YouTube Channel: https://www.youtube.com/watch?v=mnKPEsbTo9s 
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TAPS: CONNECT WITH SOMEONE WHO… 
Goal 
To allow for anonymous encouragement, checking in, thank yous, and appreciations 
To close out an activity on a note of connection, meaning-making, and appreciation 

 
Estimated Time 
20 minutes 

 
Materials 
A list of prompts 
Bandanas or pens for participants to hold who do not want to be touched (optional) 

 
Framing 
This activity is a way for all of us to take some time to appreciate each other. There will be silence 
to allow everyone the time and space to reflect and be present 

 
Instructions 

1. “In a moment I am going to ask everyone to close their eyes and/or keep their heads 
down. A few participants are going to start as tappers. I am going to read a statement and 
then folks who are standing will go around and “tap” those to which they personally feel 
that statement applies. We will continue like this for 3-4 statements and then I will pull up 
the next group of tappers. I will pull on your bandana or on the corner of your shirt to 
indicate it is your opportunity to stand and tap folks. Everyone will have a chance to both 
give and receive taps” 

2. Clarify that everyone understands the directions.  It is particularly important that folks 
understand directions before this activity begins as it is silent and will break up the 
flow/feel of the activity if they ask questions once you have started 

3. Ask everyone to close their eyes and/or lower their heads 
4. Select a few folks to be the first tappers 
5. Begin to read the prompts—go slowly enough so that the tappers can make it once 

around the circle prior to reading the next prompt 
6. After a few of the prompts, indicate to those tappers to sit down and pull up the next 

group 
7. Continue until everyone has had a chance to tap—even if you have to repeat prompts 

 
Sample Prompts  
Tap someone who…. 
you believe is a quiet leader 
you’ve learned something from this 
weekend 
you would turn to for help 
you want to get to know better next 
semester 
you’ve gotten to know better this weekend 

you wish you had gotten to know better 
this weekend 
has done something that has inspired you 
you’d like to thank for something that didn’t 
know they did 
you consider to be a strong person 
you wish to continue to get to know after 
the retreat 
you think has showed integrity 
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has taken a risk this weekend 
you think helped you to be comfortable this 
weekend 
has challenged you this weekend 
you believe was very honest this weekend 
you think is a kind soul 
has made you think this weekend 
you would want to hang out with for fun 
you believe to be thoughtful 
you believe to be caring 
you’ve learned something about yourself 
from 

made you laugh this weekend 
said something that inspired you 
you are proud of 
showed courage 
showed you a new perspective this 
weekend 
has motivated you 
impressed you with their willingness to 
simply be themselves 
you expect great things of 
let someone know that you are committed 
to supporting them and their causes

 
Wrap Up 
Tailor the prompts to your specific audience. While this activity is usually done at the end of a 
workshop/training/retreat it can be modified to end a weekly or monthly staff meeting. 
 
 

*Social Justice Toolbox  
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CREATING WORKING DEFINITIONS: RACE/RACISM 
Goal 
Help your group create shared definitions for race, ethnicity, and nationality. Participants will 
be able to discuss how their definitions differ from those of their peers and group members. 
Additionally, participants will be able to evaluate the differences between these terms and 
explain to others why their differences are meaningful. 
 
Estimated Time 
30 minutes 
 
Materials 

• Flipchart paper/oversized sheet of paper (1 per group) 
• Markers 

 
Framing 
In order to talk at length about race and racism, we wanted to start by talking about some 
commonly used words and, as a group, come up with working definitions and expand our 
understanding.  
 
Instructions 
1. Break participants off into groups of 3-5 and assign each group one of the terms (race, 

racism, ethnicity, or nationality).  If there are more than 4 groups, then feel free to have 
more than one group define the same term. 

2. Give each group 5 minutes to come up with a definition for their term.   
3. Let groups know at the end of the 5 minutes they will have 1 minute to report out their 

definitions to the large group. 
4. Ask all groups who had the same term to present their groups definitions.  Ask if there are 

any additions or thoughts from the rest of the room. 
5. Continue this way until all groups have presented. 
6. Summarize the main points for the definitions before wrapping up the activity. 

 
If people are struggling to hold the differences, consider providing an example.  Chef Marcus 
Samuelsson of Chopped fame, was born in Ethiopia, raised in Sweden, and now lives here in 
the US (and has since 1991).   

• Marcus in the U.S. would be considered a person of color and his race would 
likely be read/assigned as Black.   

• His ethnicity on the other hand may be Swedish as that is where he spent his 
entire childhood and young adult years. He also identifies with the ethnic culture 
of his birth family from Ethiopia.   

• His nationality is Ethiopian as that is the country of his birth. 
• He is an American citizen since moving here in 1991. 
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Suggested Debriefing Questions 
 How did your group arrive at your definition? What was the process you used? 
Do you think these terms are often used interchangeably?  What happens when we do that? 
 
Potential Challenge 
It is likely that a debate may arise, particularly with individuals who have a particular view of the 
terminology. Holding multiple truths is critical and owning your perspective as a facilitator can 
also be essential during this activity. Remember that there is not likely one “objective” or 
“neutral” definition for any of these terms and that every definition does have a bias or political 
aspect to it. 
 

*Social Justice Toolbox  
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PRACTICING MINIMIZING MISTAKES  
Goal 
To help minimize drawing inaccurate conclusions based on limited data and information 
 
Estimated Time 
30 minutes 
 
Instructions 
In a small group, discuss somethings about the workplace (whether it’s people, ideas and/or 
patterns of doing) of which people tend to be certain. In this discussion, ask what data, 
information, and/or perspectives might be missing that could lead to different ways of thinking 
and doing. 
 

*Robbins, S. (2018). What If: Short Stories To Spark Inclusion & Diversity Dialogue. Nicholas Brealey Publishing. 
Chapter 22, p.146 
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INVISIBLE KNAPSACKS 
Goal 
To help individuals understand various kinds of privilege, promote individuals to recognize and 
reflect on their privilege. This activity will begin to illuminate the larger impact of privilege on 
daily life and how it relates to oppression. 
 
Estimated Time 
60–90 minutes 
 
Materials 

• Excerpts of Peggy McIntosh’s “White Privilege: Unpacking the Invisible Knapsack” 
(enough copies for everyone + facilitators) 

• Lists of privilege examples (5-7 copies) 
o Ability privilege 
o Christian privilege in the US 
o Cisgender privilege 
o (Mostly cisgender) man privilege   
o Socioeconomic status privilege 
o US citizenship privilege 

• Small group discussion questions (12 slips, or two per group) 

Framing 
McIntosh’s list is really helpful for White people to imagine specific examples of oppression 
they don’t experience based on skin color. Inspired by McIntosh, other people created similar 
lists of other types of privilege examples. We have six privilege lists today: ability, Christian in 
the US, cisgender, (mostly cisgender) man, socioeconomic status, and US citizenship privilege. 
 
Instructions  

1. Ask participants to read an excerpt from Peggy McIntosh’s “White Privilege: Unpacking 
the Invisible Knapsack” (1989). (10 minutes) 

2. Each of you will join a small group that will explore one of these privileges. You must 
choose a privilege that you yourself hold. 

3. Ask if someone can provide a definition of cisgender? (Or provide one for them to 
ensure everyone knows this term. Ask if there are any other questions about those 
terms.) 

4. In order to get the most out of this activity, you are strongly encouraged to choose the 
privileged identity that makes you the most uncomfortable and/or that you have had 
the least opportunity to think about. 

5. Listen carefully again to the six privilege lists we have and think about which one you 
would like to focus on. 

6. Assign locations around the room for each small group according to privilege list. 
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7. Allow participants to self-select, but check in with each group – does everyone in the 
group hold the privilege explored by their list? 

8. Distribute small-group questions to each small group and ask participants to read the 
lists before discussing the prompts. (15-20 minutes)  

  

Discussion Prompts 
1. Lead a large group conversation to process the excerpt and how it relates to 

participants’ own experiences. (15-20 minutes) 
o What caught your attention or surprised you in this article? 
o Did anything on the list relate to your personal experiences? 
o Did anything in the excerpt raises questions for you? 
o What does McIntosh say is necessary to redesign social systems? What do you 

think of this? 
 
Suggested Debriefing Questions 

1. What did it feel like to read the privilege list?  
2. What is something you learned about yourself from the small group activity? 
3. Did anyone discover areas of implicit bias? Hopefully all of you! 
4. Why is it important to be aware of privilege and how can we use our privilege to create 

positive change? 

Optional closing comment 
Thinking about privilege can bring up many unpleasant emotions such as guilt, anger, fear of 
making mistakes, sadness, and so on. It is important to exercise self-compassion and know that 
we all have privileges that we did not choose. However, because these privileges influence 
every aspect of life, we must also remind ourselves that unacknowledged privilege often 
prevents us from exercising important values such as equality, fairness, justice, and even 
kindness. We encourage you to continue learning about privilege and how you can harness it 
to create a more just world. 
 
* Developed by Ashley Wiseman, Global Scholars Program, 2017. Resource hosted by LSA Inclusive Teaching 
Initiative, University of Michigan  
 

Also check out “Fifty potential privileges in the workplace”. The suggested debriefing 
questions above can be used for this activity too.  
*Caitlin, K. (2018). Better Allies: Everyday Actions to Create Inclusive, Engaging Workplaces. Better Allies Press  
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TAKE THE QUIZ 
Directions: Read each of the definitions and match them with the correct term. Hint, there will 
be one term left that does not have a matching definition.  
A. Unconscious Bias 
B. Inclusion 
C. Equity 
D. Identity Group 
E. Equality 

F. Diversity 
G. Intent 
H. Impact 
I. Covering 
J. Privilege 

K. Discrimination 
L. Microaggression 
M. Intersectionality 
N. Cultural 

Responsiveness 

 
1.*  ___F____ An environment where a variety of different individuals, groups, and/or communities 
with different social and cultural characteristics exist. 

2. __________ Cultivating an environment where any individual or group can be and feel 
welcomed, respected, sup- ported, and valued to fully participate.  

3. __________ Fair treatment, access, opportunity, and advancement while simultaneously striving 
to identify and eliminate barriers that have prevented the full participation of some groups.  

4. __________ Evenly distributed access to resources and opportunities necessary for a safe and 
healthy life; uniform distribution of access to ensure fairness. 

5. __________ A particular group, culture, or community with which an individual identifies or 
shares a sense of belonging.  

6. __________ Power and advantages benefiting a dominant identity group derived from the 
historical oppression and exploitation of other identity groups.  

7. __________ Downplaying or intentionally not disclosing a known stigmatized identity to fit in 
with the dominant culture.  

8. __________ Having multiple identities that intersect like gender, race, sexual orientation, which 
sometimes can offer privilege in some ways, but not in others.  

9. __________ Overt, big actions based on prejudice that unfairly treat a person differently 
because of, or punish them for, an aspect of their identity.  

10. __________ Attitudes toward and stereotypes of other social groups that negatively affect our 
understanding, actions, and decisions in an unconscious way.  

11. __________ Brief, everyday exchanges that send denigrating messages to certain individuals 
because of their group membership.  

12. __________ An action a person, group, or community meant to do. 

13. __________ The effect an action had on a person, group, or community.  
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*Perry, R. (2018). Belonging at Work: Everyday Actions You Can Take To Cultivate An Inclusive Organization. RPC 
Academy Press Chapter 1, p.13-14 
 

 
  

*Quiz Answer Key:1) F-Diversity; 2) B-Inclusion; 3) C-Equity; 4) E-Equality; 5) D-Identity 
Groups; 6) J-Privilege; 7) I-Covering; 8) M-Intersectionality; 9) K- Discrimination; 10) A-
Unconscious Bias; 11) L-Microaggression; 12) G-Intent; 13) H-Impact; 14) Trick – no 
matching term for cultural responsiveness 
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REFLECT ON YOUR WORKPLACE EXPERIENCES 
Directions: Think of a time when you felt different from everyone else at work. For example, when 
walking into a meeting you may have found yourself being the only person from a different race, 
or the only woman, or the only person who spoke English, or the only Veteran, etc. Spend some 
time reflecting on the following questions, and then write your answers in the fields below.  

REFLECTION QUESTIONS:  

1. Describe a workplace situation where you felt different from everyone else on the job. 
Write down two or three sentences detailing the context and what was taking place.  

2. Who was in the room that made you feel different? What did you perceive the group 
having in common that you did not share with them?  

3. Write all of the emotions associated with feeling different. Spend some time and get 
specific as to what was taking place that brought these feelings up for you?  

4. Based on the feelings you described above, what is one word that best summarizes what 
you felt in this particular workplace scenario?  

5. How did the experience you described above impact your job performance and overall 
experiences at this particular organization?  

 

*Perry, R. (2018). Belonging at Work: Everyday Actions You Can Take To Cultivate An Inclusive Organization. RPC 
Academy Press. Chapter 2, p.24-25 
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HOW IS YOUR WORKPLACE CHANGING? 
Directions: This exercise encourages you to reflect on the many workplace changes that have 
occurred since you first started your career. Please take a few minutes to consider these changes 
and how they may impact your sense of belonging at work.  

1. Consider your workplace’s demographics as you answer the following questions:  
o The global workforce is aging and becoming more ethnically and gender diverse. 

Do you see this trend reflected in your own workplace? Why or why not? 
o Is your organization prepared to adapt to the workforce’s shifting demographics? Is 

your organization prepared to onboard employees who are of different ages, races, 
ethnicities, sexual orientation, gender identities, etc. from those currently on staff? 
Why or why not? 
 

2. Estimate your workplace’s ratio of permanent, contract, and temporary employees. 
• Permanent_______% 
• Contract_______% 
• Temporary_______% 
• Of the percent of contract and temporary employees on the job, do you 

believe they feel a sense of belonging at work? Why or why not? 
 

3. Strategies to manage change 
• Identify one way your workplace has helped foster a sense of belonging for 

employees from different identity groups, work styles, experiences, or who are not 
currently permanent staff? 

• Identify one recommendation you would make to help better foster a sense of 
belonging for these employees. 

 

Perry, R. (2018). Belonging at Work: Everyday Actions You Can Take To Cultivate An Inclusive Organization. RPC 
Academy Press. Chapter 4, p.52-53 
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FLEX YOUR INCLUSIVE LEADERSHIP MUSCLES 
Directions: Take some time to consider the questions below and flex your inclusive leadership 
muscles now that you know what it means to lead from the center. Before getting started, first 
take one of the Implicit Association Tests (IAT) here: https://implicit.harvard.edu/implicit/.  

1. Consider your Implicit Association Test (IAT) results and list your known implicit biases 
below. If you have not yet taken the IAT, consider past feedback you received from a 
supervisor, colleague, or customer who may have noticed a bias you were not aware of 

• Next to each bias listed above, identify one action you will take to prevent these 
biases from adversely impacting future decision making.  
 

2. List the unwritten cultural norms within your organization below (i.e., it’s okay to interrupt 
others during a strategy session, or even though our day starts at 9 am, our boss expects 
us to be at the office by 8:45 am).  
 

3. What would it take to encourage your leadership team to enshrine these cultural norms 
into writing to set new employees up for success? What does it cost new employees if 
these unwritten norms remain elusive?  
 

4. Does your workplace offer guidance on how to intervene when another colleague or 
stakeholder is disrespected or encounters discriminatory behavior? If known, write this 
guidance below. If your workplace lacks such guidance, describe how you would intervene 
as an inclusive leader.  
 

5. If your workplace lacks such guidance, what would it take to implement the approach you 
described above? What would prevent your organization from investing the time and 
resources to educate other staff about how to positively intervene?  
 

6. In your own words, what does it mean to build equity within the workplace where different 
stakeholders are given different supports to fairly access workplace opportunities?  

 

*Perry, R. (2018). Belonging at Work: Everyday Actions You Can Take To Cultivate An Inclusive Organization. RPC 
Academy Press. Chapter 7, p.92-93 

 
 
EXAMINE HOW YOU KISS 
Goal 
The KISS principle is Keep It Simple, Stupid! This principle reduces a shades-of-gray world to the 
simplicity of black and white, right and wrong. To help you become more mindful of not 
oversimplifying, consider the following:  
 
Estimated Time 
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30-45 minutes 
 
Materials 
• Flipchart 
• Markers 

 
Instructions 
In a small group, discuss how the application of KISS principle has impacted hiring and 
promotions? 

 

*Robbins, S. (2018). What If: Short Stories To Spark Inclusion & Diversity Dialogue. Nicholas Brealey Publishing. Chapter 
20, p.133 
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EXAMINING THE DATA 
Goal 
To help you in your efforts to listen to your recordings (data we store about people) 
 
Estimated Time 
30 minutes 
 
Materials 
• Markers/Pens 
• Sticky Notes/Flipchart/Whiteboard 

 
Instructions 
In a group, list attributes of an “ideal twenty-first-century leader”—traits that you and others 
might want that would motivate and inspire you to peak performance. Now list some attributes 
you have observed in these given the title “leader” that have been burned onto your own 
cognitive CD (brain) about leadership. How do those two lists compare? What’s the difference? 
What’s the same? How might twenty-first-century leaders differ from twentieth-century leaders? 
 

*Robbins, S. (2018). What If: Short Stories To Spark Inclusion & Diversity Dialogue. Nicholas Brealey Publishing. Chapter 
23, p.152 
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MY FULLEST NAME 
Goal 
To share histories, cultural stories and cultivate interpersonal understanding; to show difference 
that requires no “us vs. them” dynamics and encourage participants to ask meaningful questions 
and find out more information about their peers. 
 
Estimated Time  
15-20 minutes  
 
Materials  
• Paper for all participants 
• Writing utensil for all participants  

 
Framing  
One of the first things we are given after we are born is a name. Knowing a name can mean 
knowing a person.  

 
Instructions 

1. Have all participants take a sheet of paper, and write their full name on the top – this can 
include middle names, hyphenated names, given names, nicknames (usually in 
parenthesis), religiously assigned names, cultural adaptations of our names, etc.  

2. Instruct participants to pair off with someone they do not know well (in a small group, the 
entire group can share right away).  

3. Ask the following questions, allowing pairs to share their answers with one another after 
each:  
o Does your name have any special meaning? What is it?  
o Where does your name come from? Who gave you your name? 
o What does your name mean to you?  
o Do you have any nicknames? What do they mean to you?  

4. Allow participants to switch partners. (Repeat steps 2-4)  
 

Suggested Debriefing Questions  
1. What are 1-2 words that describe what this activity was like for you?  
2. How did it feel to answer questions you may never have been asked?  
3. Was there information that you left out? Why?  
4. Did any of your peers’ responses surprise you? Why?  
5. Did you have any preconceived notions or assumptions about anyone’s names before the 

activity?  

*Social Justice Toolbox  

CAN YOU LEAD THE WAY? 
Goal 
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To review common ways that inclusion and diversity show up in your organization or department, 
measure its effectiveness and identify ways to improve this work. 
 
Estimated Time 
30-60 minutes 
 
Materials 
• Whiteboards/Large Sticky Notes 
• Markers 
• List of organizational development areas (see below) 
 
Framing 
Organizations have areas of development in which inclusion ad diversity work can be centered. 
We will take a look at some common examples and identify strengths and areas for improvement. 
 
Instructions 

1. Review the organizational development areas sheet represented in most organizations 
2. Give each table/pairing one of the organizational development areas listed above (there 

can be repeats)  
3. Each table/pairing is given 5 minutes to create a summary/description of what – employee 

engagement, recruitment, talent management, training & development, and promotion –
their company is doing to address diversity effectiveness, diverse thought, and 
multicultural empowerment at all levels, or what they think that group should do in the 
same areas.  

o Example: Most companies pride themselves for connection to one college or 
another for their new hires. Perhaps by looking at competitor schools or community 
colleges might broaden out the talent pool.  

4. After the allotted time, each group should review their descriptions, bullet points, or notes 
and circle the areas where there is – or should be – leadership support. Ask, what are the 
benefits of leadership support in those areas?  

5. Ask participants to share their work to the larger group and ask the audience to 
constructively add, edit, or educate on their perceived knowledge.  

Debriefing 
1. How are diversity and inclusion measured in your organization? How does that 

measurement get communicated? What is the impact?  
2. How has learning about diversity and inclusion affected you or your organization? How will 

it change your interactions at work? What might be the outcomes?  
3. How can greater workforce diversity improve business?  
4. What steps can be taken to avoid groupthink and to create an environment that fully 

supports different perspectives? 
5. What can be done to make your department/organization more attractive to a new, more 

diverse workforce demographic?  
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*Society of Women Engineers 
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LEARNING TO WALK THE WALK 
Goal 
To help you facilitate discussions around the long-term benefits of persevering through the 
“nubs” along the way to inclusion and diversity.  
 
Estimated Time 
60 minutes 
 
Materials 
• Markers 
• Whiteboard/Flipchart/Sticky Notes 

 
Instructions 
Have the group examine your organization’s diversity goals. What are some goals that have lost 
their new-toy luster? List reasons why the honeymoon feeling might have faded. What actions are 
necessary to continue the journey toward those goals? What are obstacles you will need to 
overcome? What rewards will you reap on the other side? 
 

*Robbins, S. (2018). What If: Short Stories To Spark Inclusion & Diversity Dialogue. Nicholas Brealey Publishing. Chapter 
28, p.180 
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WHAT I WANT YOU TO KNOW 
Goal 
To allow participants to introduce themselves by giving them the opportunity to declare who they 
are and what they need from the group.  
 
Estimated Time 
4 minutes each participant + 15 minutes debrief  
 
Materials  
● Tape 
● Sheet of paper for each participant; writing utensil  
 
Framing  
This activity will give you the chance to introduce yourself to the group in your own words and will 
help you relate to one another more easily as we begin our time together.  
 
Instructions 

1. Hang a sheet of paper up with the following questions:  
● What I think about me ...  
● What others think about me ...  
● What might be misunderstood about me ...  
● What I need from you ...  

2. Explain that participants will be completing the four prompts to whatever degree they are 
comfortable. This is a written activity.  

3. Introduce the four prompts to be said of each participant by modeling them yourself.  
4. Allow each person time to state their names and complete all four prompts.  
5. Move on to debrief questions to get conversations about each person started.  

 
Suggested Debriefing Questions  

1. What are 1-2 words that describe what this activity was like for you?  
2. What was it like to introduce yourself in this manner? 
3. Did you feel affirmed in the group? Why or why not?  
4. What are some things you can do in this diversity training/workshop/activity session to 

make your peers comfortable and included?  
 

Things to Consider  
If the group is large, you may consider breaking up into groups and then posting each response 
for others to read.  

 
FIRST IMPRESSIONS: RACE AND RACISM  
Goal 
2. To discuss and explore how we were socialized to understand race and racial difference 
3. To explore our initial experience and exposure to difference in terms of racial groups 
4. To talk about how our own understanding of race has evolved over time 
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Estimated Time 
20-30 minutes 
 
Materials 

• First impressions participation handout 
• Pen 

 
Framing 
This activity is about exploring initial lessons that we were all taught about race, racial difference 
and racism. Most of our time will be spend reflecting based on a set of questions provided.  
 
Instructions 

1. Pass out the participation sheet and ask individuals to take 8 minutes to reflect  
2. Bring group back together and use the questions below to facilitate the conversation. 

 
Suggested Debriefing Questions 

1. What was doing this activity like? 
2. What was it like to consider the questions about childhood/growing up?  Was it hard to 

come up with examples? 
3. Was there anything that came up for you in reflecting on these ideas that you hadn’t really 

considered or thought of before or understood for yourself? 
4. What was challenging about this activity? 
5. What are ways you see incorporating this experience or these questions into your work or 

your personal life? 
 
Participation Sheet – First Impressions: Race and Racism 

• How and when did you come to learn that not all people were part of the same racial group? 
What was that learning experience like? 

• What do you think most influenced your initial impressions or understanding of people from 
racial groups or people who identified with racial identities that were not your own (e.g., family, 
friends, television, books, news, church)? 

• When and how did you learn about the norms of your own racial group (or was that never a 
discussion)? 

• Were you taught to ignore or to seek to understand other’s racial identities in your past (or 
present)? 

• How has your understanding or comprehension of/around racism evolved over time? 

This activity might be challenging for some and may bring up an array of feelings depending on our 
upbringings, our own identities and our experience talking about race or racism.  All feelings are 
important and to share with each other. Additionally, consider debriefing in a large group or in pairs. 
The latter will give everyone an opportunity to feel heard. 

 



 26 

*Social Justice Toolbox  
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FEELING INCLUDED  
Goal 
To discover the varying degrees of feeling different and our reactions and results 
 
Estimated Time 
30 minutes 
 
Framing 
Today companies focus a lot of efforts to make employees feel included and valued. Why? Why 
does it matter?  The differences have shaped aspects of our lives from how we grew up, what we 
explored, where we went to school, to the friends and co-worker relationships we have today.  
 
As the facilitator, provide a definition of inclusion. Miller and Katz (2002) defines inclusion as, “a 
sense of belonging: feeling respected, valued for who you are; feeling a level of supportive 
energy and commitment from others so that you can do your best work.” 
 
Also, talk about the importance of inclusion in the workplace. “The process of inclusion engages 
each individual and makes people feeling valued essential to the success of the organization. 
Individuals function at full capacity, feel more valued, and included in the organization’s mission. 
This culture shift creates higher performing organizations where motivation and morale soar.” 
 
Instructions 

1. Ask participants to take a few minutes, within their pairings or at their table, to write down 
the kinds of events, activities, learning, etc. that are available to employees, within their 
workplace that make them feel welcomed, valued, and engaged each day. What makes 
them feel included?  

2. Now, ask them to think about their workplace again and make another list—exclusionary 
attributes, practices, or behaviors.  

3. Ask participants to present their lists. Then ask them:  
o What can you do to change the "exclusive" attributes and/or enhance the 

"inclusive" attributes?  
o What can leaders and managers do you help encourage more inclusive behaviors 

and practices in their roles? On their teams?  
 
Debriefing 

1. How can an organization at large ensure that individuals feel valued and trusted? 
2. What can you do within your team to encourage all people and ensure that they feel 

valued and respected?  
3. What are the characteristics of an organization that is likely to retain women and people of 

color?  
4. What evidence visibly represents and reinforces a commitment to diversity and inclusion 

within your organization?  

*Society of Women Engineers 



 28 

  



 29 

 

WHERE ARE YOU FROM?  
Goals 

1. Participants will be able to identify and describe at least one type of racial microaggression 
2. Participants will be able to discuss at least three ways that Asian Americans are often 

stereotyped and discussed within the context of race and racism 
3. Participants will be able to identify one reason why folks often perpetuate 

microaggressions 
4. Participants may be able to identify the ways that their racial group or groups perceive or 

stereotype the Asian American community 
 
Estimated Time 

20-30 minutes 
 

Materials 
• Projector, speakers, computer with Internet to “What Kind of Asian Are You” 

( http://bit.ly/sjtb_WRUF ) 
• Flipchart or whiteboard 
 
Framing 

This activity is about microaggressions and the ways that Asian American individuals are 
stereotyped and perceived. We will start with a sketch comedy clip. From there, we will have a 
short discussion about different elements in the clip. We encourage you to take notes on what 
you notice or what stands out to you in the clip 

 
Instructions 

1. Watch the “What Kind of Asian Are You” video 
2. Lead discussion (see suggested discussion questions below). Select questions that are 

likely to resonate with the group 
 

Suggested Debriefing Questions 
1. What are the first things that struck you about the clip? 
2. Have you heard some of these types of interactions happen between folks before? 
3. What is going on in the video? 
4. What are the things that you heard that you felt were problematic or possibly racist? 
5. Why do you think the man made the comments that he made? What was he trying to 

accomplish? 
6. Do you think that connecting with others or wanting to relate is often behind 

microaggressions? 
7. How do these microaggressions perpetuate or not perpetuate racism? 
8. What things did you hear that you feel were related specifically to how Asian Americans 

are perceived and stereotyped? 
9. Do you think this is different than how we often talk about race or racism? 
10. Are there other populations that face similar stories and assumptions made about them? 
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11. How does your racial community perceive Asian Americans? Is this perception different or 
similar to the dominant White lens used in this video? 

 
Wrap Up 
It is important for us to remember that our small actions and assumptions can have big impacts on 
others. Furthermore, when we talk about race and racism in the US, that conversation usually 
centers around Whiteness and Blackness, however, other people of color are also affected by 
racism.   
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COVERING HOLES IN THE SYSTEM 
Goal 
Begin finding and fixing structural problems instead of trying to fix people. 
To help you look for “holes” in your system.  
 
Estimated Time 
30 – 60 minutes 
 
Instructions  
Outline some of your organization’s people problems. Discuss how these might be symptoms of a 
systemic problem rather than isolated people issues. How might your organization begin the work 
of understanding its structural weaknesses? What kind of feedback might provide important data?  
 

*Robbins, S. (2018). What If: Short Stories To Spark Inclusion & Diversity Dialogue. Nicholas Brealey Publishing. Chapter 
30, p.196 
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JUST BY LOOKING AT ME 
Goals 
To begin to understand the importance of looking beyond appearances, encouraging self-
reflection, and allowing for meaningful group dialogue. This also encourages participants to ask 
meaningful questions and find out more information about their peers beyond the face-to-face 
encounters. 
 
Estimated Time  
2-3 minutes each participant + 15 minute debrief  
 
Framing  
When we allow ourselves to judge someone based on their appearances, we miss out on getting 
to know the real person and important information about them. This activity allows us to disclose 
a piece of our identity that is not “obvious” to others. You will also be asked to share why certain 
parts of your identity are important for you to disclose.  
 
Instructions 

1. Form a circle with chairs or sitting on the floor if participants are able.  
2. Participants will be asked to say the following prompt: “My name is ___ and I am from ___. 

One thing you cannot tell just by looking at me is ___. This is important for me to  
tell you because ___.”  

3. For individuals with different learning and remembering capabilities, it will be useful to  
write the previous prompt out on a sheet of paper to pass around as a “script.”  

4. Demonstrate the prompt by filling it in and reciting your own to model the exercise.  
5. Allow participants to share their own after emphasizing listening skills and respect.  

Suggested Debriefing Questions  
1. What are 1-2 words that describe what this activity was like for you?  
2. How did you feel when you said your statement?  
3. How did you decide what to share about yourself?  
4. Did any of your peers’ responses surprise you? Why?  
5. How can you find out meaningful information about your peers in the future? What is the 

value in that?  

Things to Consider  
• Participants can choose to disclose high or low risk responses. Be open to anything that 

participants may want to share and encourage them to say what is important to them at 
the time of the activity.  

• Depending on group size, you can have participants share 1-2-3 things, etc.   
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FINDING NEW PLACES TO LOOK  
Goal 
To help you discuss and find some new doors to look behind and new places to search 
 
Estimated Time 
60 minutes 
 
Materials 
• Markers 
• Whiteboard/flipchart 
 
Instructions 
Examine your “doors” of hiring and promotion. Look past hiring trends to see what doors have 
been historically open. Are they limited to just a few? Are there other doors that should be 
considered? What types of measures could be put in place to ensure a broader, more 
comprehensive search?  
 

*Robbins, S. (2018). What If: Short Stories To Spark Inclusion & Diversity Dialogue. Nicholas Brealey Publishing. Chapter 
31, p.202 
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I AM, BUT I AM NOT  
Goal 
For individuals to own their identities and break down and confront stereotypes they face or feel 
impact them. It is also a helpful introduction to stereotypes and ways in which people identify 
salient stereotypes in their lives.  
 
Estimated Time  
5-minute intro; 10 minutes to write out their sentences; 2 minute each participant to share; 15 
minutes debrief  
 
Materials  
● Paper 
● Writing Utensils  
 
Framing 
Common stereotypes can be very hurtful and difficult for individuals to celebrate their own 
identities. In this activity we will claim some of our own identities and dispel stereotypes we may 
believe exist about the group.  
 
Instructions 

1. Participants will be asked to fold their paper in half and re-open it to create 2 columns. On 
one side, the heading will be “I am.” On the other side, the heading will be “I am not.” 
Instruct participants to write the word “but” in the middle of the two columns.  

2. Individuals will be asked to write at least five “I am, but I am not” statements on their 
paper. Demonstrate one example to the group, such as, “I am Asian, but I am not good at 
math.” Participants should use this opportunity to introduce their identity and dispel any 
stereotypes about them.  

3. Make sure there are no questions and allow time for everyone to write at least five 
statements.  

4. Allow participants to share their own after emphasizing listening skills and respect.  

Suggested Debriefing Questions  
1. What are 1-2 words that describe what this activity was like for you?  
2. How did you choose which identities to share?  
3. Did anyone in the group surprise you? Why?  
4. How did it feel to be able to stand up and challenge stereotypes?  
5. (if there was any laughter during the exercise), I heard several moments of laughter. What 

was that about?  
6. Where did we learn these stereotypes?  
7. How can we reduce them? What role do we play in doing so?  

 

Things to Consider  
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1. Addressing stereotypes is always a trigger. The debrief is very important. People may 
articulate stereotypes in their “but I am not” that might trigger other participants. A 
helpful way to debrief is to ask the group (or individual) “Where did you learn that 
stereotype? What was your first message about that stereotype? How is it reinforced for 
you?” It might also be helpful to ask other participants if they had also heard that 
stereotype before and what their first messages about it were. 

2. The key to this activity is the process of examining one's own identity and the stereotypes 
associated with that identity, then having one's own stereotypes challenged through 
others' stories and stereotype challenges.  

3. It is crucial, especially for the final part of the activity when participants are sharing their 
stereotypes, to allow for silences. People will be hesitant to share initially, but once the ball 
starts rolling, the activity carries a lot of energy. Allow time at the end for participants to 
talk more about whatever stereotype they shared.  
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WHERE IN THE WORLD  
Goal 
This activity will allow participants to explain their origins and how they ended up where they are 
today. By pinpointing and identifying hometowns and other significant locations, participants will 
come to understand how different their colleagues’ roots are, and their reasons for being where 
they are now.  
 
Estimated Time  
10 minutes to complete task; 5 minutes per person to share  
 
Materials  
● Map of the world/US 
● Push pins or marker  

 
Framing  
Everyone comes from different surroundings and environment, and everyone has different reasons 
and circumstances that put them where they are today. By uncovering roots and life paths, we can 
learn quite a bit about one another, and can understand them better.  
 
Instructions 

1. In preparation, post a large map of the world on the wall.  
2. Invite participants to pinpoint or circle with marker their hometowns and any other  

significant locations in their life stories. Ask them to also explain how they came to be  
where they are now, whether a school, university, job, etc.  

3. Continue to debrief.  
 

Suggested Debriefing Questions  
1. What are 1-2 words that describe what this activity was like for you?  
2. Why did we do this activity?  
3. Why are roots and journeys so important to where we are today?  
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CONCENTRIC CIRCLES  
Goal 
This activity allows participants to explore their feelings and experiences about societal issues and 
to explore their cultural identity and how it relates to others. It also helps us begin to understand 
the origins of learned biases and prejudices by encouraging self-reflection, introspection, and 
inter-group dialogue.  
 
Estimated Time  
45-60 minutes  
 
Materials  
List of discussion prompts  
 
Framing 
It can be difficult getting to know someone new because we don’t always ask the right questions, 
or we take a long time to get to the point. In this activity, we will pose questions to you and your 
partners that will require you to share information very quickly.  
 
Instructions 

1. Divide the participants into two groups and have them form two circles where they each 
face a partner (inner circle is “circle A” and outer circle is ”circle B”).  

2. Explain to participants that the facilitator will pose a series of questions (listed in the 
“Discussion Prompts” section below) and each pair will have two minutes to have a 
conversation about the questions or topics.  

3. After two minutes have passed, instruct participants in “Circle B” to switch partners by 
rotating one step clockwise. Repeat this process after each question or you may keep the 
pair together for several questions.  
 

Suggested Debriefing Questions  
1. What are 1-2 words that describe what this activity was like for you?  
2. How did you feel about answering the questions?  
3. Which questions were easier to answer? More difficult?  
4. What did you learn about yourself?  

 
Discussion Prompts 

• What is your full name? How did you get that name? What does it mean to you?  
• What is your race and/or ethnicity? What does it mean for you to be that race/ethnicity?  
• What were your first messages about ...  

o people of a different race than you? Where did you get that message?  
o people of a different ethnicity than you? Where did you get that message?  
o people of a different religious background that you? Where did you get that  

message?  
o people of a different educational background than you? Where did you get that  

message?  
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• When was the first time you realized you were… 
o your gender?  
o your socioeconomic status?  
o different than others?  
o the same as others?  

• Share with your partner a little bit about your family. Who is in it? Who do you consider 
family? What does it mean to you?  

• What topic was “taboo” to discuss in your family growing up?  
• Share with your partner how you felt about your childhood or growing up. What was  

important? What did it mean for you to be a child?  
• Tell your partner about a time you hurt someone’s feelings. What happened? What do  

you wish would have happened?  
• Tell your partner about a time when your feelings were hurt. What happened? What do  

you wish would have happened?  
• Share with your partner a time when you were unsure of yourself 
• Share with your partner a time when you felt the most confident about yourself 
• Share with your partner a goal or a few goals that you have for the next few years 
• Share with your partner what this activity was like for you 
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FITTING IN VS. BELONGING  
Goal 
To define the differences between “fitting in” and “belonging”. Participants will be able to 
describe at least one reason why conversations about belonging are appropriate to social justice 
learning. 
 
Estimated Time 
20-30 minutes 
 
Materials 
• Large sticky-note paper/large flip-chart paper 
• Markers  

 
Framing 
This activity is about defining the differences between fitting in and belonging 
 
Instructions 

1. Split participants into two groups 
2. Give each group one large piece of paper and a marker 
3. Each group will spend 5 minutes defining their term, either fitting in or belonging 
4. Beyond defining the terms, participants should write anything else they believe is relevant: 

what it feels like to belong or fit in, who is doing it, how do you know you’re doing it 
5. Bring groups back together 
6. Ask each group to present out to the larger group 
7. See if anyone in the other group has anything to add to the conclusions of the other group 

 
Suggested Debriefing Questions 

1. What are some of the major themes we see across these two terms? 
2. Does anyone have any emotional or visceral reaction when thinking of the difference 

between these two terms? 
3. Why do you think it is important to consider the differences between fitting in and 

belonging? 
4. What do fitting in and belonging have to do with social justice? 

 
 
*Heavily influenced by an activity in Rising Strong by Brené Brown 
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THE RACE CARD 
Goal 
This activity will allow individuals to explore their own thoughts and personal story with race. Give 
participants the opportunity to unpack race as a theme, identity, and dynamic in their 
environment. Allow for discussion and sharing with the purpose of education.  
 
Estimated Time  
30-35 minutes  
 
Materials  
● Writing Utensils  
● Index cards  
 
Framing  
What do people mean when they say someone is playing “the race card?” Is it a positive 
statement? Not usually. Today we will play a more inclusive version of “the race card” to help us 
redefine and reclaim it.  

 
Instructions 

1. Pass out an index card and writing utensil to each participant.  
2. Instruct all participants to write down their own personal story or experience with race  

only using 6 words.  
3. When the last person is finished, ask them to break into groups of three to field  

discussion questions:  
● What did this exercise mean to you? What was it like?  
● What is the story behind what you wrote?  
● How might this shape how you see yourself?  
● How might this shape how others see you?  

 
Suggested Debriefing Questions  

1. Is anyone willing to share their words and the story behind them with the group?  
2. Was anyone surprised by someone’s response?  
3. What was it like to share with your small group? Would it have been different with the  

entire group?  
4. What can you do with this experience in the real world?  
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TEACHING PEOPLE HOW TO PLAY 
Goal 
Properly framing training is key in getting people to engage in something they may perceive as 
negative. To help you discover how you might frame inclusion and diversity training better 
 
Estimated Time  
30-45 minutes  
 
Materials  
• Markers 
• Whiteboard/flipchart 
 
Instructions 
Identify three or four enjoyable activities for the workplace that could expand your group’s 
knowledge about other cultures—for example, book clubs, movies, festivals, or discussion groups. 
Creatively explore how these opportunities might be communicated and supported throughout 
the organization 

 

*Robbins, S. (2018). What If: Short Stories To Spark Inclusion & Diversity Dialogue. Nicholas Brealey Publishing. Chapter 
33, p.215 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  



 42 

 
ANONYMOUS Q&A  
Goal 
To ensure that participants have a chance to ask the questions that they are most interested in 
about issues of inclusion and diversity 

 
Estimated Time 
20 minutes 

 
Materials 
• Paper/index cards 
• Pen 
• Bowl/vessel for cards (optional) 

 
Framing 
We are going to do some anonymous questions and answers. Feel free to write on cards any 
questions that relate to inclusion and diversity for our department. These questions can be 
personal, political, social, cultural, they can ask for opinions, whatever you are most interested in.  

 
Instructions 

1. Pass around the paper and pen 
2. Prompt participants to ask questions 
3. Collect questions (by having participants leave them in bowl/hat) 
4. Give participants a break so that you and co-facilitator can sort through the questions, 

deciding in what order to answer them 
5. Answer the questions and allow for subsequent participant questions and comments 

 
Wrap Up 
To close up this activity, reference the questions that you didn’t get to and let participants know 
if/when some of the questions will be answered at a later date via email.  
 
*https://socialjusticetoolbox.com 
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DEMONSTRATING EMPATHY 
Empathy is key in building inclusive and pro-diversity cultures. Perspective taking is a great way to 
mentally to identify with someone else’s thoughts, feelings and attitudes. According to a Harvard 
study, this can help build positive attitudes and behaviors towards minorities. 

1. Have your team share what types of diverse backgrounds they see on their team (race, 
religion, education, sexual orientation, age…).  

2. Pair each team member with a background that is different from their own. 
3. Have everyone write a few lines on the distinct challenges that they believe the 

background group they’ve been paired with could face. 
4. Share and discuss with the team or in small groups. 

 
*https://hbr.org/2017/07/two-types-of-diversity-training-that-really-work 
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THE RESPECT DISCUSSION  
Goal 
To think about the concept of respect from multiple lenses and consider how others might view a 
person’s actions through the lens of their own experiences. This prompts employees to think 
about how they interact with each other.  
 
Estimated Time 
30 minutes 
 
Instructions 

1. Pair up with another employee (preferably someone with whom you do not regularly 
communicate) 

2. Each will talk about what respect means to them – definition with examples of how it can 
be shown in the workplace 

3. The various examples of respect will be shared with the entire group and discussed 
4. As a group, determine the factors that everyone finds common to their own experiences 

and those that they might not have considered before 
 
*https://pay-tech.com/5-diversity-and-inclusion-activities-in-the-workplace-you-have-to-try/ 
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DEFINING MOMENTS  
Goal 
To help build bridges between employees who think that they might have very little in common. 
Good exercise for multigenerational team. 
 
Estimated Time 
30 minutes 
 
Instructions 

1. Pair up with another employee 
2. Each will share a moment that most defined their lives with as much or little detail as they 

like, within reason 
3. When they have both shared, they can discuss the similarities that they have found 

between their own defining experiences. 
 
*https://pay-tech.com/5-diversity-and-inclusion-activities-in-the-workplace-you-have-to-try/ 
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