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Diversity and Inclusion 
Julie Ann Sullivan 

 
Foreword: 
 
Unless you have been living underneath a rock, you have probably had your fill of articles, 
seminars and webinars about Diversity and Inclusion.  This past year, I've been a bit frustrated 
and confused. It made me curious about diversity and inclusion and eager to learn and 
understand more about this topic. It's not my area of expertise, and I wondered about how it 
impacts the workplace.   Since my audience for the Businesses that Care podcast are made up 
of those interested in transforming culture, I assumed they would want to know that too.  It's a 
significant subject and integral to the employee experience. So, I decided to go out and find 
experts in the field to talk about the history and the future of the Diversity and Inclusion in the 
workplace.  
Let me be honest about where my thought process was at on this topic.  I thought people were 
saying DNI instead of D&I.  Not to want to seem uninformed I asked a podcast guest what DNI 
meant.  That was the beginning of my education.  The five experts in this e-book have very 
different approaches to the topic, each unique, with something for everyone.  I want to thank 
all of them for educating me and sharing this information in this format with you.   
My colleague, Simone Morris, put it this way.  “Diversity is a noun.  Inclusion is a verb. Inviting 
someone to a dance is Diversity.  Inviting them to dance with you is Inclusion.    
 
 
Here are the links to the podcasts if you would rather listen: 
https://julieannsullivan.com/jessica-pettitt/  
https://julieannsullivan.com/corey-kupfer/  
https://julieannsullivan.com/glen-guyton/  
https://julieannsullivan.com/tracy-brown/  
https://julieannsullivan.com/tony-chatman/ 
More episodes on Businesses that Care Podcast 
https://julieannsullivan.com/businesses-that-care-podcast/  
 
 
How to contact Julie Ann Sullivan: 
Julie Ann’s Website - https://julieannsullivan.com/  
Connect with Julie Ann on LinkedIn - https://www.linkedin.com/in/julieannsullivan/  
Sign up for Business Culture Insights - http://eepurl.com/zsgOf  
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Diversity and Inclusion 

Jessica Pettitt 

 

Julie Ann: My expert guest today is Jessica Pettitt and I love that her website says she isn't 
your typical diversity speaker. In fact, I know Jessica and she isn't your typical 
anything which is one of the many reasons why I love her. This is her second 
appearance on my podcast. She is super bright, super funny, super real and 
strives to make sure everyone realizes they are good enough now. One of my 
favorite analogies she uses is how to imagine ourselves as a draft document. 
Maybe I can get her to talk about that too. She's so dedicated to all of this that 
she's here with us today on her birthday. Happy birthday. 

Jessica: You only turn 18 how many times? 

Julie Ann: I don't know. How many times is it for you?  

Jessica: According to the calculator I have been 18, 2.4444 times. 

Julie Ann: Okay, well for all those smarty pants out there who are getting their calculators 
out on their phone, they can Tweet @JessPettitt later what that equals. But 
now- 

Jessica: Because now I'm 44. 

Julie Ann: Okay, well, you made it easy. Can you make diversity and inclusion easy too? 

Jessica: Sure can. Probably doesn't need a calculator, though. 

Julie Ann: Okay. Talk to us a little bit about how you got into this, why you got into this, 
what you're doing, what you want to do, what your goal is, and do all that in 30 
seconds. I'm kidding, go ahead. 

Jessica: Sure. One, I've always been that kid that noticed things that didn't make sense 
like rules that weren't enforced equally across people. My first research project, 
every assignment I ever had when I was in school, I always picked the most 
contentious topic that you could imagine in that particular setting. Because why 
not? Right? I had incredibly supportive parents. That's a huge privilege. And I was 
really a smart kid. So every assignment I ever had, I always went way overboard 
and it generally resulted in a higher level of confidence if not a higher level of 
authority, even on topics and nobody really wanted to talk about in my upper 
class, white suburban neighborhood. So that has not changed, right? 



  
 

 Page 2 of 11 
 

Julie Ann: At all. 

Jessica: And it is fairly similar just in a different state. And what I believe that I do is after 
burning out of doing kind of regular run of the mill, what I would consider well 
intended but harmful diversity trainings, I kind of flipped everything inside out. 
And I started paying attention to my own excuses as well as the excuses in my 
audiences and realized that in order for diversity really to stick, a diversity 
training or well intentions to really stick, they have to be paired with as much 
external collections of difference as there are internal reflections and what this 
means and where you came from. 

 Now everything I do is very much about being responsible for who and how you 
are. And I don't think I could have gotten there without being that kind of kid. 

Julie Ann: When you mentioned that you didn't like the kind of trainings that you were 
doing before. Why is that? What is it that you didn't like about it that you 
specifically flipped in? What do you think the difference in the outcomes is? 

Jessica: Well, the difference in the outcomes is I leave people and myself undone more 
than tying them up in a nice little bow with a handout. I think the trainings that I 
used to do and if I'm going to be really honest, I think as a trainer what I used to 
do is fix people. But I hadn't done any self-reflection and eventually after "fixing 
everyone else" after a decade of doing that, I realized I wasn't changing. My 
audience was changing. My questions weren't changing. My work wasn't 
changing. The world wasn't changing. Nothing was changing. The only thing was 
changing was my underwear, which is important. 

Julie Ann: Thank you for that. 

Jessica: Yeah, you're welcome. I'm here for you. So I was going to quit, because 
obviously, I'm ineffectual. And I realized I had no monetizable skills other than 
doing this. And so I needed to pay rent. I kept getting fired. And I started paying 
attention to why it is that I had the confidence to talk about injustice, even 
though I didn't know how to fix it. And so I took away the aspirational fixing and 
that flipped the work inside out to really noticing and being responsible for the 
times that I'm super interested in engaging and the times I'm frozen and the 
times I back away, the times I get defensive. The times that I get all super lectury 
educationy and the times where I have no idea what someone is talking about. 

 And what I realized was is that if I can be reflective of how my life has taught me 
to be this way, then I can be responsible for how I choose to be in the next 
moment of my life, and not 100% of the time. Because who wants to be friends 
with that person? In order to actually make any change, you have to have 
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relationships and connections and so that's where do the best you can with what 
you got some of the time came from. 

Julie Ann: It sounds to me like instead of fixing people, you're actually helping people 
become more self-aware. And it's interesting because I have always been a big 
proponent no matter whether I'm talking about employee experience or change 
or communication, it always comes back to you got to know who you are. You've 
got to pay attention to what you're doing, what you're saying, how you're acting, 
or you can't change anything. If you're not looking at anything, if you don't know 
anything, you can't change anything. 

Jessica: You said at the top of the show that one of your favorite metaphors was us being 
a draft. 

Julie Ann: Yeah. 

Jessica: I think that these two things are directly linked together, where self-reflection 
come from and the idea of being a draft. If it's okay, I want to kind of connect the 
two. Is that okay? 

Julie Ann: I love connecting dots. 

Jessica: Perfect. So the idea is, and where the concept of a draft came from, was old 
school diversity trainings. At least I was always told and told my audiences, you 
should never ever, ever, ever, ever, ever, ever, ever, ever, ever, ever, ever, ever, 
ever make a judgment or an assumption about someone else and that that is 
how to be a good person. And it was really handy to have like such an easy one 
step system on how to be a good person. And then I would employ said step, 
and then be super good at it. And then all the sudden I would notice that I was 
doing it. And then I either felt self-righteous, or I felt really guilty, or I felt 
ashamed or embarrassed or whatever. 

 It's the same thing when you quit smoking. When I quit smoking 15 years ago, 
and every time I ever quit smoking, I would announce to the world eventually 
that I was quitting smoking, and then eventually I would be smoking a cigarette, 
and then people would be like, "How's quitting going?" And I'd have to 
consciously decide, am I quitting quitting, or am I still doing the quitting? And 
what I decided to do was if I had three cigarettes instead of 20, that's good, 
right? 

Julie Ann: It's an improvement. 

Jessica: Like why focus on the three, focus on the 17 I didn't have. Okay, good job. So 
instead of feeling like a failure when I noticed I made judgment and assumption. 
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What if I turned that into a self-reflective self-responsibility strength? Like, "Oh 
look, I'm doing that thing again." 

Julie Ann: And I noticed. 

Jessica: Yeah, and I noticed and then I consciously decide do I want to keep this? Do I 
want to edit this? Or a third category that we usually don't give ourselves space 
for? Huh, that's weird, right? Like you're allowed a third category of, huh, weird 
right? Those are the three categories, keep it, change it, weird. 

Julie Ann: Weird. 

Jessica: Yeah. So then when you start noticing your judgments and assumptions don't 
stop doing them. I don't think that's a good idea at all because we have to do 
them. So when I noticed that the ones that I wanted to keep, it's because it 
made me feel safe or it made me feel prepared. That doesn't mean I was right 
but I felt safe and I felt prepared and I don't think that's a bad way to enter a 
room. What is important is that whatever judgments and assumptions you are 
making that make you feel safe and prepared super-duper, you're completely 
responsible for that, and you might not be right. It's what you do with them that 
could cause problems. 

 Then what is the key thing everyone's like, "Well, what are we supposed to do 
now?" So instead of never making judgments and assumptions, notice, step one. 
Notice that you are making them. Decide which ones you want to keep, which 
ones you want to edit and the ones in the middle that are like, huh that's weird, 
right? Then you leave room for edits. What that means is, is that you have 
written a story, you print out your judgments and assumptions that make you 
feel safe and prepared, triple space with extra wide margins and then with 
curiosity, and generosity, and a sense of vulnerability and your own authenticity, 
you actively seek edits to correct your own story that you've written. Because 
what's about the actual person is what matters to that actual person. And you're 
also responsible for what you need to feel safe and prepared.  

Julie Ann: Absolutely. It's really giving yourself permission to be the human that you are up 
to this point in time. I talk a lot about everything that happens in our lives, good, 
bad, and the weird all bring us to this point in time and how we see the world 
and how we act and react in the world. And so what we're saying is okay, this is 
the point I'm at. But like you say, you're leaving lots of room to change just like 
we've been changing every moment that we've been alive anyway. Nobody's the 
same as they were coming out of the womb that I know of. 
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Jessica: Yeah, absolutely. So then, once you decide, "Oh, wow, look at all this stuff, this 
new information I have." Then you get to pick and choose what do you want to 
keep? What do you want to edit?  

Julie Ann: Everybody has their different way of looking at diversity inclusion. Jessica tell us 
a little bit if you can about what your feelings, well, not your feelings. What your 
definitions or differences in definitions from the word diversity and the word 
inclusion. 

Jessica: Well, that's a really good question. 

Julie Ann: It's why they pay me the big bucks. 

Jessica: I know. So my answer is twofold and they're not connected. So the easy answer 
is, I think diversity is the collection of external events or external difference, or 
the like “I have a blank friend” or “I was in the Peace Corps” “I visited blankety 
blank” and “I've eaten food with my fingers.” Like all of these kinds of collection 
of different things that we wear like diversity girl scout badges. I think that is the 
collection and recognition that may be your way, is not the only way. And while 
immersed in a different way you are forced to realize there might be more than 
one way. Doesn't have to be about race, age, nationality, language, ability, things 
like that. For example, I was just in New York City last weekend. I went with my 
assistant she'd never been to New York City before and the first time we're 
walking on the sidewalk, she's like, "But Jessica where do people here by like 
toilet paper and food rations?" 

Jessica: I pointed out, like every CVS and Walgreens and every Duane Reade and every 
Bodega like, look, they're everywhere. "You just don't go shopping for like a 
month. You go shopping like every other day for like what you need for that 
every other day." "Well, what?" "Well, look at our Airbnb. Where would you 
store a Costco size thing of toilet paper in this apartment unless you're sleeping 
with it?" "Oh, oh, it's just a different way of being." Ding, ding. 

Julie Ann: Ding, ding, ding. 

Jessica: That is diversity as a recognition. I think inclusion the way that the word is 
currently being used is recognizing there's an old school conversation of like, oh, 
look, those different people over there they never come to my meeting. I mean, I 
invite them but they never come. I mean you sit in your meeting with the door 
open and go, "I don't understand why they never get here." So inclusion 
sometimes is leaving extra seats at the table in case somebody ever comes to a 
different meeting than what they're comfortable with. But what I think inclusion 
work is now shifting to is perhaps they're telling us, they don't want to come to 
this meeting because they don't feel welcomed to this meeting or to this space. 
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So let's get out of this space and go to some other place if we actually want to 
include different people. 

 Like the changing of habits is like the first main step, I think, when you're doing 
inclusion work, is you have to start with who are we consciously and 
unconsciously excluding. To me, that's inclusion work. 

 Now, the extra bonus answer to this piece is diversity and inclusion is that, that 
we're in 2018. These are the words now that used to be social justice, used to be 
what started the beginning multiculturalism and pluralism back in the 1900s 
when I was in college, that this what this work was called, multiculturalism and 
pluralism. And then we had the like melting pot and salad bowl images. And that 
just made people hungry, which may be lead toward celebration, that got loud 
and scared people. So then we just settled for some general awareness. And 
then we went from awareness to tolerance. And then people were like, "I don't 
want to be tolerated, like you should be accepted." Then we got to acceptance 
and then we're like, "Acceptance of what? Acceptance of difference. Let's call it 
diversity. Oh yes, diversity very exciting." 

 And then you notice there's all these different communities and so you're like, 
"Well we need justice for all these social communities." So then you got to social 
justice and then Glenn Beck and everybody else turned us all into PC social 
justice warriors that have no basis in self-reflection whatsoever. And now we're 
at inclusion. 

Julie Ann: Wow. I'm exhausted. 

Jessica: I know. Try doing the work every day. 

Julie Ann: Tell us a little bit about your work. And specifically work within companies, 
organizations, corporations, large and small, what are they looking for and how 
open are they to the importance of this subject? 

Jessica: I'm debating whether or not how honest I'm supposed to be to that answer. 

Julie Ann: You can be really honest as long as you don't swear. 

Jessica: Spanx on, okay. So I would say a very small percentage of corporations, 
companies, organizations, and big sized associations have the social capital 
talent, capital time and space to begin an actual exercise on who are we 
consciously and subconsciously excluding. That is not something that can be 
done nicely on a retreat at a very expensive resort on a lake, right? So it's a very 
small percentage. I do believe that percentage exists and there's more than 
enough of those in the small percentage for all of us to have enough work. The 
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large percentage much like the ever-changing kind of tiles that we're calling this 
work is it's become a game, right? Is it who's using the current vernacular? 
Who's using outdated stuff? Outdated stuff, obviously, they're the problem. And 
I think HR really, it's more based in capitalism to not get to sued. Diversity and 
inclusion is whatever we got to do to not get sued. And we might be worried 
about getting sued because of bad behavior, we might be worried about getting 
sued because we fired somebody because of bad behavior. And it's not about 
the behavior. It's about how we fired them. 

 We might get sued because we didn't hire somebody, like how do we just not 
get sued? And that is an important element, but that's certainly not based on like 
human self-reflection work. If there is actual initiatives that are supposed to be 
being done around the humanity of this work, which is really what I try to do, it 
can take three years to get that through committee and that's why I have job 
security, right? 

 The good news is there is enough work to go around and you're never done. So 
the people that are doing real work who are really interested in doing it, know 
that the work never ends. 

Julie Ann: Correct. It's kind of like business culture, like what I do. You don't go in and do 
motivational speech for two hours and then the cultures' changed, and we're all 
happy. And we sing Kumbaya every Friday at 2:00 o'clock. 

Jessica: Think about even a sales training. 

Julie Ann: Right. 

Jessica: Some people would say that, that's not a soft skill, like we do, what does that 
even mean? But if I go to a sales training, I'm certainly not done. And if I'm the 
best salesperson and I have the best numbers for that whatever time period 
we're quantifiably measuring the success of my job, I'm not done. I now have to 
stay on top. 

Julie Ann: Right. 

Jessica: Right. So my husband tells a story when he packed peanuts in a factory once for 
a job. And he's very small, and he's very athletic, and he's very flexible, et cetera. 
So he was really good at this packing thing on the assembly line, and they just 
sped up the machine. 

Julie Ann: Ah, like we don't want you to succeed. 
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Jessica: Right. Like, "Oh, we got a good one here. Well let's see how many more he can 
do." And if he needed to slow down because he was above whatever 
quantifiable measure, you would think he could at least slow down to what he's 
supposed to be doing. But no now that they knew this was here, the level was 
higher. And I don't think we can blame assembly lines on that. I think that's how 
we treat humans. 

Julie Ann: Always to push them a little bit further. What do you like about your work the 
best? 

Jessica: When I mentioned earlier the edit, keep and weird buckets, I really like when ... I 
am gifted with the opportunity of providing people the space of noticing what's 
in congruent about them or what's weird or what they do that doesn't align with 
their like, what they think their values are and then them discerning which of the 
three piles it's going to go in and giving them permission to keep one in a weird 
bucket. 

 My weird bucket is pretty weird. And it's fascinating that there's even patterns in 
there that I haven't figured out. And they're usually deeply rooted in stereotypes 
and different- 

Julie Ann: Experiences. 

Jessica: Concepts or ideas that I think I'm supposed to be doing. And it's very freeing to 
be like, "No, actually, this is what I'm doing is this complication. I'm 
complicated." And that's the real truth. Right? And that's the truth that my life 
has taught me. And it's the best tool I have to continue doing this work. 

Julie Ann: I'm a big proponent on that many times in our lives. As human beings, we make 
things a lot more complicated than they need to be. And really, it just becomes a 
barrier to move forward or change or get better or whatever, because we've 
decided it's too complicated. In my work with change management, that's a 
biggie. It's too complicated, so I'm just not going to do it at all. Instead of, it's too 
complicated. Is there any way I can break it into pieces? 

Jessica: Yeah. I mean, I didn't become a parent by choice. Like, no, I'm just going to opt 
out of that game. And some people are like, "Why would you choose this topic to 
work in?" And I'm like, "Why would you choose to breed?" Right? But it takes 
both of us to do stuff. 

Julie Ann: Well, that's one way to put it. Okay, so I'm a listener, and I have my own 
company. And I know this is important, and it's on my bucket list. What's the first 
step I need to take in this journey of becoming more culturally diverse and 
inclusive? 
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Jessica: I guess the first thing I would do is to look at your governing documents, your 
strategic plan, things like that. If you need to search the doc for the word 
diversity. It either isn't in there and so then maybe think about figuring out how 
you could put that in there. And then number two is it isn't there, but that's even 
worse. Because it's usually like increase diversity by 10%. 

Julie Ann: Yeah, by some number that, right? 

Jessica: Right. But how are you going to do that by when and what does that even mean 
and you don't even know the current starting place? So my, my tip would be is, 
who do you currently have already on board? And what do you not know about 
your own colleagues? Start there. If you need a professional, there's plenty of us. 
We're happy to help you out. But your own colleagues are already diverse. And 
you can practice using the tools that you're already dealing with each other 
across different political beliefs, religious beliefs, eating habits, whether or not 
someone parks facing in or out like there's so many different- 

Julie Ann: Yeah. 

Jessica: Ways that we are already navigating the world in a different way. Practice there 
and then that practice will showcase that these tools are being used that will 
magically recruit and retain keyword people that also are even more different 
than that. 

Julie Ann: Yeah. That's one thing I've learned from these podcasts that I've done, so far is 
that that word diversity is like a big black cloud, or green cloud, or orange cloud 
or weird cloud. And really, sometimes it's just, oh, you park in and I park out or 
you eat meat and I don't, or you drink soda and I drink water. I mean, I don't 
think people realize how many times a day they are making diversity choices 
because they've attached it to social orientation or color or religion, to these big, 
big ... If we step away from that and notice how many times a day we're doing it 
any way and use those same tools. 

Jessica: Yeah. When I got married is the first time in my entire life I had to learn how to 
make a runny fried egg. Why would anyone ever let me be judgmental? Why 
would you eat a runny egg? That makes no sense at all. So I had to learn because 
now I have to make to fried egg sandwiches, which is what I'm having for dinner 
on my birthday. Because it's my favorite meal. I love that make to fried egg 
sandwiches. I'm really good at them. And I just make his first because he likes 
the weird runny stuff. Right? I had to learn. 

 I had to learn that there are people who exist that either eggs wrong, right? But 
then I had to learn it's not necessarily wrong, it's just different. 
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Julie Ann: Right. 

Jessica: Right? You can go to a restaurant there's like 50 different ways to order an egg. 

Julie Ann: Just go to the grocery store. One day I took a picture of how many different kind 
of Triscuits there are. Because I don't usually buy Triscuits. I just felt like getting 
Triscuits. 

Jessica: For the record. 

Julie Ann: There are 23 different kinds of Triscuits. That is a lesson in diversity right there. 

Jessica: Right and excessive and our entitlement to everything being exactly what we 
want at every given time and that we can handle different things. We can do 
this. We can handle this, right? I still love my husband even though he is wrong 
in a lot of things including how he takes his eggs. But you know what, in the time 
it takes me to like garnish his sandwich ... He also doesn't put mustard on his 
eggs. What's wrong with him?  

Julie Ann: Oh my God, you are weird. 

Jessica: I know. I'm from Texas. You put yellow mustard on almost everything. So my way 
is not the way. But if I am making a sandwich I get to choose whether or not I'm 
going to make it my way or a way that we can both enjoy. 

Julie Ann: Well, I know I could talk to you for at least two days. But I would be interested. 
I'm not sure the audience is willing to go along on that ride to be honest. I want 
to ask you one more question before we go. And that is, what's your favorite 
food? 

Jessica: Favorite food. I am tempted to say something that involves peanut butter, 
because that's a given. But recently, I have been doing this thing to keep me on 
my own toes. When I go to a restaurant, I order the special of the day without 
finding out what it is. 

Julie Ann: No wonder I love doing things with you. You're so fun. 

Jessica: Yeah. So here's the deal. It's prudent, right? So the chef knows what they have 
that's the freshest ingredients. They come up with some new idea. It's got to 
work good enough, right? Look at me plug in my book. It's got to be good 
enough in order to be the special of the today and how bad could it be? 

Julie Ann: I love it. Thank you for that. 
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Jessica: Absolutely. 

Julie Ann: Thanks for being with us Jessica. I really appreciate it especially on your birthday. 
Until next time this is Julie Ann Sullivan saying thank you for taking the time in 
your day to be here with us. Remember simple solutions can create big results so 
go out there and make a difference. 

 

Here is how to contact Jessica Pettitt: 

@jessPettitt on Twitter or find her on Facebook.   

You can also visit www.GoodEnoughNow.com to learn more about her work, book, online 
courses, and the like. 
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Diversity and Inclusion 

Corey Kupfer 

 

Julie Ann: Today's guest is Corey Kupfer, attorney, deal maker, serial entrepreneur, and 
founder of Authentic Conversations About Race Project. Personally, I believe in 
changing the world one person at a time, so I was attracted to Corey's 
philosophies because he wants to create a world community one conversation at 
a time. 

 Thanks, Corey, for joining us today. I really appreciate you taking the time. 

Corey: It's so great to be with you, Julie Ann. 

Julie Ann: Well, I don't know where to begin, so I'm going to say, what do you have to say 
about diversity and inclusion and what's going on in the world? 

Corey: Well, I got to tell you, it seems like anytime this topic comes up everybody says 
it's really topical; it's really timely because this happened or that happened. 
Having done this work for over 20 years, it seems like there's always something 
that makes it topical, and it's because- 

Julie Ann: I think that's an important point. I'm going to stop you for a second because I 
just posted today a saying from Aristotle from like 840 BC that really related to 
employee engagement, so I think that's an important point for people to 
understand that we've been having issues with diversity and inclusion probably 
since the beginning of time, right? 

Corey: Absolutely, and listen, we have to face it that this country has a history that was 
built on a racial divide from slavery forward and people who don't understand 
what has continued to happen say, "Oh, slavery was a couple hundred years 
ago."  

They don't understand that there is a series of things that happened from Jim 
Crow to the redlining by banks who wouldn't lend to people so they could buy 
homes, to the opportunities for jobs and education, to current situations that are 
going on that is a straight line to the prison-industrial complex. These are things 
that are not ... They can get very political and they can get very divisive, but if 
you study them, you understand that there is a significant ongoing issue in this 
country. 
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 And if we want to bring it into an employment situation, I'm an entrepreneur, 
right? I want the best people working for me, whatever they are, because I want 
my business to be successful. I want to have access to the greatest number of 
potential clients, whether it's for my real estate investing, my speaking. I don't 
want to limit my market and I don't want to limit the people who hire me, and I 
don't want to limit the people who partner with me. So, from a pure business 
ROI “smart business” point of view, diversity and inclusion is crucial absent the 
political and historical background and also considering the demographic 
changes in this country. This is one of those things if you're not up with it, you're 
going to be left behind. 

Julie Ann: Absolutely, and I think it's interesting too, because, like you say, we live in a 
multicultural society so we better, I mean, I really feel this way, we better learn 
how to speak to one another. We need to have these conversations because 
we're going to have them every day, and as our employee pool shrinks, if you 
don't have that environment where people of different backgrounds feel 
comfortable, you're going to have a bigger problem than you bargained for, yes? 

Corey: No question. And here's the issue that comes up; let's eliminate the straight-out 
racists and people who are coming from a bad place, right? Not that there aren't 
ways we got to deal with them, but let's talk about the far majority of people 
who I believe, people who look like you and I, I identify white. I think you identify 
white, who maybe are well intentioned- 

Julie Ann: Yeah, because you're a middle-aged white guy, right? 

Corey: I am. I mean, I'm the classic person who runs a lot of these companies and who 
may not otherwise understand not only the value and need for diversity, but - 
this is the biggest piece - understand what it takes to actually create an 
environment that is welcoming and that gets the best out of diverse people. And 
one of the things that I always say is that it's a body of work, right? 

 And what's happened is, I mean, think about it. We've been doing diversity and 
inclusion trainings for decades in this country, and not that there hasn't been 
progress and not that some of them haven't been useful and people have 
learned things, but at a very fundamental level we're still struggling with a lot of 
the same issues.  It's because there's a deeper body of work that frankly most 
companies are not willing to do. I mean, they're willing to do some initiatives 
around how they hire more diverse people, they're willing to do some things 
around the workforce to have different community groups or employee groups 
that try to support people with different backgrounds. They do some events and 
things that acknowledge cultural differences, but there's a much deeper body of 
work. 
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See, if I run a company as a white male, and by the way, this is true for anybody, 
the natural tendency is that that company is going to reflect me. My executive 
team looks like me and is like me. There's an unconscious creation of a culture 
and a community, which is not necessarily a culture and a community that other 
people from other backgrounds feel welcome and comfortable. So, doing that 
deeper work to try to figure out, “Hey, what is this?” I didn't intentionally create 
a culture of exclusion, but I created a culture that I'm comfortable with that all 
the people I've hired and the people I've dealt with are my friends, which are 
very likely going to be people who are similar to me, and that has by default 
created a certain culture which is our culture. 

 And companies are often not willing to delve deep into that to be able to provide 
an environment where people are truly valued and welcome, where they have to 
look at their own things that they've created and change the culture so that you 
truly have a welcoming environment for diversity. 

Julie Ann: It's kind of interesting. I was just at a conference and there was a woman 
speaking from the stage and she said, "Who in the room is a sexist?" And then 
there was a pause and she said, "You all should have your hands up." We're all 
brought up with our own biases. I don't care what you look like or what religion 
you believed in when you were growing up or what sexual orientation you have. 
None of that matters. We all were brought up with our own biases, and I am a 
firm believer and I know it to be true that until you recognize what biases you 
have, you can't grow out of them. 

Corey: No question. And listen, this is an area that's least understood by people who 
haven't made a significant effort to study it, and that is implicit or unconscious 
bias, right? It's very easy to say, "Hey, I'm not racist, I'm not sexist, I'm not 
whatever it is," if you're not the kind of person who would consciously ever 
choose to hire a person of one background over another or something like that. 
But what they don't understand is that there's been significant studies. For 
example, if you take the same resume, the same exact one, and they just put a 
black-sounding name on it, for example, that the percentage of white-sounding 
named people with that same resume who get called for an interview is 
substantially higher. So, we don't understand ... It's harder to understand how 
implicit and unconscious bias plays in across the system and also how 
institutional racism, which still exists, affects things.  

One of the things I say to people is, "Listen, I get it. You don't consider yourself 
racist." And it's because a lot of times as white people we look at neo-Nazis and 
skinheads and all this like we're not that, so we're not racist, right? 

Julie Ann: Right, it has to be extreme. 
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Corey: Right, exactly. And listen, the issue with any word, whether it's "racist" or 
anything else, is that it's talked about like it's binary, like you either are or you 
aren't, and then depending on how you define it you either definitely are, like 
you said, or if I define it as, no, I'm not a skinhead so I'm not racist, then I'm not. 
And really the way I like to look at it is it's a spectrum of awareness. I mean, 
listen, I've been doing this work for over 20 years. I met my wife, who is African-
American, through my Authentic Conversations About Race Project. It's funny, a 
lot of people assume, not surprisingly, that I started getting into this work after I 
met her, but it was actually the opposite. I met her because of the work, and it's 
funny when we do workshops on Authentic Conversations About Race and 
sometimes we'll co-facilitate, we tell that story and I always say, "I can't 
guarantee you this result for anybody else." 

 But the point is that I have been in an 18-year relationship with my wife, I've 
been in this work for over 20 years, and I'm still learning new stuff about myself, 
about my unconscious bias, about things like that. So if you're not a person 
who's done all that work, it's natural to, if you really start understanding it, to 
understand that while you may not be consciously racist or sexist or whatever, 
there's so much that's implicit and unconscious that we don't realize, and it takes 
a huge body of work to delve into that stuff. 

Julie Ann: And I think the key word there is "unconscious" because we need to understand, 
if we want to make any kind of conscious change, we need to understand that 
when things are happening unconsciously they're automatic. So, to say I have 
biases, I do, and they come automatically. The trick is: Do I have enough self-
awareness to recognize when that's happening so that I can change my 
conscious thought? 

Corey: That's absolutely right, and you described it perfectly. One of my mentors is Bob 
Proctor. He doesn't work specifically in this area, but for me he is the most 
brilliant teacher around the concept of paradigms, and what he says is that we 
have our conscious mind and then we have our self-conscious mind, and the 
paradigm is resident in the self-conscious, and it's amazing – I mean, this is in all 
areas of our life how paradigms describe about 90% of what we do. We think we 
have free will, and ultimately, we do, but the point is that we do so many things 
just based upon habit, what we're used to, the paradigm, the filters through 
which we see the world. 

 So, it takes work on identifying the subconscious paradigm, or the unconscious 
bias is a type of paradigm, and then to break through that and then to be able to 
understand it on a conscious level, take actions on a conscious level, and shift 
that paradigm that's resident in the subconscious. 



  
 

 Page 5 of 12 
 

Julie Ann: Absolutely. I'm always telling the people that I work with that you can never 
have too much self-awareness, and that is really key because the more you learn 
about yourself, what you're thinking, what you're doing, all these automatic 
ideas and actions and reactions that you're having, you got to notice them so 
you can change them. I could be walking down the street and if I see a kid 
walking towards me with a hoodie with his hood up, I recognize sometimes I'm 
having a little different feeling inside. I'm feeling a little unsafe, and I literally go 
through, it may take 10 seconds or five seconds, but I literally go through and say 
to myself basically, "Why are you feeling this way? You're in your neighborhood. 
What stuff have you gathered in your life that's making you feel that way?” And 
let it go. 

 Now, if that person is walking down the street with a gun pointed at me, that's 
different, and I'm not talking about that, but we go through these things all the 
time, and if we're not clear enough to recognize that, we don't have a prayer to 
change our behavior, our thought process, how we react to situations. 

Corey: No question, and listen, if I was walking down the street with a gun pointed at 
you, I assume you'd be nervous as well, right? 

Julie Ann: Absolutely. I don't care what color that person is. 

Corey: Right, it doesn't matter, but- 

Julie Ann: Or how they're dressed. They could be in a prom dress and I would ... 

Corey: That's right, but the fact that certain ways people dress or the way they appear 
and other reasons, whether it's skin color or things like that, create these 
automatic reactions is that we ... I mean, a lot of these messages have been 
drilled into us, whether it's media or other things or whatever. In my workshops I 
tell the story of when I grew up in Canarsie, Brooklyn in the '60s into the '70s, I 
always learned that you never went to the projects. The projects were where ... 
And listen, there was some reason for that. I mean, there was some higher crime 
in the projects, but it was like this off-limit horrible … like you would die- 

Julie Ann: Don't cross the tracks. 

Corey: You would die the minute you walked in to the projects. I met a kid who ... When 
they started integrating the schools, I met a kid and we started playing hoops, 
African-American, started playing basketball together, and he invited me over to 
the projects. Now mind you, he told me, "I'll meet you and bring you in because I 
need to introduce you," so there was some element of being a white kid in the 
projects, but at the same time the minute I walked in there we played basketball 
and it was all good. It's a matter of not having these automatic reactions, 
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evaluating those and seeing where they come from, and having the opportunity 
to make a different choice, and that choice might be, hey, that guy has got a gun, 
I'm going to run, but at least it's a conscious choice, not a subconscious choice 
that we make out of some paradigm or filter that we don't know. 

Julie Ann: Corey, I want to go into a little bit more. You say you do these trainings with your 
wife. What's your wife's name by the way? 

Corey: So, her name is Rha, that's R-H-A, and her last name is Goddess, Rha Goddess. 

Julie Ann: Okay. Well, I just want to ... Can I call her Rha? Is that- 

Corey: Yes, absolutely. 

Julie Ann: Okay. Instead of saying "your wife, your wife, your wife," I always like to use her 
name. So, you and your wife do these trainings. Can you talk a little bit more 
about what you do in these workshops, what you're trying to accomplish? 

Corey: Absolutely, and there are sometimes where I co-facilitate with other people as 
well, but it's always somebody of a different background than me. I started this 
actually in 2000, and I want to acknowledge it was based upon a comment that 
Bill Bradley made when he was running for president. The paraphrase is if you've 
never had a conversation about race with a person of another race, you're part 
of the problem, and that started me thinking. I started having these one-on-one 
conversations after that, and then I realized that the value of that was amazing 
because I had close relationships, but race was a place we didn't go. We would 
talk about the issues around race, we would talk about some very intimate topics 
as friends or colleagues or associates around our families, our love lives, our 
whatever, but like how many times did you have really an intimate one-on-one 
cross-cultural dialogue about race? 

 So, I gathered a team of diverse folks. I had this concept. I got their input and we 
created this project. We have project materials that people use on their own 
one-on-one, and I give those away for free because I'm just committed to having 
this work out in the world.  

Julie Ann: And we'll have a link for that in the show notes, too. 

Corey: Yeah, that's great. So, people can just take those, use the project materials, say 
to somebody in their life, "Hey, I'd love to have a conversation like this," and we 
ask them if they could get us back an evaluation afterwards. If they do, they do. 
If they don't, they don't. We would just like to get the feedback but that's just 
because I'm committed to the work. 
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 When we do workshops obviously it's different. We charge for it. The first thing I 
would say about the workshops is that the goal is to have not talk about the 
issues, it's to have people have a connected conversation with somebody. The 
way it works is you are sitting literally across with nothing in between, no tables, 
just chair to chair, eye to eye, face to face. 

Julie Ann: Knee to knee? 

Corey: Knee to knee, exactly, and having a one-on-one cross-cultural dialogue about 
race. Obviously, there's a way we set it up in the beginning. We have some 
guidelines and some even sample questions, which by the way most people 
actually don't need, but we have it there in case people get stuck. I remember 
the first one we did of these in 2000 was at the Brooklyn Academy of Music café. 
We had 110 people having 55 one-on-one cross-cultural dialogues about race 
simultaneously, and then we have a process where we debrief it afterwards. 

 The common element, whether it was at that event, the ones we've done on 
college campuses with students or professors, or we've done it for organizations, 
like the AICPA, which is the accounting organization's diversity- 

Julie Ann: I used to be a CPA. I know them well. 

Corey: Okay, so you know what that is, yeah. Or when we did it at the World 
Conference Against Racism in Durban, South Africa in 2001, and had white South 
Africans and black South Africans talking to one another. 

Julie Ann: Wow. 

Corey: Not that many years after the end of an apartheid. Every conversation looks 
different. It goes in different places, but there's been one common result, and 
that is deeper intimacy, deeper closeness. I believe people are dying to talk 
about this. 

Julie Ann: What did you say was the difference was? 

Corey: Deeper intimacy. 

Julie Ann: Yep. 

Corey: Just more closeness. Whatever that relationship is, something that this is sort of 
unsaid, un-discussed wall or barrier that gets broken down, and our experience 
is that people are dying to have these conversations. They just don't have a safe 
space to do it.  
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It's funny, when we first did these years ago because we started it 18 years ago, 
we used to do a lot of setup to make sure the space was created. 

Julie Ann: Right, right, right. 

Corey: And not that we don't do setup. There's a way we do setup, but we have cut that 
down so significantly because certainly people who opt to be in a room ... You 
know, sometimes we do it where people are choosing to be and sometimes it's 
in a place like a university where people are told to be there, but even when 
they're told to be there I think people are dying to have these conversations, and 
it's amazing. We do a lot less setup.  Now, one of the things I want to say is we 
do need to set up, more for people who look like me, is there's a tendency for 
white folks to be really curious because they've been dying to understand some 
stuff about different people's background, and they ask a lot of questions, but 
they don't share as much of themselves, and it's very important that it's an equal 
dialogue back and forth where you're willing to be as open and vulnerable, and 
that's true for everybody, but it tends to go one way where if you are whatever 
background, certainly a white person, you're willing to share and be open and 
authentic with as much of yourself as you're asking. 

Julie Ann: What do you think some of the toughest questions are for people to answer back 
and forth? 

Corey: Well, I'll just share a personal experience, and I've suggested that people- 

Julie Ann: Those are the best. 

Corey: Yeah. I've suggested that people who have the conversations with people they 
know ask this question as well. When I first started doing this before it was even 
a project, when it was just something I said to myself I should do, one of the 
questions I asked people who I knew for a number of years was, "Please tell me, 
and I really want to know, I'm open to it, were there times, and if so what were 
they, where you thought I was prejudiced, insensitive, didn't get it, off the mark 
in something I said? And I really want to hear it." And you know what? I heard 
some stuff. Now, it wasn't ... I mean, people usually would say, "Listen." They 
would try to preface, "You know, you're a great person and I love you and I know 
your heart is in the right place and blah, blah, blah," and I would say, "I get it. I 
get it. I get all that. Just give it to me. Give it to me." 

 Because what I was trying to get at is that unconscious or implicit bias, those 
things that I didn't understand because I didn't have the cultural history and 
background that other people have. So, I understood that people liked me and 
knew my heart was in the right place, but what I really wanted to hear was the 
real stuff, like, "When you said this, it made me feel this. When you said this at 
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this event, this person felt that way." And I heard some stuff, and I learned, and I 
really encourage people to ask that question. It's a hard question to ask because 
you hear some stuff. 

Julie Ann: One of the things that I hear, and this is true for me too, is I run in a lot of 
different circles with people at my church and people that I work with and 
people in the cultural district here and just a lot of different circles, and one of 
the things I miss in my life is diversity. Do people ever say to you, and I'd love, I 
don't know what the answer is, what do I do to create more diversity in my own 
life? I live in the suburbs, and they're not very diverse I will tell you that, and, 
again, I really strive to get involved in certain activities where I am looking to 
have a diverse population of people that I know, can know, create friendships 
with, etc. Any advice on that? Because I'm sure other people feel that way too 
because they live in isolated places. I don't mean by distance, I mean by who 
makes up their neighborhood so to speak. 

Corey: No question. Listen, you mentioned church and they say that Sunday morning is 
the most segregated time, and that's not a negative comment on church per se. 

Julie Ann: No, I know what you mean. 

Corey: It's neighborhood, it's people, it's schools. People tend to live with people like 
them. Listen, I mean, one of the things that ... When my wife and I, I'm from the 
East Coast. I'm from New York; I still spend half my time there, but we also have 
a place in California. One of the things that we did, frankly, when we were 
looking for a place in California is there was some really nice places where we 
would have liked to live otherwise but they weren't diverse enough, so we 
purposely chose not to live in those places. Now, not everybody has that 
freedom to choose. Listen, people have other reasons why they live in a place. . . 

Julie Ann: School districts, whatever. Yeah. 

Corey: Yes, school districts. So, I'm not saying that's possible for everybody, but listen, I 
want to raise it as a consciousness thing. The other thing that I would say is this: 
The key thing if you want to get involved with people from other cultures is that 
you can't ... We well-meaning people tend to invite them into our environments, 
which is okay, but you also need to be willing to go into their environments, 
right?  

Here’s a good example. We're both members of the National Speakers 
Association at the big conference in Dallas this past month, and there is the Black 
Speakers Association, which is one of the subgroups of many in NSA, and I have 
some friends in that group and they were having a get-together in the suite that 
they had for that group and I went out and I hung out, and there were mostly 
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black folks and there were a couple of us white folks and I put myself in that 
environment. Why? Because part of what I need to do is invite people to my 
environment, but I need to go into their environments. By the way, I enjoyed it. 
It was great. It was fun. 

Julie Ann: Of course. 

Corey: I met some phenomenal people. It was amazing. So consciously going into other 
people's environments, which, by the way, a lot of people haven't done it before, 
is much more uncomfortable than inviting somebody of a different background 
into your world. 

Julie Ann: Right, definitely. So where do you think we're going in the future with this? Do 
you think people are paying more attention? Do you think more people are 
aware of the fact that they have their biases and it's up to them to working on it? 
What do you see is going on now? 

Corey: Yeah. It's interesting because I see some challenging things and then some things 
that I'm always ultimately an optimist. 

Julie Ann: Me too. 

Corey: I'm always hopeful. Always hopeful. But listen, obviously these are tough times 
for a number of reasons without delving into political or other ... I mean, we 
were supposedly, for people who didn't know better, in a post-racial era when 
Obama became president, right? Clearly any of us who know this work knew that 
wasn't true then just because we happened to have an African-American 
president, no matter how positive that was. And now we have ... tensions have 
heightened. That could seem discouraging. At the same time, there are ... I think 
what has happened is there have been so many people of conscience who are 
committed to this who have come out, who have actually rallied that that gives 
me hope. And I'll tell you the biggest thing that gives me hope. The biggest thing 
that gives me hope is just demographics. If you look at- 

Julie Ann: Right. 

Corey: ... the younger generation- 

Julie Ann: Sooner or later. 

Corey: Listen, they used to say 2050. Now they're saying 2042. I keep saying it's 
probably going to be 2030. Already the majority of kids born in this country are 
non-white. At some point in 2030, '40, something, the majority of people in this 
country will be non-white, and just the global nature and the connectedness of 
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the younger generation makes them have a very different view on these things, 
and I'm committed to accelerating the process and not just waiting around for 
the world to get more diverse. But if you want to ask me the biggest reason I'm 
optimistic, it's that. 

Julie Ann: For the listeners, because I really am doing this series because I think there are 
people out there, especially in businesses, that want to know how to move 
forward, what can they do in a global working environment or not a global, just 
somebody who has a company in Iowa for instance? What can they do inside a 
workforce, what would be a first step for them to open their vision of what they 
want for their company and become more diverse and inclusive? 

Corey: Well, for it to really work at the level that I know you and I are committed to, it 
needs to have buy-in from the top. So, the owner of the company, the executive 
management team needs to not just hire somebody to come in and do some sort 
of workshop, okay? So, I always recommend, and listen, I have to be frank, it's 
why I only do a limited amount of this particular work because I will not work 
with companies that are looking to bring somebody in just to check a box on 
compliance or just to say they did it. I'm only up for working with people who are 
really committed to transformation. 

Julie Ann: Good for you. 

Corey: So, the first thing we do is we work with executive teams. We work with 
leadership first. We can't even go to your employees unless you get a deeper 
understanding of this and we find that you're truly committed to making a 
significant change. Then we'll roll it out to the rest of them. 

Julie Ann: I love it. Corey, I want to say thank you so much. This is the beginning of a series, 
and I have people from different backgrounds for six weeks coming in and talking 
about this issue of diversity and inclusion not only for my listeners but for myself 
as well to get more educated.  

You gave me a great idea, and that was I need to go to where I want to be 
diverse, whatever that is, and I really appreciated that. It reminded me that 
when I lived in Los Angeles, for one quarter I went to Cal State LA on purpose 
because I wanted to be the minority, and you just brought that back into my life, 
so I did that when I was younger. Now I have to do that again, and I really 
appreciate that. Thank you so much. 

Corey: It's such a thrill to be with you, and I'm so glad that you're doing this series and 
that I got to be a part of it. 

Julie Ann: Thank you. One last question I ask all my guests. Ready? 
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Corey: Ready. 

Julie Ann: What's your favorite food? 

Corey: Italian. 

Julie Ann: This is Julie Ann Sullivan saying thank you so much for taking the time in your day 
to be here. Remember, simple solutions can create big results.  Go out there and 
make a difference. 

Here is how to contact Corey Kupfer: 

You can email him at corey@authenticenterprises.com. 
 
To download his Authentic Conversations About Race project materials for your personal use, go to  
http://www.authenticconversationsaboutrace.com/.  

Follow him on Facebook, Twitter or LinkedIn at CoreyKupfer. 
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Diversity and Inclusion 

Glen Guyton 

 

Julie Ann: My expert guest today is Glen Guyton. Glen believes in cultural competency, 
which I love. The world would be a more positive and powerful place if we were 
all even a bit more culturally competent. Glen's expertise in understanding 
culture has taken him from being a nerdy kid growing up in the suburbs of 
Houston to becoming an Air Force officer, teaching middle school to leading a 
national non-profit religious organization. With that kind of diverse background, 
thank you, Glen, for being with us today. 

Glen: It is a pleasure to be here, especially talking about businesses that care. I want to 
be a reference tool today to help people not become so frustrated when it 
comes to these issues of diversity and inclusion. People get shaky; some people 
get nervous when you start bringing up the D-word, but I want to say relax, it's 
not that hard, I tell people. Yes, it's complex, but it's not that hard. 

Julie Ann: Yeah, I have this saying I always use, it's simple but not easy. 

Glen: That's right, that's right. 

Julie Ann: Right? And, because I do so much work in culture and employee engagement 
and employee experience, I understand that frustration, that wide-eyed, oh my 
gosh, where do I even begin attitude which ... I also do a lot of work with change, 
so I understand that stops people from changing.  

Glen: That's right, and culture, when we talk about cultural competency, is simply “the 
way we do things around here.”  We all have aspects of culture in our daily lives, 
in our home.  We're also doing some type of cultural analysis, anytime we 
interact with people, anytime we walk out of the front door when we go to any 
store, any business, each of those entities has their aspect of culture. And so, we 
do this analysis regularly, but for some reason, when it comes to certain aspects 
of a person's identity, we begin to freeze up and we feel like, oh, diversity and 
inclusion that means I'm going to be accused of something. I'm going to make a 
mistake. Somebody's going to take something away from me. But we do it all the 
time. 

Julie Ann: Well that's why I like your coined phrase of cultural competency because I think 
you're exactly right. I think now, when people think about diversity and inclusion 
it is that negative, right? What are we doing wrong? What are we going to get 
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arrested for? What are we going to get sued for? Instead of, hey, how can we 
make this world a better place to be? 

Glen: There are so many different aspects of our identity as we begin to think about 
culture. So, cultural competence, if you want to think about that phrase, just 
speaks to or describes the ability to shift our cultural perspective and 
appropriately adapt behavior to cultural differences and cultural commonalities. 
And so, what many people have a problem doing when we think about diversity 
and inclusion is, they can't see things from another person's perspective.  

 When you become more culturally competent, I don't think you can ever get 
there perfectly, but you are able to step outside of your own world view and 
begin to look at the world from someone else's perspective. It's just kind of 
stepping out of your skin, if you can do that, and I don't know, some people are 
into astral projection, but if you could jump out of your body and observe your 
life from someone else's perspective, that's all cultural competence is. It's being 
able to see and interact with people and adapt appropriately regarding cultural 
change. 

Julie Ann: And I think there's a ... I think it's an American Indian parable about that, but all 
about walking in someone else's shoes, right? And that's really what we're 
saying. I think, sometimes, and correct me if I'm wrong, because you've had 
more experience in this than me, but I think, sometimes, when people think 
about diversity and inclusion it's oh my goodness, you want me to change. I think 
it's more, no we want you to understand why that person is who they are, as 
opposed to who you are, because of the life they've lived. And when you do that, 
it's kind of like I remember when my son was little and he came home and he 
said, Mom, what's the big deal with color? Look, and he put his hand next to me 
and he goes, we're all different shades. 

Glen: Right, right. We are. Right. 

Julie Ann: Right? So it's more of people's stories and when I work with people that's one of 
the things I go for is, we don't really know people's stories that we work with and 
the more we know about their stories and their life and all those moments that 
have led them to be right in front of them right then, the better we can get 
along, and I love that you talked about commonalities, because I'm all about, 
let's find the commonalities. We keep talking about how people are different, no 
one will be able to work together. 

Glen: Well, bottom line, we're all different, even within similar communities, whether 
you're White, African American, male or female, we are all different in some 
ways even two people that are involved in a marriage are different. And you 
must learn how to adapt. 
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Julie Ann: Even identical twins are a little different. 

Glen: Yes, that's true, everyone is different. And so, as we think about this diversity 
and inclusion work, some people have a very narrow focus, but one of the things 
I try to do when I work with organizations is to help them understand what their 
goals are. That's my hashtag, #diversitygoals. What are your goals, what are you 
trying to achieve? That's the first thing you need to understand when you begin 
this diversity and inclusion work. It's not hard, I would say, but it is complex. It 
can be difficult if you don't know what your target is.  

 But as you begin to think about your work and diversity and inclusion, what type 
of diversity do you want? That means, who's going to be in the room with you? 
And then, how do you want to include those people. Those are the two very 
different aspects of the work. But you can think about this: there's racial identity, 
there's gender identity, socioeconomic identity, ability identity, as far as disabled 
people, sexual identity, sexual orientation, you have a nationality and you have 
ethnic identity. 

Julie Ann: And religion. 

Glen: And religious identity, yep, that's on my list too. So those are the big eight, as I 
would like to call them. But what can you focus on in your workplace? And, you 
may not want to have diversity in all those areas. I'm never the one to tell people 
how you should live your life. You tell me what your goals are, and we can help 
you work to achieve those things. 

Julie Ann: I think it's going back to the big why, right? No matter what you're working on, 
better communication, better culture, better diversity and inclusion, whatever in 
your organization your goal is, you must know why or you're just kind of, as I 
have the analogy I use, it's kind of like throwing spaghetti against the wall and 
hoping it sticks. 

Glen: I was just thinking that. That's right; you can throw your pasta on the wall. I like 
to bite my spaghetti. I try not to throw stuff on my wall that I'm going to eat. But, 
that's right. Sometimes we try to throw things on the wall and see what sticks; 
we develop these programs and they do more harm than they do good.  

Julie Ann: Right, that is, as they say, ass backwards.  

Glen: Yeah, yes, yes, yes. 

Julie Ann: Whatever that means, you know, I've been saying things about and using 
terminology and thinking, what does that mean? Like in the speaker business, 
they always say, oh you call somebody and then you don't hear from them and 
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they use the terminology, all you get is crickets. Well, crickets are really noisy, so 
I have to find out about that, what that phrase really means.  

Glen: Julie, you are right, how that became a thing I don’t know? 

Julie Ann: Yeah, how'd that become a thing. But I think it's funny you know as I've talking to 
different people about diversity and inclusion, first, the most important, number 
one idea, I learned, which I never thought about before, so I'm hoping the 
listeners did, is that diversity is who's in the room. Inclusion is something 
different. It's how you include people. It's not the same and I think when you 
think of them in the same, that's what makes it mind blowing. How will I ever 
wrap myself around that. 

Glen: Yes, diversity and inclusion practice parallel with power practices. There's an 
intersection there. One of my catchphrases is, “Do you have the right people in 
the room?” Often, organizations will make decisions regarding diversity and 
inclusion with a monocultural type of organizational structures. And so, you 
design a program; you're coming up with all these ideas for this group of people 
and none of the people that you're designing the program for have been 
included in the process. So, you don't understand the depth of culture. 

 Culture is like a blooming onion. There are many different layers that you must 
peel to get into the good, tasty parts of it. Sometimes we just focus on the 
surface aspect, such as music or food, but there are other types of- 

Julie Ann: Ingredients. 

Glen: Ingredients that go way beyond that when we start thinking about aspects of 
someone's culture or someone's identity. 

Julie Ann: Yeah, that's true and I think that again we're just trying to get this big idea and 
break it down. Let me ask you this, do you think the work in the area of diversity 
and inclusion has really changed that much over the years? 

Glen: I do think it's changed, I think there's more maturity in it. I still find out that a lot 
of people who contact me, just want to check the box. You know, I go through a 
process, I have a tool that allows you to evaluate how well you're doing with 
your diversity, and inclusion goals. Most people say, we don't really want all that, 
can you just come and do fifty minutes and fix our diversity and inclusion issues. 

Julie Ann: Ouch. 

Glen: I was like, no I can't. I can come and get a check from you, but I'm not going 
actually to be able to do any meaningful work. I can tell you how not to be, 
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overtly racist. I can tell you how not to be sexist. I can give you a couple of things 
not to say, but that's not really going to get to the depth of- 

Julie Ann: Your organization. 

Glen: Yeah, it's not. Organizations are already doing the work in some sense because 
you want to reach out to other markets. You want to broaden who your clientele 
or who your customers are, part of that's diversity and inclusion work. You're 
doing market research to understand your target audience. Why not also do that 
work internally, with your staff. It will make your outreach efforts more effective 
if you have people who generally understand the culture, you're able to pull 
from a larger pool of people and bring in better human resource gifts and talents 
to your organization. 

 I do think that a lot of larger companies are doing better at this. I think this work 
is becoming more professional, but we still have a long ways to go. 

Julie Ann: We have been talking about diversity and inclusion. We've already discovered 
that they are separate ideas. 

Glen: That's right. 

Julie Ann: Diversity focuses on who is in your room. We were talking about that. I think one 
of the ideas, if I can encapsulate it, is this notion of what happens inside your 
company is what happens outside your company. That seems so obvious to me, 
but it is not obvious to many organizations, and you were saying that with more 
diversity in your company, your customer and client base becomes more diverse. 

Glen: Right. I think it does because you have other eyes, people that can again, shift 
their cultural perspective or the cultural perspective of the organization. Again, 
organizations have their own culture. You want people that are able to see 
things differently within your organization. I don't want to be part of an 
organization where everyone thinks like me. There's no innovation, there's no 
progression, there are no opportunities for growth when everyone is exactly the 
same.  

 I recently went to a hotel. I had a wonderful time at the hotel. You can tell this 
hotel chain is working at aspects of diversity. But I looked at the decorations on 
the wall. I just wrote a blog post about this. I looked at the decorations on the 
wall in the hotel, and it was in Hollywood, so they had pictures of famous people 
from different entertainment backgrounds on different walls. And I noticed that 
they had four different groupings of people depicted on their wall. And out of 
the four walls, only one wall had people of color displayed. And, all the people of 
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color, except for one person, was on that one wall. And I'm thinking like, who did 
the decorations in here?  

Julie Ann: Nobody thought about it. 

Glen: Yeah, you could just randomly put up the pictures and avoided this. Why did it 
have to be one wall in the back of the hotel that had all the non-white people? I 
think it had Gladys Knight and Donna Summer or somebody else on it, also 
Sammy Davis, Jr., but they were all on one wall. Out of the eighty pictures, I think 
there were six people of color, and there was one bi-racial Asian lady that was on 
the front wall. I don't know what to say. 

Julie Ann: They just didn't think it through. 

Glen: Just didn't think it through and it's just a simple thing that doesn't mean that the 
organization is racist, but as an African American person, hey I like Gladys Knight, 
I like Sammy Davis, Jr., when I walk in the hotel I want to be like, “Oh wow! that's 
so cool.” That would have enhanced my experience. It's little things like that that 
you notice. When you get the right people in the room, to help make the 
decisions when you have diversity and inclusion throughout your processes. 

Julie Ann: And it's kind of like having the welder in the company pick out the accounting 
software.  

Glen: Yeah, that probably wouldn't be good, right? 

Julie Ann: Yeah, right. One is not listening to the other. And, on Businesses That Care, 
normally I am talking to people in the C-suite about how they've created great 
cultures and one aspect that is very common with all these great leaders is that 
they all listen to a difference of opinion.  

Glen: Yeah. 

Julie Ann: And I think what else you were talking about which I know people don't want to 
hear sometimes is this is why sometimes it's a good idea to have outside 
consultants. I'm not saying that just because Glen and I are outside consultants. 
But I think it's those eyes. If they'd had Glen come in and say, oh, we want to do 
this to show, whatever their “why” was for putting up all those pictures, what do 
you think? Or, if they had had diversity in their company and they created a safe 
place for people to speak up, which is another plus for getting outside 
consultants, 'because they will tell you the truth where, depending upon your 
culture. That's a whole other area. You have to build that culture, so someone in 
your organization who might be African American can say, what are you guys 
thinking? 
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Glen: Right, exactly. 

Julie Ann: Right? But if you don't have that, then someone in that situation who is African 
American in your company might be too afraid to say anything. 

Glen: That's true and that kind of goes along with one of the programs I do, that's 
called the IDI, s the Intercultural Development Inventory, and what it does is 
help organizations measure their cultural competence. You can do it for the 
organization as a whole, or you can do it for individuals, but the thing that I like 
about it is that it lays out five cultural mindsets. And so, I'll just kind of share that 
with your audience, if you don't mind? 

Julie Ann: Oh, please, do. 

Glen: So, there are five cultural mindsets that you think about, going from culturally 
incompetent to being more culturally competent. The first one is, well, I'll name 
them all. First is denial, polarization, minimization, acceptance, and adaptation. 
So those are the five — Denial, polarization, minimization, acceptance, and 
adaptation.  

 The people that are in denial, basically, aren't interested in cultural differences, 
they avoid it. It makes them uncomfortable. They want everyone, basically, to be 
like them. No need to change. 

Julie Ann: It's easier. 

Glen: Right. This is the way we do it around here; this is the organization, you need to 
get with the program. So that's denial. 

 Then you have polarization. That's where people are uncomfortable. They get 
defensive. They understand there are some differences, but they get defensive. 
They lock up; they freeze when you begin to think about cultural differences. It's 
difficult for them to evaluate the need for diversity and inclusion. They think that 
these differences are more obstacles than anything else. 

Julie Ann: Well, again, I think that's going back to that group of people might be the ones 
who are thinking they have to change who they are, as opposed to, no I'm asking 
you to be, have a different perspective. You don't have to adopt that 
perspective; you must work at seeing things differently. 

Glen: Right and these things are a continuum. It's very rare that you have a large 
organization full of people in denial. When I work with organizations, I see 
people in polarization, and then the next one is minimization, in which one tends 
to accept with little discomfort that there is institutional privilege and the 
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institution can impose its cultural norms on other groups. This is where I find 
most people are, in minimization. You don't acknowledge differences as much as 
you acknowledge similarities. You look for the aspects of how we're alike. Which 
in some sense, diminishes the whole person, per se, but is recognizing that we 
need to work together but let's just do it from a place where we're both 
comfortable. And, the interesting thing about minimization is that, people of 
color or oppressed minority groups, use it as a tool for survival, that I'm not 
going to bring who I really am to the organization, I'm going to adapt and get 
along and understand the culture, because I need that to survive. I can't be the 
hysterical woman, I can't be the angry black man. I can't be the immigrant.  
That's minimization and that's where a lot of people are. It's beginning to work 
at in a cultural competence and beginning to understand the need to work with 
diversity. 

Julie Ann: In a safe place. 

Glen: It's a safe place, right, right. 

 The next group would be more advanced, that's the group that's in acceptance. 
They basically are curious about other cultures; understand culture and diversity; 
they seek information to better understand differences. So that's a very good 
place for organizations to be. This group may not have a full grasp of how power 
is involved in some of these dynamics, but it's a very healthy place for many 
organizations. 

 And then, the final one is what I call, Shangri-La. It is adaptation, that's the ability 
to exercise power within specific cultural contexts in culturally appropriate ways 
and it takes a lot of work to get there and we shift back and forth. It's a 
continuum. I made it to minimization and- 

Julie Ann: We're done. 

Glen: Yeah, yeah. We always have, when we get stressed, that's the thing, when we 
get stressed, when we get confused, we tend to go back a couple of steps, one or 
two steps in our understanding of culture. 

Julie Ann: And I think people need to understand, that that's human. 

Glen: Yeah. 

Julie Ann: Right? 

Glen: It is. 
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Julie Ann: Not to get all bent out of shape. Not to beat themselves up about that. We all 
want to, those of us who want to move forward in life, we do progress and then 
we do take a step back or we falter because we're human and it doesn't mean 
we failed, and I also think ... I don't know if you do that, in the work you do, but I 
think it's important for the people in an organization to understand that 
although we have a way of dealing with one another, one day I may come in and 
bark at you. That doesn't negate everything else I've done every other day and a 
little bit of forgiveness goes a long way. 

Glen: Right, and that's why it's important you have appropriate systems in place in 
your organization. Again, we don't want to throw the spaghetti on the wall, 
especially if it has sauce on it. We don't want stuff on the wall, but we want to be 
intentional about this work. What are your hashtag diversity goals? What is your 
baseline? Where is my organization starting from? Please don't go in there and 
start telling people that they are racist or they're sexist and things like that. Help 
them to understand the adaptations that they need to make. Because culture is 
just the way we do things around here. And so, what other things about our 
culture do we want to change. That's how I really like to approach it, maybe 
that's because I'm a person of color doing this work and sometimes, I feel like I 
must make people that are different feel comfortable. People have to 
understand the direction that they are going in. You can't ostracize people and 
try to bring them along when doing this diversity and inclusion work. 

Julie Ann: Amazing you don't think name calling works. 

Glen: No, it doesn't. It really doesn't, and that's not my job. You know there are some 
people who think that's appropriate, but that's not how I do my work. 

Julie Ann: Well, and it's not going to move people forward. I mean, just to say to 
somebody, you're a racist, well that's not going to move the needle at all, is it. 

Glen: No, you have to give people a solution, right? A solution, you must give them a 
framework to say that, hey these are the things about your behavior that you 
can change and hopefully they take that, and they work at becoming more 
culturally competent.  

Julie Ann: Well, because understanding people's story is also understanding that we're all 
brought up with biases and some people are brought up with deeper and thicker 
biases than others. You may have someone in your organization who has this 
pretty ingrained bias, but let's recognize that, and you talked about acceptance 
and one of the things I've learned is agreement doesn't have anything to do with 
acceptance, right? 

Glen: No. 
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Julie Ann: But a lot of people put those two together. So, if I say I accept you as being 
racially biased that means I agree with it. No, it just means, I know your story, I 
know where you came from, I know what you were told your whole life, we want 
to give you some new information, that perhaps, if you're willing, will move the 
needle on that bias. 

Glen: That's right. Organizations must set the tone and say this is where we want to 
go, and people have to be willing to change if they want to continue to be a part 
of that culture. 

Julie Ann: Right, and then the organizations are really giving people a path to follow. 

Glen: Yes, yes. 

Julie Ann: Right? 

Glen: That's great, yeah, especially if they are organizations that care. 

Julie Ann: Absolutely. Well, I'm an organization, I'm listening to this program, I know this is 
important, I've learned the difference between diversity and inclusion, I also like 
your cultural competence, that's where I'd like to get to. What's my first step, 
Glen, besides calling you up on the phone? 

Glen: Besides calling me, I think you need to do your research, so there are many 
materials out there. You can go to my website, glenguyton.com. I have a 
diversity check list that will help organizations clarify their goals. 

Julie Ann: I just ordered it. 

Glen: Oh, you did, all right. Yeah, to help you think through some of your goals for your 
organization. I would say come and get an assessment. Do the IDI, or some other 
tool. There are many tools out there, the IDI is the one that I do, but find out 
your baseline so that you can measure the success of the work that you are 
doing with your organization. And then, bring in a competent trainer, get the 
right people in the room to help frame what it is that you want to accomplish 
with your organization. But the first thing is figuring out what exactly you want 
to do regarding the diversity and inclusion work. 

Julie Ann: And we'll have a link to be able to get that check list in the show notes also. We'll 
have one last question for you, Glen, you ready? 

Glen: Yes, I'm ready. 

Julie Ann: What's your favorite food? 
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Glen: My favorite food, hmm. I like Southern food so I would say, dirty rice would be 
one of my favorite foods. 

Julie Ann: Dirty rice, I like dirty rice too.  

Glen: Yep, lumpia. I like lumpia too. 

Julie Ann: All right, afterwards I'll ask you what the heck that is, 'because I've got no idea. 

Glen:  Okay ... Filipino eggrolls. 

Julie Ann: Oh, okay. 

Glen: Yeah, yeah. 

Julie Ann: Again, thanks, Glen, so much for being with us. It's been an enlightening 
conversation for me and for my audience, I'm sure. Thanks again. 

Glen: Well, thank you for having me. Have a great day. 

Julie Ann: This is Julie Ann Sullivan saying thank you so much for taking the time in your day 
to be here.  Remember, simple solutions can create big results.  Go out there and 
make a difference 

Here is how to contact Glen Guyton: 

GlenG@GlenGuyton.com 

www.GlenGuyton.com 

linkedin.com/in/glenguyton  

https://www.facebook.com/glenguyton  
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Diversity and Inclusion 

Tracy Brown 

 

Julie Ann: Today's guest is Tracy Brown, president of Intentional Inclusion. Tracy is a 
nationally recognized expert and author about leadership development, diversity 
strategy and employee engagement like me. In an effort to dig deep for my 
experts, I chose Tracy because she has provided training for more than, get this, 
450,000 people, that's a lot, and has been recognized twice for innovation in 
diversity training by the Celebrate Diversity Awards sponsored by Ernst & Young. 
If you could see me right now, I'm bowing down. Welcome, Tracy Brown. Oh, I 
made a poem.  

Tracy: I'm bowing down …  to Tracy Brown.  

Julie Ann: You can use that. 

Tracy: Thanks, Julie Ann. I'm delighted, really delighted to visit with you.  

Julie Ann: Yes, so you have had quite a long experience with diversity and inclusion and one 
of your taglines, which I absolutely love, is “shift the diversity and inclusion 
conversation from politics and personality to results and relationships.” Wow. I 
want to get billboards and blast those all over the United States of America! I 
love the idea of, well, a lot of conversations, but particularly this one and 
definitely moving away from the emotional and into what is it we're looking for?  

Tracy: Yes, and that's so important if we want to create long lasting change, right? If we 
want long lasting change and if we want change that really supports the business 
mission of our organization, then it has to be more than surface. It has to be 
more than words. So that shift away from just thinking that talking about 
diversity is about politics or will be politically correct, is really critical if you want 
people to attach meaning to the conversation and then change their behavior. 

Julie Ann: Yes, when I speak I always say this is only if you want to be successful, which is 
what you're saying by you want long lasting results or do you want everyone to 
have a conversation for just the next half hour? What are you looking for? 
Hopefully in a business what they're looking for is their "mission", which has to 
include some of this conversation.  

Tracy: You mentioned one of the things we have in common is that both you and I talk 
about employee engagement. And when I'm doing that from the perspective of 
diversity and inclusion, I'm really reminding organizations and leaders that they 
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cannot have inclusion if the employees are not engaged. So it becomes this 
overlap conversation that helps leaders realize that in order to engage the 
employees, and for the workers to engage the customers who are different from 
themselves, then they really have to understand how diversity is impacting that 
person's motivation, that person's experience every day outside and inside of 
the workplace. They really have to accept the fact that everyone doesn't have 
same experience as they go through life. 

Julie Ann: Oh my gosh, yes. Yes, I totally agree. I talk about being judgmental and how we 
just don't know what people's stories are. 

Tracy: Exactly. Everyone has a story, and unless they tell you, you will never know. That 
could be a story of great success or it could be a story of great challenge and 
pain, but you'll never know, because most people are not encouraged to show 
up authentically. 

Julie Ann: Yes, isn't that the truth? I was just talking to somebody about an exercise they 
do and they start out, "What happened to you this week?" and somebody, the 
facilitator will start out, "I lost something," whatever that is, and they go around 
and then the second time they go around, the facilitator said, "I found out my 
wife's cheating on me," and then they went around again and were like, "Oh, we 
can talk about something big." 

Tracy: Real stuff.  

Julie Ann: Real stuff, yes. Because you give people permission. I think, well for me, for my 
really limited understanding of diversity and inclusion outside of my own 
personal beliefs, how people work with companies to make that a greater 
conversation, I think it's really important for people to understand that diversity 
and inclusion is way beyond the color of someone's skin or their sexual 
orientation.  

Tracy: Yes, and that it's still, I'm surprised how much that it is still a challenge. I was just 
in a conversation two days ago; it was a group of about 40 people (I was not 
facilitating, I was a participant in the group) and the leading question was, "How 
do you define diversity?"  

As people were talking, I would say that for at least a third of the room, in their mind, the 
automatic definition of diversity, or we're going to talk about diversity, means 
we're going to talk about racism. Not just being a race or race relations, but 
racism: the problem of discrimination and racism.  

Then about a third of the group had the lovely definitions that start naming race, gender, sexual 
orientation, education, socio-economic group. They can name 8-10 different 



  
 

 Page 3 of 8 
 

categories. But that doesn't mean that they actually are thinking about all of that 
when they're in the conversation.  

Then about a third of the people actually defined diversity by saying inclusion.   

Of course, I am silently saying, “No, they are not the same!” Diversity is the existence of 
differences and we all have lots of differences and we can talk about any of the 
ways those differences impact our relationships, our productivity. Inclusion on 
the other hand is what you do with that diversity or if you are successful, the 
way you utilize that diversity creates an environment where there is inclusion.  

So diversity is like a state of being. It just is. You could have 100 white women in a room, in a 
company, in a department, and you would still have diversity because of all the 
other ways that they're different from one another. Just because you have 100 
women doesn't mean they're going to all work effectively together and achieve 
the mission of the organization.  

So you have to go back to engage, right, how you engage them, how you see them, value them, 
how you encourage them to bring whatever different view or experience they 
have is what determines whether or not you move toward inclusion or whether 
you have 100 individuals who are all either mimicking you as the leader or simply 
falling in line doing what you've told them to do the way you tell them to do it.  
That's not inclusion.  

Julie Ann: Right. Also when that happens, people aren't bringing their best self forward.  

Tracy: Yes! 

Julie Ann: They're bringing forward what they think they should bring forward, but that's 
not always their best self. 

Tracy: Well, here's the thing about that and I agree with you 100%, Julie Ann. So often  
(and I've been intentionally doing this work for more than 20 years) people will 
say, "Well, the next generation gives me hope. The young children today give me 
hope. They're going to grow up and they are not going to be hampered or held 
down by these differences." No, that is not true. That's a dream. But it can't 
happen as long as we don't change as adults, and as leaders, the standards and 
the example we set. Here is why.  

 I have a goddaughter, she is in her twenties. I have nieces and nephews who are 
in their thirties and forties. On one level, they are more open and they are willing 
to engage with people who look different from them. But as soon as every one 
of them got into specific workplaces, they had to conform to whatever the 
culture was that already existed in that workplace if they wanted to get good 
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performance reviews, and if they wanted to develop relationships with people 
who could select them, mentor them, sponsor them, promote them. So even if it 
wasn't in alignment with their highest ideal or values, they would conform. They 
each have found themselves in situations where they will not speak up for the 
underdog because they won't get their personal goals met.  

 They have been in situations where they have heard people tell jokes that are 
inappropriate, and they know it's inappropriate, but they are a bystander to it. 
They would never say those things, but they're not going to challenge the person 
who decides their next step in the company, right? So, the same pattern 
continues. They conform in in order to get the good rating, the paycheck; they 
adapt to whatever the current leadership says, "This is what's acceptable and 
this is what's not." 

Julie Ann: Then there are a few that would never stand by it. That would be me. When I'm 
in a workplace and somebody tells a joke that's inappropriate, I tell them it's 
inappropriate. So, but again, and I'm not saying I'm the better person than the 
person who doesn't, because everybody has their own story, right? I could just 
be an idiot and not care if I get fired where someone else may think, "Jeez, if I do 
that because of the unsafe environment I feel myself in, I could lose my job and 
then I wouldn't be able to pay my mortgage, et cetera, et cetera, et cetera." So 
I'm not trying to say one's better than another, but there are some people who 
would. 

Tracy: Well, yes. In every generation, there have always been the individuals who will 
and some of them actually get promoted and get into leadership and I guess to 
be fair to my nieces, nephews and godchild, they actually all have been raised to 
be up-standers, not bystanders so they're more likely - 

Julie Ann: I like that, up-standers not bystanders, that's good. 

Tracy: So, they're more likely to intervene than some of their peers. But they're not 
going to intervene every time. They always have to do that equation in their 
head: is this a battle I want to fight? 

Julie Ann: As we all do. 

Tracy: Right. Is this my battle? Is this the time for me to speak up? So maybe they speak 
up or speak out two out of 10 times when they could, because they also 
understand that sometimes, as I learned when I was still in corporate America, 
you can also make changes from the inside out.  

Julie Ann: Absolutely.  
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Tracy: Right?  

Julie Ann: But sometimes, it's better …  well, it's like raising kids, right? You pick your 
battles.  

Tracy: Exactly.  

Julie Ann: In everyday life, we're picking our battles. Certainly, I could go out and spend my 
whole day blowing my fuse, things that are going on around me, but I choose 
where to pick my battles. One of my battles is having this series of podcasts, 
right? To educate me and to educate my audience.  

Tracy: Yes. One of the examples that I use with organizations, and especially with 
leaders, whether they are paid to be a leader or whether they're a volunteer as 
part of a diversity initiative, I ask them, "Do you want to be known as a diversity 
cop or diversity coach?" 

Julie Ann: I want to ask you a direct question for you to discuss and that is, so you've been 
in this for decades, what do you see as the differences now as compared to let's 
say 10 years ago. And, where do you see our future and how are you specifically, 
if you can give us one idea of specifically how you're changing the conversation? 

Tracy: Wow. That was three questions in one. But I got you; I got you! 

Julie Ann: I'm really good at that.  

Tracy: So, if we go 10 years back, it's really easy. There are two big changes that are just 
so obvious to me. Change number one is that in the United States especially, and 
the rest of the world somewhat, because of politics in the world and the country, 
it has changed the visibility and the focus on race, racism and race relations. 
From the time that former president Obama became a serious candidate, 
became president elect, and then throughout his presidency, there were so 
much of an increased in tensions around race that even in corporations  leaders 
were saying, "We don't know how to have this conversation and we need to 
because there's so much polarization." 

 The second thing is related. In 2015 after the Charleston murders where a young 
white man went into a black church and murdered nine people, that also 
escalated the tension and created a major shift in people, primarily white 
people, saying things like, "What can I do? This is ridiculous. These people 
weren't doing anything. This whole challenge around race has escalated. I 
thought it didn't have anything to do with me. I'm a good person. What can I 
do?" I did a TEDx talk with that theme: what is mine to do? It morphed into a 
really active group of people, over 2,000 people who work together to keep each 
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other informed about what's going on in the realm of race relations, but with a 
focus on knowing the bad and the good. We need to know the bad stuff so we 
know how to speak to it. We need to know the good stuff so we can use it as 
examples.  

 This whole idea of “what is mine to do” has come from the Charleston murders  
and truly that was an event that caused a shift. Many people who before said, 
"Only bad people get killed. Or, that doesn't involve me," started engaging. It's   
surprised me how much that came up in businesses where leaders said, "We 
have people who aren't speaking to each other. We have had an increase in 
racial jokes and inappropriate comments." Of course, in the 2016 presidential 
campaign, and then when President Trump became president-elect Trump, it 
seemed like negative race-related incidents began to escalate even more.  

 But the biggest surprise for me over the last 25 years is how much organizations 
that in the past wanted to talk about diversity but would say, "Okay, but we 
want to talk about all these other facets of diversity; race is too emotional. Don't 
go there. Or only mention racism, but really focus on gender equity or sexual 
orientation or socioeconomic class," are now saying, "We have got to face the 
issue of race."  

In the future, if I look over the next three to five years, I see the overlap 
happening more and more with employee engagement and customer retention. 
And I love the recognition that being inclusive is not just about politics, it's about 
increasing our profit, or providing more value, or understanding our customers. 

 So, the proactive approach is really, really, really critical. And I see individuals 
stepping into the role of actually being a champion, being a spokesperson, being 
a champion for people, all different kinds of people to truly “get their shot” as 
the musical, Hamilton, promotes in one of the most popular songs in the show. 
I'm going to take my shot. I'm not going to give up my shot. This is my shot to go 
forward, to have success, to use my skills. The demographics are changing. 
Companies must hire people they didn't hire before. Being proactively inclusive 
is required. 

Julie Ann: Isn't that the truth? I went into, I'm a recovering accountant and I don't do my 
own taxes anymore, and I went into my accountant's office two years ago and 
there were some people working out front and one of the guys there had a 
Mohawk and earring in his nose, and not that there's anything wrong with that, 
but certainly 10 years ago, that person would not be in an accounting office and 
he certainly wouldn't be upfront in an accounting office, right? With the 
employee pool shrinking, right, like you say, companies are going to be hiring 
people they never thought of hiring, but I think that's a good thing because 
they're going to start to look at people for who they are, not what their name is, 
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not what their color is, not what the clothes they wear, unless of course that 
matters to their job, they're not going to come in dirty and smelly. I'm not 
meaning that. But there are a lot of criteria that become less important and it's 
more important what job can you do. 

Tracy: Right. I think that is one of the hugest motivators for all of the conversation 
that's happening in the workplace and in the world about unconscious bias. It's 
so fascinating to me that 20 years ago I wrote a book about unconscious bias and 
it was great. I really wrote the book primarily for my clients when I'm speaking 
with them or when I'm working with them. I went back and was reading it and 
realized everything I wrote 20 years ago, I could basically just rerelease the book 
today, because the whole middle section is about what is bias, how it is affecting 
our assumptions about people, how we interact with them, and what we expect 
from them and ways we can recognize that and then turn it around. So it's a "hot 
topic" in diversity and inclusion right now and probably will be for the next two 
or three years; but it's not new. 

Julie Ann: Right. 

Tracy: Unconscious bias is not new. It's just that right now we're focusing on it. And I 
think it is because of the example you gave. Leaders and organizations have to 
hire people they used to judge and say were not good enough.  The people look 
different, but they have the skills, they have the ability and they are doing the 
work if you give them opportunity. So, our biases, if they have us pushing people 
away who we actually need, must be addressed. It is my job to deal with my 
biases and to expand my filters. 

Julie Ann: I think it's really important for people to understand. We're all biased in some 
way. We don't live in bubbles. We read magazines. We watch TV. We look at 
billboards, whatever. We talk to people. Biases are just filtered into us all the 
time. The key is what you said, we need to notice before we can change that 
behavior.  

Tracy: Yes. I'm the only one who can manage my biases. And if I don't manage my 
biases, then my biases manage me. 

Julie Ann: That's so true. Simple but true, right? That's just amazing. My listeners have their 
own companies, their own organizations. If you were going to tell them the first 
step, because as with employee engagement, many people look at it and go, "It's 
just too big. It's like diversity and inclusion, oh my gosh, I ought to just forget 
about it. I'll just hire more people of color. Will that do it?" From our discussion, 
we know that's not really what we're talking about. It's much larger. What would 
your advice be in taking a first step? 
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Tracy: That's so easy. Because the first question I always ask people I'm working with is, 
“Why is it important to you?” So, the first step is to be able to answer the 
question, “Why is having an inclusive work environment important to you?” Be 
able to answer that first, because that is what will drive the specific choices you 
make, whether it's related to employees, or recruitment, or retention, or serving 
customers. If you have a more inclusive environment, how does that help you 
achieve your organization's mission? Go to your mission, your vision and your 
values and let that drive what you talk about and how you talk about it and how 
you become more skilled at valuing diversity so that you can create inclusion.  

Julie Ann: Love it. Thank you so much. Well, I like to end every show with a very special 
question and it is, drum roll, what's your favorite food?  

Tracy: Clearly, you didn't preview me on that, so I didn't think about it. Up until 
recently, up until two years ago, my immediate answer would have been 
popcorn! But I stopped eating popcorn on a regular basis a couple of years ago. 
So, my most favorite food would be a category of food called fruit. Give me just 
about any fruit. 

Julie Ann: Are you a berry freak like me? 

Tracy: Well, in season, yes. 

Julie Ann: Yes.  

Tracy: Whatever is in season, you can be pretty sure that is what I am buying and 
eating. I love, love, absolutely love fruit.  

Julie Ann: Good. Great. Well, Tracy, I'm sure we could talk about this on and on, but I think 
you've given some extremely valuable points and especially that of the 
difference between diversity and inclusion and how they aren't the same. I think 
that's a very important distinction. Thanks for explaining that and making it 
really clear and being with us today. 

Tracy: It is my pleasure to support what you're doing and to support your clients' 
growth.  

Julie Ann: Until next time, this is Julie Ann Sullivan saying thank you again for taking the 
time in your day to be here. Remember, simple solutions can create big results. 
Go out there and make a difference.  

Here is how to contact Tracy Brown: 

Visit her website: www.TracyBrown.com or email her at: Tracy@TracyBrown.com 
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Diversity and Inclusion 

Tony Chatman 

 

Julie Ann: My expert guest today is Tony Chatman. Tony is a recognized thought leader in 
the area of human relationships. Since I'm all about human relationships, that 
was key for me. His focus is helping others understand the fundamental 
differences in how people think and act and then how to interact accordingly. 
Tony has worked with hundreds of corporations and government agencies 
including the US Secret Service, Chase Bank, and Estee Lauder. Wow, that's a 
pretty diverse group right there. Thanks, Tony, for adding to this important 
conversation today. I appreciate you being here. 

Tony: Thanks Julie Ann for having me on. 

Julie Ann: So, let's get right into it. D and I. What's that mean to you?  

Tony: For me, the D is less important than the I. Right? It's diversity and inclusion. In all 
honesty, diversity should happen naturally. If you live in a diverse society, then 
there should be diversity in every part of it. The problem is that obviously that's 
not always happened, but more importantly is inclusion. Even if you strive to 
have diversity, it can have no benefit at all if everyone in there does not feel 
valued and included and able to be their true selves without having to feel that 
they have to morph into what's expected of them or to be someone else. That 
just kills diversity in the first place. 

Julie Ann: That's a great word "morph" because I think some people do feel like they need 
to be morphed. That, what you just said, is probably one of the key aspects that 
I've learned over the course of doing these episodes is that difference between 
diversity and inclusion and how important inclusion is. In my own life, being 
older and single, believe it or not, inclusion comes up all the time because I'm 
the person who's left out. Believe it or not. 

Tony: Sure. 

Julie Ann: And because I have a successful business and whatever I'm not a shrinking violet, 
people just assume I have it all together and I'm going everywhere, and I'm 
comfortable. It's not only that people have to morph but people have to realize 
that their own assumptions about what's going on in someone's life shouldn't 
stop you from including them. 
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Tony: Absolutely. Those assumptions vary. There are assumptions about people's lives, 
what's going on. There are assumptions about people's characters, about their 
skillset. Around the whole gamut, there are just assumptions that we make that 
are completely unfounded. It's funny because I focus on the idea of unconscious 
bias. Bias is nothing more than prejudice. Prejudice, of course, has a very 
negative connotation in today's society, but prejudice is nothing more than 
prejudging someone or something before they've had the right to earn it. 

 So what you just explained was people that prejudge you based on being older 
and single instead of letting you earn their perspective.  

Julie Ann: Right. 

Tony: That's really one of the most dangerous things that we deal with when we deal 
with diversity and inclusion. 

Julie Ann: I think the other part is since we've pretty much forgotten how to have 
conversations with one another because we're doing so much without really 
talking to one another people don't ask questions about one another anymore. 
People don't walk up to someone and say, "Hey, do you have a ride to ... Hey, did 
you hear about this gathering? We'd like you to be there." They make that 
assumption. I like what you said about prejudice and how people have this 
terrible negative connotation about it. We're all prejudiced. I don't care if you're 
prejudiced about what kind of dog you like, right?  

Tony: Right. 

Julie Ann: It could be people. It could be dogs. It could be whether you like soft clothing or 
Levi's. That word prejudice and bias are really the same. We've kind of convinced 
ourselves, "Oh, that's not me." But it's normal. 

Tony: Right. 

Julie Ann: It's what we do with it. 

Tony: Yeah. Well, certain prejudices are what they are. Right? I have a prejudice. I like 
pineapple juice over apple juice. That technically is a prejudice, it's a bias. Then 
there are prejudices or biases that we have that are completely unwarranted or 
unfounded, but then on a deeper level there are the ones that we don't know 
that we have, but they affect our everyday decision making. For me, that was the 
area that fascinated me, that I became passionate about and that I've really 
focused on trying to be a subject matter expert on because it permeates 
everything. We make decisions about people based on color, gender, height, 
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weight, and don't even realize we're doing it, but we do it, and we do it on a 
consistent basis, and it's measurable. 

Julie Ann: Well, also, those types of biases stop us from experiences that might enlighten 
us. 

Tony: Yeah, absolutely. What you were saying earlier about how we do so much 
without having conversations, I think people have just become afraid to have 
conversations. It's almost like a skillset that we have ignored and has atrophied 
to have a conversation with someone who's not exactly like you or does not have 
the same world view that you have, and so it destroys our experience and our 
perception, and it limits who we become as human beings. 

Julie Ann: Yeah, because I think what's happened is people see communication or having a 
conversation as having a confrontation. Right? Unless you completely agree, it's 
a confrontation. Confrontation, like the word prejudice, has this black cloud over 
it, this horrible it's not good. But having differences of opinion I think is good if 
you can respect one another. You can learn a lot. 

Tony: Sure. And it helps us to understand where these opinions come from. And you 
know the one caveat I would say to that is we can have differences of opinion as 
long as those differences don't affect someone's safety or well-being. 

Julie Ann: Right. 

Tony: That's where we obviously draw our boundaries, but beyond that we need to 
have the conversations. The problem is we're afraid to have the conversation. 
We're afraid that we're going to not be the amazing person that we view 
ourselves as being, we're going to internalize it, and we get our feelings hurt very 
easily. That's what happens. 

Julie Ann: What do we do then? How do we dig deep enough? I know it has to come from a 
want, a need that we have for ourselves. Let's say there's someone out there 
who says, "Okay, I want to uncover my unconscious biases." How do we do that? 
How do we take that first step? Like I said, I know the first step is the desire to 
dig deep. 

Tony: Sure. The first thing is understanding what unconscious bias truly is. Right? 
Daniel Kahneman who wrote the book Thinking Fast and Slow won a Nobel Prize 
for his research. He basically broke the brain into two thinking systems. There's a 
slow one that is more rationale and logical and that's what we think of when we 
think of our conscious reasoning self. Then there's one that's faster. It's our flight 
or fight mechanisms. You know, it goes through the amygdala and all these other 
parts, but it's a lot faster than our rationale selves. That's our subconscious brain.   
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 So when we talk about unconscious bias it's the biases that are programmed into 
our subconscious brain that happen at a level below our own intent or 
awareness. That's important because if you really understand that, then you 
understand that it's not a measure of whether you're a good or bad person. You 
can start to take the stigma out of that. If you look and you realize 75% of people 
have an unconscious preference for white people over black people. Statistically, 
we know that to be true. 

 But 40% of black people have an unconscious preference for white people over 
black people because that's how bias works. That’s true as well. Knowing that 
shouldn’t make you feel better about your biases, but understanding it helps us 
to realize that having an unconscious bias is not a barometer of morality. It is 
honestly something that's been programmed into us that we have to understand 
and begin to address in that manner. Once we begin to see that, then we do 
things like have different exposure to people. Exposure is one of the greatest 
things. That's where we started off talking. So, if you live in a bubble with people 
who are like you and people who think like you, that lack of exposure to other 
people and things will negate any chance of you dealing with your bias because 
you will always see things that confirm what you already believe.  

 So finding people of different races, of different religions, of different 
orientations, of different genders- 

Julie Ann: Cultures. 

Tony: Age groups. Cultures. And not only being exposed to them, but approaching 
those interactions with empathy, and a desire to learn. That has been 
statistically shown to have an impact on our unconscious and our conscious 
biases. 

Julie Ann: Yeah. I think one of the troubles of the world right now ... I'll go that big, is that 
too many people are encircling themselves with people who only think like 
them.  

Tony: OK 

Julie Ann: And see the world like them. 

Tony: Yeah. Then you add social media to it, right? Our Facebook friends think like we 
think.  

Julie Ann: Yeah. 
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Tony: So we post, and they all like it, and we think, "Wow, the whole world must think 
like this," or at least all the rational people. 

Julie Ann: Right, right. Then we start to put our own stigmas on it. 

Tony: Yeah. So we're like, "Oh, yeah, yeah. This is the way to think." That's one of the 
cool things about living in a city like New York where there's just so much 
diversity and you can either choose to reject it or embrace it. But it's there for 
the taking, and once you start to embrace it, it's an amazing thing. 

Julie Ann: It's one of the reasons I read a magazine called The Week Magazine. One of the 
reasons I really enjoy reading that is for every idea that it comes up with or 
circumstance that's going on in the world, it looks at it from one side and the 
other. It gives me an opportunity to see how people think that is different than I 
do and why. And what's it done to me is it's made me much more of a centrist 
than where I was 10, 20 years ago.  

Tony: Sure. 

Julie Ann: Because I'm more open. I want to understand. I know the necessity of living in a 
world harmoniously, which is what I'd like. I don't have to agree. For me, I think 
people make the mistake that if you listen to an opposite opinion than your own 
that you have to agree. No. Listening is learning. No one's saying, "Oh, if you 
listen, you have to agree to learn something." I don't think that's true. You can 
take one small piece of that information and add it in to your life and how you 
live your life. You don't have to take things at 100% face value.  

Tony: Sure. Well, the value to me in hearing different opinions is to begin to 
understand why they have different opinions. Right? 

Julie Ann: Mm-hmm (affirmative). 

Tony: We're in one of the most polarizing political climates of recent history. 

Julie Ann: Right. 

Tony: Recently there were some things about the appointment of Judge Kavanaugh. 
Obviously, my friend group has a very specific viewpoint on it, and so I listen on 
Facebook ... I shouldn't say listen. I looked on Facebook, and I saw someone who 
had a very different perception. I just went through their thread and said, "Okay, 
let's see what their friends think," but not just what they think, why they think it, 
and I really started looking at the stream of information they were receiving. 

Julie Ann: Exactly. 
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Tony: If I were only receiving that stream of information, I might think differently as 
well. So that helps me to be able to have legitimate conversations with people 
that I think are healthy without having to necessarily agree with them. 

Julie Ann: Well, that's what happens when you get that ... you have that confirmation bias 
where you find purposely things that confirm what you already believe, and then 
that becomes your unconscious bias. Right? Because that's what you've built up. 

Tony: Well, you know, confirmation bias is one of those fascinating things because It 
does happen on two levels. Right? There's the conscious level where we actively 
seek out things that confirm what we believe, but there's also another level, an 
unconscious level, where the brain literally sees and hears things that confirms 
the unconscious narratives that we have. So, yeah, that lack of exposure ends up 
playing a very, very big role in both our conscious and unconscious confirmation 
biases.  

Julie Ann: I’d like to focus a little more on the workplace right now. So in the workplace, 
what do you think that leadership can do to create a work force, how do they do 
that that's more inclusive? 

Tony: Okay, first, you want to know. Look at the numbers. There's data. You have to 
look at the data. What do you really have? Then when you do it, don't try to 
explain it away. It's easy to say, "Well, yeah, okay we're all white male who's 50 
years or older," but look at the pool of people we're pulling from. Take away the 
excuses and look at the data. Second, if you really want to know, you have to 
create an environment where people feel safe to give feedback. It's just like 
harassment. People already know. Without looking at the numbers most people 
know that if you report harassment you're four times more likely to get 
retaliation than actual results. So they don't report it. Kind of a basic thing. So 
you have to change the very environment where people feel safe to express 
their concerns and give feedback. 

Julie Ann: Yeah, I think that's key. I'm going to stop you for just a second because I think 
that's so key. I talk about it all the time even when I'm not talking about diversity 
and inclusion, but just how to create a great culture. With the many C-suite 
leaders that I've talked to, one of the top four attributes that they all have in 
common is they've created a safe environment for people to speak up about 
anything. 

Tony: Sure. 

Julie Ann: About harassment or about a new idea for the company or about something 
that's happening at the company or a process they're doing that really isn't 
working. But it is that safe environment. Otherwise, there's no dialogue. 
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Tony: Sure. The next thing I think that is critically important is probably one of the 
biggest and best practices when dealing with bias is how you set up your 
intentional relationships in the workplace, especially things like mentoring 
programs, to make sure that mentoring programs include variations in race, in 
gender, age, orientation, nationality, ability, disability, all those things because it 
does a few things. Number one, it allows the mentor to be exposed to different 
types of people as well as the mentee, but then it also allows the mentor to 
bring the mentee into their circle. Often that's what opens doors to greater 
opportunities, promotions, and things of that nature.  

 So that mentoring relationship ... And even if it's not a mentoring relationship, 
coaching, any type of project teams, to really consider diversity in the 
construction of those teams is a really big deal. 

Julie Ann: Yeah. Again, you're giving people the opportunity to be exposed to something 
different. 

Tony: Right. Exactly. Exactly. Then accountability, it's the thing that everyone hates, 
right? Nobody wants accountability. 

Julie Ann: I love it. 

Tony: You're one of the few. Accountability is critical whether it's hiring decisions, 
whether it's promotions, any type of career related decision that's made in the 
workplace that if a person knows that another set of eyes are looking on it, it 
changes the effects of their bias. So, Daniel Hammermesh at University of Texas 
at Austin, he did this amazing experiment where from 2004 to 2006 he and his 
team looked at every pitch in major league baseball. I'll say that again. They 
looked at every pitch from every team in major league baseball. What they 
found is that white umpires were more likely to call a strike if the pitcher was 
white. Now, this was completely unconscious. There's a thing called affinity bias 
where it turns out the neural pathways that we use to think about ourselves are 
the same ones we use to think about people who are like us. 

 So, if a person if you were related ... had some kind of relatability with them 
where we give them empathy. We're more patient with them. We give them the 
benefit of the doubt. 

Julie Ann: More simpatico. 

Tony: Right. Exactly. So that was actually playing into baseball to the point where 
major league baseball went and said, "This data is absolutely true." Now in 2013, 
when they repeated the experiment that bias was almost completely gone, and 
they attribute the difference to that pitch monitor that you see. If you watch 
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baseball now, there's a pitch monitor that you can see in the stadium and on 
television. So the minute the umpire calls a ball, there's this huge monitor on the 
Jumbotron that says, "Nope you're wrong." Right? 

 And the umpires have actually said knowing that that accountability is there has 
made them get off of autopilot, and when a call is close that they really 
objectively look at it whereas before they were more on autopilot, and then 
their biases played in. 

Julie Ann: That's wonderful they did that follow up because a lot of times you know ... I'm a 
research junkie also, and I love data. A lot of times they do a study like that, but 
the validation of doing that follow up study and seeing that it changed and 
knowing why is huge. I think it gives it a lot more creditability. 

Tony: Yeah. Coming out of school I was a chemical engineer. So data means everything 
to me. 

Julie Ann: And look at you now. 

Tony: Yeah. But everything I do is research based. So even though I'm talking about 
relationships and how we connect, there are so many studies and metrics and 
best practices. 

Julie Ann: Right. 

Tony: Because the information is there, people don't necessarily take the time to find 
it. 

Julie Ann: Well, I really like accountability in that I was interviewing Mary Thompson. She's 
the COO of Dwyer Group. They're an umbrella conglomerate of about 15 
different franchise companies. One of the quotes she said was, "If you want 
people to be accountable, you first need to be accountable to them." They live in 
an environment where they have a specific code of values, and in her company it 
is not unheard of for someone to come up to the COO and say, "You're not living 
this value."  

Tony: There you go. 

Julie Ann: Right. Because of that, it makes other people more accountable because it's not, 
"Do as I say, not as I do." It's, "I want you to be accountable to this core value, 
and I need to be that way too. If I'm not, I want you to tell me that I'm not living 
up to it." 

Tony: Right. Exactly. 
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Julie Ann: That's so important in business. So many times people in the C-suite want people 
to be accountable, but they forget that they need to be accountable to their 
people as well. 

Tony: No, absolutely. 

Julie Ann: What else can we do in our workplaces to create a more inclusionary 
atmosphere? And why do we care? 

Tony: So there is a business case for inclusion. Companies that are rated 50 best for 
minorities consistently outperform the S&P 500 over three and five year periods. 
You can say the exact same thing for organizations that have a gender diverse 
executive leadership group. SHRM shows that inclusion has a very positive 
impact on the ability to recruit and retain talent. Their numbers show that it 
impacts innovation and creativity. It impacts your ability to serve your clientele, 
to enter into emerging markets, and it also increases resiliency of the entire 
organization. 

 So there's actually a business case for inclusion that affects the bottom line. 

Julie Ann: Well, definitely, I know from my perspective I've looked at how it affects 
recruitment. I worked with a company ... And they actually had a woman running 
their company. It's like nobody knew. When you look ... And they were telling 
me, they were having difficulties recruiting people especially women into their 
organization. But when you looked at their website, the only people on their 
website were middle-aged white men. The woman who was actually running the 
company wasn't even on their website.  

Tony: Sure. 

Julie Ann: I'm like, "Well, you know, people out there today are looking at your website and 
saying, 'I don't want to work there. Why should I?'" Women are absolutely 
looking at that. So, they're losing really good talent from even applying because 
of what their first impression is. It's like we've forgotten that first impression 
makes a difference. Right now sometimes our first impression as a business is 
our website. 

Tony: Yeah. Well, nobody wants to be first. I was in college in a very specialized form of 
chemical engineering. Even though I went to a school that had 22,000 people in 
their undergraduate class, I'm only the second African American to ever 
graduate with my degree in that school. So after my sophomore year in college, I 
have consistently been, and still am, the only black person in the room. I can't 
even begin to express, even when people are best intentioned, how draining 
that is. You can't begin to understand to the point of when I graduated high 
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school I was the second highest paid undergrad in the entire university. And I 
know that for a fact. To this day, I've never recruited another person of color into 
that industry even though it's very lucrative because of what I experienced.  

 So, a person looks and says, "Hey, I'm going to be the first." Once you've been 
around the block for a while, you understand the cost of doing that and 
sometimes it's just not worth it. 

Julie Ann: Well, that's an honest answer.  

Tony: Yeah. That's real. 

Julie Ann: It's a choice you make. 

Tony: Yeah. 

Julie Ann: Well, sometimes even though it can be exhilarating, it can also be exhausting to 
be what I call the odd man out, which I consider myself sometimes in a room.  

Tony: It is rarely exhilarating. I'll say that. Malcolm Gladwell said something 
phenomenal. I'll never forget this. I was watching an interview with him, and he 
said, "The problem with being the first is you don't know if you're a trailblazer or 
a token."  

Julie Ann: Interesting. 

Tony: And you won't know until afterwards. It's not about what you intended to do. It's 
not about all these other things. You can see by the legacy of what happens after 
you leave or after you've been in there for a while. That's when you know. But, 
often people go in thinking they're being trailblazers and in all honesty what they 
really are is tokens. 

Julie Ann: Interesting. You don't get to know until afterwards. I guess those are the times 
you have to look inside yourself, and it has to be more important, what it meant 
to you, not what it meant to others. 

Tony: But at the same time the truth becomes revealed ... Because he said when you're 
done, I think you're there for a while and it starts to become obvious, then you 
have to count the cost of is this worth it. Because there's always other 
opportunities. I think that's what organizations have to consider. That's the 
difference between diversity and inclusion. I represented diversity quite often, 
but I didn't represent inclusion. I very rarely felt included. I was often the odd 
man out by nature of my skin color. So, that to me is the difference. It was either 
...So I learned to be two different people, right? I could be the person who 
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everyone liked and felt safe around, and I use that word "safe" in a very real way 
and felt comfortable around. And then when I left work I could go back and be 
me. 

Julie Ann: Well, I think that's a great way to end this show about that example being the 
difference between diversity and inclusion. That's what I've been discovering 
through these episodes. I want to thank you again, Tony, for being with us. I just 
have one more question for you. 

Tony: Sure. 

Julie Ann: What's your favorite food? 

Tony: I don't know that I have a favorite food, but I always default to steak. 

Julie Ann: Okay. That's great. 

Tony: I'll make it a ribeye steak to be specific. 

Julie Ann: Well, thanks again for being with us. If you had one step for people to take to get 
closer ... away or get further away, not closer, but get further away from their 
unconscious bias, what would you say that first step is? 

Tony: Go online and take the Implicit Associations Test that's created by Harvard 
where you can actually pick a dimension of diversity and see what your 
unconscious preferences really are. 

Julie Ann: Oh, wow. That's excellent. We will definitely have that in the show notes. Thank 
you so much for that. Thanks again for being with us today. 

Tony: Absolutely. Thanks for having me, Julie Ann. 

Julie Ann: Until next time, this is Julie Ann Sullivan. I'm so grateful for your choice to be 
with us. Remember, simple solutions can bring big results. Go out there and 
make a difference. 
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Instagram:  https://instagram.com/tonychatmanspeaks 
Contact me at speaker@tonychatman.com 
 


