
Traditionalists
Your inclusion mindset is most like other...

Traits

Areas for Growth

Everyone wants a system that is fair. The 
challenge is not with the concept of meritocracy 
but rather with a lack of evidence to evaluate 
whether it actually exists in an individual 
workplace. 


Objective external  indicate that the playing 
field is not level; this research reveals patterns of 
inclusion and exclusion that impact some groups 
to a larger degree. We all face career challenges 
but there are additional barriers that can make it 
more challenging for some groups of people to 
be on equal footing.


DEI initiatives are not an “extra” boost for the 
less qualified but about adjustments that need 
to be made in order to ensure fairness and 
equal opportunity in the workplace.

data

Recommended Content

Your Approach to Inclusion

Respectful
Traditionalists, like everyone else, want a 
workplace that is respectful and where they 
can be comfortable just being themselves.

Meritocratic
Traditionalists tend to believe the system is a 
meritocracy, that it works fairly to recognize 
the most talented employees who are willing 
to work hard. So there appears to be no need 
to change the way work gets done and is re-
warded in your company. DEI seems to be a 
distraction from the business at hand or a 
replacement for meritocracy. 

Business Focused
Traditionalists generally believe the sole focus 
should be on getting the best business outco-
me in the most efficient manner. Celebrating 
individual differences may seem irrelevant to 
the workplace and incorporating the views of 
various people (seemingly just because they 
look different) really just slows things down. 

Fair
You have a strong sense of fair play. No doubt 
you are facing your own challenges in naviga-
ting your career. In fact, interventions for 
specific groups can almost feel like reverse 
discrimination.

 Collaborate Across Working Style

 Diversity wins: How inclusion 
matters

To Study

 Better Decisions Through Diversit

 Equity Before Meritocracy: Why We 
Must Create Opportunities Before 
Rewarding Accomplishments

To Read

 The Diversity Bonu

 Inclusion Starts With “I”

 How diversity makes teams more innovative

To Watch

https://www.mckinsey.com/business-functions/people-and-organizational-performance/our-insights/understanding-organizational-barriers-to-a-more-inclusive-workplace
https://www.grovo.com/lessons/why-your-groups-diversity-is-an-asset
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters
https://insight.kellogg.northwestern.edu/article/better_decisions_through_diversity
https://www.forbes.com/sites/rebekahbastian/2019/01/29/equity-before-meritocracy-why-we-must-create-opportunities-before-rewarding-accomplishments/?sh=6e5243c21634
https://www.forbes.com/sites/rebekahbastian/2019/01/29/equity-before-meritocracy-why-we-must-create-opportunities-before-rewarding-accomplishments/?sh=6e5243c21634
https://www.forbes.com/sites/rebekahbastian/2019/01/29/equity-before-meritocracy-why-we-must-create-opportunities-before-rewarding-accomplishments/?sh=6e5243c21634
https://www.youtube.com/watch?v=gvKXtOK6Gyw
https://www.youtube.com/watch?v=2g88Ju6nkcg&feature=emb_logo
https://www.ted.com/talks/rocio_lorenzo_how_diversity_makes_teams_more_innovative


ObserversObservers
Your inclusion mindset is most like other...

Traits

Areas for Growth

A note of caution for the Observer is to be aware 
of when you might be trying to “fix” individuals to 
fit into a certain style instead of realizing how the 
company can adapt to develop and harness 
talent that presents in different ways. Think 
about what’s really required to do the job - not 
just the way we are used to the job being done. 


Expand your observation skills to look at the 
patterns of who gets heard, who gets invited to 
meetings, and who gets opportunity.

You strive to build up and support all kinds of 
people. But remember that inclusion happens 
when people feel valued while being 
themselves, not when they have to be the 
same as everyone else in order to belong.

Recommended Content

Your Approach to Inclusion

Adaptable
The Observer notices what makes people 
successful in the workplace and tries to repli-
cate that. They are willing to adapt their style if 
it means it will open doors of opportunity.

Curious
The Observer believes the workplace is a 
meritocracy and is curious why there is not 
more diversity in leadership. It seems that 
differences in progression come down to 
personal choices and/or personal styles. 

Respectful
Observers strongly value a respectful 
workplace. For that reason, they may prefer to 
focus on  areas of commonality and steer clear 
of sensitive topics. 

Mentor
An Observer makes a great mentor, helping to 
coach others on how to navigate the workpla-
ce and learn what gets noticed and rewarded. 
You may see a colleague that needs to speak 
up more (or tone it down a little). You may 
know someone who often mentions that child-
care impacts their availability and want to 
suggest they minimize references to their 
children. 

 Skills for Dialoguing Across Difference

 The False Promise of Meritocrac

 Running Inclusive Meetings

To Study

 Overcoming Conversation Roadblocks 
(Infographic

 How to Have Difficult Conversations Virtuall

 What is Unconscious Bias? (Infographic)

To Read

 Meritocrac

 How to build a company where the best 
ideas wi

 Take "the Other" to lunch

To Watch

https://www.edx.org/course/communication-skills-for-dialoguing-across-difference
https://www.theatlantic.com/business/archive/2015/12/meritocracy/418074/
https://www.catalyst.org/wp-content/uploads/articulate_uploads/knowledge-burst-preview-running-more-inclusive-meetings_Final/index.html#/
https://www.catalyst.org/research/overcoming-conversation-roadblocks-infographic/
https://www.catalyst.org/research/overcoming-conversation-roadblocks-infographic/
https://hbr.org/2019/07/how-to-have-difficult-conversations-virtually
https://www.catalyst.org/research/infographic-what-is-unconscious-bias/
https://www.youtube.com/watch?v=bTDGdKaMDhQ
https://www.ted.com/talks/ray_dalio_how_to_build_a_company_where_the_best_ideas_win?referrer=playlist-a_blueprint_for_diversity_in_the_workplace&language=en
https://www.ted.com/talks/ray_dalio_how_to_build_a_company_where_the_best_ideas_win?referrer=playlist-a_blueprint_for_diversity_in_the_workplace&language=en
https://www.ted.com/talks/elizabeth_lesser_take_the_other_to_lunch?language=en


Connectors
Your inclusion mindset is most like other...

Traits

Areas for Growth

You have been increasing your awareness of 
where the playing field may not be level, and 
no doubt you’re assessing the risks and 
rewards of discussing these topics at work. 
Conversations about diversity can be tricky. 

Continue to keep an eye on patterns that might 
indicate potential bias. For example, are there 
certain people who are more frequently interrup-
ted in meetings? Is there an individual on your 
team who is unintentionally left out of informal 
gatherings or conversations? It’s totally okay to 
have friends at work, but it is not okay for there 
to be “in-groups” and “out-groups” that determi-
ne who has access to influential networks or gets 
greater visibility and opportunities.


Start small and build your confidence in highli-
ghting differences and potential inequities.

Recommended Content

Your Approach to Inclusion

Analytical
A Connector is intent on taking a deeper look 
at experiences in the workplace and trying to 
better understand the dynamics at play. You 
may have read articles or seen data on DEI. 
Connectors usually find this information 
fascinating and they are interested in unders-
tanding the concept of unconscious bias. 

Compassionate
Connectors are interested in taking other 
people’s perspectives and connecting with 
their workplace experiences. It is important to 
you to learn what it is like to walk in someone 
else’s shoes, especially if they have a very 
different background or personal 
characteristics from you. 

Cautious
As a Connector, you may have engaged in 
conversations about how the workplace could 
adapt to leverage the benefit of differences 
among people. Most likely these conversations 
have occurred within small groups or with 
people who are similar to you. 

Insightful
You are probably noticing patterns and it may 
seem like the people getting recognized and 
rewarded have similarities that don’t always 
have to do with work-related criteria.

 Understanding Unconscious Bia

 Giving Feedback: 5 Elements of a More Inclusive Approac

 A belief in meritocracy is not only false: it’s bad for you

To Study

 Five Ways to Have Better Conversations 
Across Differenc

 You Just Had a Difficult Conversation at 
Work. Here’s What to Do Nex

 Four practices for being an equality ally

To Read

 Color blind or color brave

 We all have implicit biases. 
So what can we do about 
it?

To Watch

https://mslearningcontent.microsoft.com/UnderstandingUnconsciousBias/story.html
https://www.forbes.com/sites/hannahart/2021/05/13/giving-feedback-5-elements-of-a-more-inclusive-approach/?sh=6cf7752137fa
https://press.princeton.edu/ideas/a-belief-in-meritocracy-is-not-only-false-its-bad-for-you
https://greatergood.berkeley.edu/article/item/five_ways_to_have_better_conversations_across_difference
https://greatergood.berkeley.edu/article/item/five_ways_to_have_better_conversations_across_difference
https://hbr.org/2017/05/you-just-had-a-difficult-conversation-at-work-heres-what-to-do-next
https://hbr.org/2017/05/you-just-had-a-difficult-conversation-at-work-heres-what-to-do-next
https://www.cultureamp.com/blog/four-practices-for-being-an-equality-ally
https://www.ted.com/talks/mellody_hobson_color_blind_or_color_brave
https://www.youtube.com/watch?v=kKHSJHkPeLY
https://www.youtube.com/watch?v=kKHSJHkPeLY
https://www.youtube.com/watch?v=kKHSJHkPeLY


Advocates
Your inclusion mindset is most like other...

Traits

Areas for Growth

Are you keen to highlight where the workplace 
may not be fair and want to hold people 
accountable? Remember that coming to this 
broader awareness was a process for you, and 
allow others the latitude to move through that 
process, as well.

If you can bring others along in partnership, you 
will have more impact. The key is to encourage 
curiosity and not trigger backlash. As you build 
your advocacy for change, channel your own 
curiosity to learn  about others’ experiences and 
empathize with their challenges. 


Channel humility. While there may be times 
when you get it wrong, continue your willingness 
to take interpersonal risks in order to learn more 
about where and what change is needed.

Recommended Content

Your Approach to Inclusion

Tuned-in
As an Advocate, you are tuned in to how 
differently people experience the workplace. 
You see that the systems in place, while good-
intentioned, can advantage some groups and 
disadvantage others.

Fair
Your broader awareness of systemic inequity, 
combined with your sense of fair play, means 
that you know the workplace needs to adapt in 
order to fully leverage a more diverse and 
global workforce - for moral and ethical 
reasons as well as for the business. 

Action Oriented
Advocates feel compelled toward action and 
you know that means you will have to engage 
in difficult conversations. Some of us are ready 
to step up and dive in to change the system. 
Others of us find ourselves shying away from 
uncomfortable dialogues although we are 
ready to make smaller, incremental change.

Empathetic
What differentiates Advocates from other 
groups is your combined understanding of the 
business case for inclusion and a personal 
connection (we call this the “head and heart”). 
There are plenty of reports demonstrating the 
business imperative for DEI, but the deeper 
connection is what motivates you. 

 What Makes an Effective Ally

 Introduction to Privileg

 Fierce Conversations Are Needed 
Today To Achieve Gender Parity

To Study

 What Kind of Ally are You?   

 Addressing Resistance to Diversity, Equity 
& Inclusio

 How to have productive conversations 
about race at work

To Read

 Three ways to be a Better Ally in the Workplac

 The Open Road: The Challenge of Meritocracy 
and DE

 Unconscious Bias: Creating a Culture of 
Inclusion

To Watch

https://www.traverssmith.com/media/5179/travers-smith-bame-ally-booklet-november-2019.pdf
https://mslearningcontent.microsoft.com/IntroductionToPrivilege/story.html
https://www.forbes.com/sites/kathycaprino/2018/03/08/fierce-conversations-are-needed-today-to-achieve-gender-parity/?sh=5647e9e02e76
https://www.forbes.com/sites/kathycaprino/2018/03/08/fierce-conversations-are-needed-today-to-achieve-gender-parity/?sh=5647e9e02e76
https://www.interlawdiversityforum.org/post/what-kind-of-ally-are-you
https://business.express/addressing-resistance-to-diversity-equity-and-inclusion-dei/
https://business.express/addressing-resistance-to-diversity-equity-and-inclusion-dei/
https://mitsloan.mit.edu/ideas-made-to-matter/how-to-have-productive-conversations-about-race-work
https://mitsloan.mit.edu/ideas-made-to-matter/how-to-have-productive-conversations-about-race-work
https://www.ted.com/talks/melinda_epler_3_ways_to_be_a_better_ally_in_the_workplace
https://www.youtube.com/watch?v=VUFu1DtD8_E
https://www.youtube.com/watch?v=VUFu1DtD8_E
https://www.youtube.com/watch?v=-JJ58kKBi7k
https://www.youtube.com/watch?v=-JJ58kKBi7k

