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workshop Agenda

Week 1

 
✔ Defin

e Ally
ship

 
✔ Unpack your privilege

Week 2

 
✔ Uncover workplace inequities

 
✔ Discover your power

Week 3

 
✔ Le

arn ally
ship actions

 
✔ Review the Active Ally

ship fr
amework

3 month Fo
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w-up Session

 
✔ Review and discuss your commitments

 
✔ Re-cap

Participation is required fo
r all 4

 sessions.  

in the case of a
n emergency please notify

 a 

member of t
he team.



About this

WORKBOOK

This workbook will be your guide throughout the

workshop and the one follow-up session. To navigate

this workbook:

A few important notes about this workbook:

▪ Tap the           to move ahead or back.

▪ There are various hyperlinks to move you around,

don't hesitate to look around.

▪ Stay with the group, as we work through the

workshop.  Your homework will help you navigate

through the breakout activities.

This workbook is 100% yours to navigate the

workshop.

You will not have to turn anything in, so please use it

as you see �t - to be a better ally.

There will be a seperate workbook for the follow up

session.
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A LEAN IN workshop

dennis, amber, brooke, josh, and jenny

Your workshop team,

www.leanin.org
www.leanin.org


IN
D
E
X

De�ne Allyship

Unpack your  privilege

Uncover workplace inequities

Discover your power

Learn allyship actions

Review the Active Allyship Framework

Appendix

Additional Resources
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NOTES



How to  practice 
allyship 
in  breakout  
groups 

A
ll

y
s
h

ip
 @

 W
O
R
K

Share the mic 
Make space for everyone to speak. Step back if you often
share �rst or when exploring areas where you hold

privilege.

Commit to con�dentiality
Don’t use other people’s names when sharing stories

and  keep everything shared con�dential.

Be mindful of your a-ha moments
When you see something through a new lens,

remember  that it might be part of someone else’s day-
to-day. Be aware  of how your sharing will land for them.

Don’t question others’ experiences
Don’t question or discount the lived experiences of
others.

Give one another grace
Believe one another’s best intentions and be patient
when  mistakes are made.



A FEW NOTES

Glossary of terms

Message any of the moderators with any

questions or issues that arise during the

session or in breakout groups
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◦ Keep your cameras on

◦ Remove Distractions

◦ Get Comfortable

So we can have deeper conversations
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◦ Find a private space to talk

◦ Ground yourself

We're here for 90 minutes

Reminders during workshop
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1.  Define Allyship

specifically: such association with the members of a marginalized or 
mistreated group to which one does not belong

Poor allyship is speaking over marginalized people by taking credit 
and receiving recognition for arguments that the unprivileged have 
been making for their entire lives.

Allyship is an active and consistent effort 
to use your privilege and power to support 
and advocate for people with less privilege



Individual Activity

Turn to page 11 and answer the questions about allyship in your own words.

What does allyship look like to you? What is it 
not?

What do you think would make you a stronger 
ally? What’s preventing that?

What are you nervous or uncomfortable about?

Minutes8



1.  What does allyship look like to you? What is it not?

2.  What do you think would make you a stronger ally? What’s preventing that?

3.  What are you nervous or uncomfortable about?

Goal:  De�ne Allyship - In your own words

8

Individual Activity

alexade2
Write Notes Here


alexade2
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alexade2
Text Box




back on

TURN
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A MOUTH

To speak out against

Injustice

A NOSE

to sniff out implicit bias

EYES

to identify privlege

EARS

to listen to the people in

minority groups
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Heart

to cultivate empathy for

the opressed

PRIVILEGE:
As discussed in this workshop, is the unearned advantage we get from being part of a dominant group whose needs have traditionally been 

prioritized.

IMPLICIT BIAS:
The attitudes of stereotypes that affect our understanding, actions, and decisions in an unconscious manner.

ANOTOMYof an ally



Goal: Sharpen your de�nition of allyship and understand what you and 

your colleagues hope to get out of the workshop

Did your de�nition of allyship change after 
watching the video? Why or why not?

What are you hesitant about coming into this 
workshop? What do you hope to walk  away with?

Have you seen any examples of impactful 
allyship in your workplace or life?

Breakout Activity

Tips for practicing allyship in this space 
▪ Do not put others on the spot by asking them to share personal stories. 
▪ If someone does share a story, do not question or invalidate their experience.

15

Turn to next page to write your answers



1.  Did your de�nition of allyship change after watching the video? Why or why not?

2.  What are you hesitant about coming into this workshop? What do you hope to walk  away with?

3.  Have you seen any examples of impactful allyship in your workplace or life?

GOAL:  Discuss as a group the following prompts.  (feel free to write your answers in the space provided)

Breakout Discussion

15
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1.  Unpack your privilege

PRIVILEGE:
As discussed in this workshop is the unearned 
advantage we get from being part of a 
dominant group whose needs have 
traditionally been prioritized.

Privilege is the unearned advantage we get
from being part of a dominant group whose 
needs have traditionally been prioritized



Individual Activity

Turn to page 19 - 20 and answer the questions about allyship.

Place a       next to the statements that apply to you.

10 Feel free to turn your camera off during this activity.

Return to camera, when you are completed.



PRIVILEGE EXPLORATION
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I’VE RARELY BEEN DISRESPECTED OR DENIED AN OPPORTUNITY BECAUSE OF MY SKIN COLOR

I’m usually not the only person of my race in a room

I can expect there will be a public bathroom available that aligns with my gender

I can assume that people won’t think I’m incompetent or helpless because of the way that I look
 

I see my experience re�ected in movies and television shows

I’m not used to regularly being followed or questioned in a store

I don’t fear for my safety when interacting with the police

I’m not usually mocked for my accent

I have never been asked, ”Where are you really from?”

I’m not asked to explain or de�ne my sexual orientation or gender

Place a         next to the statements that apply to you.

1                                         

2

3

5

more on next page...
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PEOPLE REFER TO ME BY THE RIGHT PRONOUN.

I don’t regularly avoid certain places because I’m worried about my safety or about being sexually harassed

I expect chairs or public seating to be comfortable for my body

I don’t feel pressured to spend signi�cant time or money on my appearance

I don’t think twice about mentioning the gender of my partner or spouse regardless of whom I’m talking to

My religion's holidays are commonly marked on work or school calendars

I don’t often worry whether a new environment is physically safe or accessible

I’m not typically disrespected or denied opportunities because of my religion

My parents helped pay for my education

I don’t worry about covering a large unexpected expense, like a car repair or medical bil

My parents or guardians were homeowners

When I say I’m unable to do something, people don’t question whether I’m lying or lazy

4

5

 Place a         next to the statements that apply to you.
5
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Goal: Re�ect on areas of privilege that you often take for granted.  

What stood out to you about your own 
privilege?

What’s one area where you hold privilege that you 
take for granted? What in your life might be 
different without that privilege?

What is challenging to you when thinking about 
your own privilege?

Breakout Activity

Tips for practicing allyship in this space 
▪ Respect privacy—don’t ask others to share their personal experiences.

▪ If someone wants to share, create space and don’t question or invalidate what they say.

▪ Be particularly mindful of your a-ha moments during this discussion.

Turn to page 23 and discuss your homework with your group.

20



1.  What stood out to you about your own privilege?

2.  What’s one area where you hold privilege that you take for granted? What in your life might be different without 
that privilege?

3.  What is challenging to you when thinking about your own privilege?

GOAL:  Discuss as a group the following prompts, feel free write your answers.  (feel free to write your answers in the 

space provided) 20

Indvidual Activity



WEEK 2

A VIRTUAL EXPERIENCE TO ADVANCE INCLUSION AND DIVERSITY
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Workplace Categories

Everyday

Interactions

Workplace

norms and

expectations

Hiring Advancement

and

recognition
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Mentorship

and

sponsorship

1 2 3 4 5



Pre-Session Homework

Prior to this session please explore - understanding workplace inequities - and all �ve 

workplace categories.  These will be used during out breakout sessions.

Next complete the activities on page 
the pages that follow each topic.   

  

-  Intro - Everyday Interactions, p. 28

-  Workplace norms and expectations, p. 39

-  Hiring p. 47

-  Advancement and Recognition, p. 57

-  Mentoring and Sponsorship, p.68

homework



EVERYDAY INTERACTIONS

The interactions we have with our colleagues have a big impact on our comfort

and well-being at work. And casual comments, actions, and assumptions that

are rooted in bias (sometimes called ”microaggressions”) can be disrespectful
and a major source of stress for people with traditionally marginalized identities—even

if they’re not intended to be hurtful.   Workplace microaggressions can be

common occurrences for people with traditionally marginalized identities, and they make

it much harder for employees with less privilege to bring their authentic selves

to work. Women of color, women with disabilities, and LGBTQ+ women are
more likely to experience microaggressions, and these slights add up: women

who experience microaggressions are three times more likely to regularly think

about leaving their job.
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7

COMPLETE THE ACTIVITY ON THE NEXT PAGE
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 I have never heard a colleague make a cruel joke about people like me

My colleagues don't comment about my culture or religion in ways that make me feel excluded or demeaned.
SEE DATA

No one has ever asked to touch my hair at work.
SEE DATA

Coworkers don't confuse me with others of my race
SEE DATA

 

I rarely hear comments suggesting I'm not dressed professionally enough.
SEE DATA

People rarely or never call me "emotional" when I express my opinion at work
SEE DATA

I can talk about my personal life without feeling like I'm coming out or explaining myself.
SEE DATA

I don't often feel bothered by the words my colleagues use.
SEE DATA

Place a          next to the 
statements that apply  
to you.

Learn more by 
clicking AUDIO          
or SEE DATA for each 
statement you 
selected.

Once you've �nished, 
move on to the next 
category

ADVANCE TO NEXT CATEGORY

https://youtu.be/YXdxiiXO-yA
https://youtu.be/INye9FiGTjg
https://youtu.be/C4zqwSJdqrw


INEQUITY IN EVERYDAY INTERACTIONS:

I have never heard a colleague make a cruel joke about people like me.

TRANSCRIPT:

Rima's  experience

”Like many other people of color I've had to work in places where people made some discriminatory remarks or things that they maybe thought 
were jokes but were pretty offensive related to race or religion. I'll say three things about what that feels like on the other end. It makes you 
feel very misunderstood. It makes you wonder what the conversations look like when you're not in the room and when people are maybe in 
their comfort zone at home with their families, what conversations around race or maybe religion look like there.”

”It makes you feel defensive and protective of your community. It, I would say, hindered my ability to form deep relationships with those people, 
because now I started to feel super defensive about my identities or my family, or what stereotypes they might believe about my community 
and not wanting to get too close to those people because of how protective I felt about the
community that they were joking about.”

”It also turns you into the person that sometimes doesn't want to rock the boat. If everybody �nds this joke funny, you don't want to be the 
colleague who is angry or ruining everyone else's fun if it seems like it's lighthearted humor. It just basically puts you in a position where it's 
hard to get close to people, but at the same time, you're the collateral damage at everyone else's expense or entertainment.”  

Back to Activity Page

https://youtu.be/YXdxiiXO-yA


INEQUITY IN EVERYDAY INTERACTIONS:

My colleagues don’t comment about my culture or religion in ways that make me feel excluded or demeaned.

DID YOU KNOW?

People with certain backgrounds and identities are more likely to encounter cultural appropriation and insensitive comments at work. For 

example, Native American people may hear coworkers and managers use language like "having a powwow," "off the reservation," "spirit 

animal," or "low man on the totem pole."  

Muslim women often face similar insensitive comments, such as being asked if they’re allowed to talk to men.        And Jewish employees 

may have to contend with stereotypes and microaggressions around their religion. In fact, one poll found that 61% of Americans agreed 

with at least one antisemitic sentiment.     

8

9

10



INEQUITY IN EVERYDAY INTERACTIONS:

No one has ever asked to touch my hair at work.

DID YOU KNOW?

This can be a common occurance for some Black women at work.       Asking to touch a Black woman's hair is an example of "hair bias" - the 

idea that there's something exotic, wrong, or unprofessional about a Black woman's natural hair.  This bias is all too common: in fact, some 

U.S. companies still prohibit natual Black hairstyles.  

11



INEQUITY IN EVERYDAY INTERACTIONS:

Coworkers don't confuse me with others of my race.

DID YOU KNOW?

Decades of research show that people often �nd it harder to differentiate between people of another race than people of their own race.      

This is called ”own-race bias,” and it’s further complicated by power dynamics: research shows that people who hold more power, such as 

senior executives, are less likely to be mistaken for someone else of the same race.  

12

13



INEQUITY IN EVERYDAY INTERACTIONS:

Coworkers don't confuse me with others of my race.

TRANSCRIPT:

”When I sat on a nonpro�t board, I had been in the board for a couple of months. I noticed that every time that we met as a group, I would be 
consistently confused for the only other Latina on the board. Now, she and I both had short hair, brown skin but that was about it in terms of what we 
looked like. Having that not been the �rst experience in my career and life when I had been confused for another Latina, either in the workplace or in 
groups that I have been part of, this was an experience that I was accustomed to.” ”It was an experience that no matter the years of feeling it and 
seeing it still hurt. It made me feel invisible. It made me feel as if these individuals that I've worked with closely didn't bother enough to see me and 
know me to be able to distinguish me from a completely different human being. Now, I resolved it, which I was able to do because I've had years of 
experience in doing this. This is not how I did it at the beginning of my career.” ”The way that I resolved it was by talking about it. I would quickly 
remind the person. I was like, 'No, I'm not Carmen. I'm Daisy' or 'I think you meant to say—' and in that moment, there's always this look of panic and 
fright. 'Oh my goodness. I'm so sorry.' I also didn't want to take away the discomfort from that person. I wanted them to realize that it wasn't 
comfortable for me to be confused for somebody else and that it made me feel a different way. I said it enough times that our chair heard me and 
heard my colleague, who by the way was also being confused for me. We were both having very parallel experiences and we would both laugh at it but 
that laughter came with a feeling of hurt really deep in our bellies.
We mentioned it to the chair of the board who really bravely, I think it was a very courageous move on her part, in one of the meetings opened up by 
saying, ‘I hear this has been happening.
I know there's no ill intent but I would just like for all of us to be more conscious about how we engage and connect with each other because these are 
acts of microaggressions that continually happen to women and men of color.’ I have to say that after that it never happened again.”

Daisy's experience

https://youtu.be/INye9FiGTjg


INEQUITY IN EVERYDAY INTERACTIONS:

I rarely hear comments suggesting I'm not dressed professionally enough.

DID YOU KNOW?

People with traditionally marginalized identities are often held to higher standards when it comes to professional attire.

Black women can miss out on jobs, promotions, and other opportunities because of arbitrary judgments about their appearance.     To 
avoid this penalty, many Black women say they have to dress more formally than their colleagues and spend more money on hair and 
accessories.

Most Latinas in corporate America also say that they style their hair and makeup conservatively (87%) and dress conservatively (84%) in order to 
�t in at work.

1 in 5 LGBTQ+ workers has been told or had coworkers imply that they should dress in a more feminine or masculine manner.

16

15

14

17



INEQUITY IN EVERYDAY INTERACTIONS:

People rarely or never call me "emotional" when I express my opinion at work.

DID YOU KNOW?

Women in general tend to be criticized as ”emotional” when they express a strong point of view, whereas men usually don’t face this kind 
of judgment.

In addition, research shows that Latinas are often labeled as heated or emotional when they are merely speaking without being 
deferential.      This is rooted in the pervasive stereotype that Latinas are too intense, feisty, and emotional.

Similarly, Black women are more likely to be labeled as angry, even though research shows they are no more likely to experience or 
express anger than Americans as a whole.     These labels have profoundly damaging consequences: in one study, when Black women 
were viewed as angry, they received lower ratings and raises than white women viewed the same way.

18
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INEQUITY IN EVERYDAY INTERACTIONS:

I can talk about my personal life without feeling like I'm coming out or explaining myself.

DID YOU KNOW?

More than 60% of LGBTQ+ respondents report needing to correc colleagues’ assumptions about their personal lives.        And 35% of 
LGBTQ+ employees feel compelled to lie about their personal lives at work.

There’s also a double standard: 70% of straight cisgender workers say ”it is unprofessional” to talk about sexual orientation or gender 
identity at work, but 80% of straight cis people say they talk about social relationships and dating in the workplace weekly or daily.      

23
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INEQUITY IN EVERYDAY INTERACTIONS:

I don't often feel bothered by the words my colleagues use.

DID YOU KNOW?

People with traditionally marginalized identities are more likely to have to contend with offensive language that makes them feel othered 
or like their right to equality is denied. For instance, 27% of women with disabilities say they regularly hear demeaning remarks about them 
or people like them at work, compared to 16% of women and 11% of men overall.         Several studies have shown that overt and covert 
discrimination, like offensive jokes or derogatory language, can lead to an increased risk of depression, anxiety, and other negative health 
outcomes.

Deena's experience

27

28

https://youtu.be/C4zqwSJdqrw


Understanding workplace inequities

Workplace norms include everything from the way we set up our physical

workspaces, to the hours we expect our colleagues to be available, to the software

and tools we use. Because many of our current norms were established when the
workforce was primarily made up of white, cis, straight, able-bodied men, they often

prioritize that group’s needs. This places an additional burden on those with

traditionally marginalized identities to �t in, feel comfortable, and succeed.
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Workplace norms and expectations

29

COMPLETE THE ACTIVITY ON THE NEXT PAGE
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I can use company bathrooms without stress or anxiety

SEE DATA

I have never declined a work social event because the building wasn't accessible.
 

I often have leftover sick days that I can use as vacation time.
SEE DATA

I have never had to disclose an invisible disability to get the support I need at work.
SEE DATA

 

I can take paid time off to care for someone without worrying that people will think
I'm not committed to my job.

 

I don't have to take PTO days to celebrate my religious holidays.

Place a          next to the 
statements that apply  
to you.

Learn more by 
clicking  AUDIO          
or SEE DATA for 
each statement 
you selected.

ADVANCE TO NEXT CATEGORY

Once you've �nished, 
move on to the next 
category

https://youtu.be/PKaiwfqE_Lc
https://youtube.com/shorts/UDi-lxQoRIs?feature=share
https://youtu.be/Zle61tnNQ5A


INEQUITY IN WORKPLACE NORMS AND EXPECTATIONS:

I can use company bathrooms without stress or anxiety

DID YOU KNOW?

In 2016, 59% of respondents to the U.S. Transgender Survey said that in the past year they avoided using a 
restroom because they were worried about confrontations or other problems. Nearly one-third of 
respondents said the avoided eating or drinking so they wouldn’t have to go to the bathroom. 30



I have never declined a work social event because the building wasn't accessible.

TRANSCRIPT:

”I was working for an organization and they were having a happy hour and actually my role at the organization was around access and inclusion. I 
made apparently the wrong assumption that when events were being hosted, even if they were social events, that accessibility would be considered. 
There was a happy hour that some colleagues were planning. I RSVP'd and planned to go, hadn't thought much about it, I think, until the very last 
minute. I asked about entry, because I was used
to sometimes maybe entering through a different door or what have you.” ”It turned out that the person organizing it had completely just forgotten to 
ask about accessibility. It turned out that the location had a step. Then they were at the last minute trying to �gure out whether they could get a ramp 
and what would work and all of this. I ended up not going, and to be honest, it had little to do with the fact that we could have found a solution. I could 
have probably offered a solution, but it really sucks to be in a workplace, especially where you've been for a while, and you advocate for your needs 
and they're still overlooked in settings that perhaps aren't
the most formal, so I decided not to go.”

Andraea's experience

INEQUITY IN WORKPLACE NORMS AND EXPECTATIONS:

https://youtu.be/PKaiwfqE_Lc


I often have leftover sick days that I can use as vacation time

DID YOU KNOW?

Many chronic medical conditions require an employee to miss work—for example, to manage pain or for medical treatment. However, 
depending on their company’s paid
leave policy, the employee may not have the �exibility to get the care they need. One study found that employees with chronic diseases had 
an absentee rate that was more than six times the rate of employees without a chronic illness.        And this can affect a large percentage of 
employees, since 68% of adults between the ages
of 45 and 64 are living with at least one chronic condition.

31
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INEQUITY IN WORKPLACE NORMS AND EXPECTATIONS:



I have never had to disclose an invisible disability to get the support that I need at work.

DID YOU KNOW?

When workplaces don't offer a basic level of �exibility and accommodation, employees with invisible disabilities, such as ADHD or a chronic 
illness, may be forced to reveal their disability in order to get the accommodation they need. And this may create further issues for them: 
research shows that when an employee with an invisible disability is granted an accommodation (like being able to begin work an hour later 
to accommodate the effects of a medication), coworkers may react negatively to what they see as special treatment—and that might result 
in fewer people disclosing their disabilities.       But when workplaces establish �exibility as the norm, it is less likely that those who need 
accommodations will feel othered or put on the spot.

33

INEQUITY IN WORKPLACE NORMS AND EXPECTATIONS:



I can take paid time off to care for someone without worrying that people will think 
I'm not committed to my job

TRANSCRIPT:

”Having to worry whether I can take my kid to an orthodontist appointment or miss a meeting or miss a presentation that I may not be delivering on is 
a constant worrying feeling that mothers have, that parents have, and that caregivers have. I wish I didn't have to worry about taking that extra hour 
or two hours to take care of my child, but I do.”

Daisy's experience

INEQUITY IN WORKPLACE NORMS AND EXPECTATIONS:

https://youtube.com/shorts/UDi-lxQoRIs?feature=share


I don't have to take PTO days to celebrate my religious holidays,

TRANSCRIPT:

”I am Muslim, and I'm practicing, which means that every year for around 30 days I practice Ramadan. Ramadan is a month where Muslims fast from 
food and water from sunrise to sunset for 30 days straight. Given that there are over 4 million Muslims in the U.S. you would think that certain 
programs would at least acknowledge that this thing exists for people for 30 days, but that has not been my experience.” ”I have had no shortage of 
academic and professional experiences that literally fell right in that month. One of my �rst professional experiences coming out of college was there 
was a summer training required, a mandatory summer training that fell right during Ramadan. While I'm not expecting them to just completely 
change their plans for the subset of people, I was expecting some sort of acknowledgment of the fact that not everyone is going to be able to ful�ll this 
mandatory experience the same way, or that maybe some accommodations should be made to the people who are literally not eating or drinking 
water during working hours.” ”There just didn't seem to be much accommodation for that at all.”

Rima's experience

INEQUITY IN WORKPLACE NORMS AND EXPECTATIONS:

https://youtu.be/Zle61tnNQ5A


Understanding workplace inequities

We all want hiring to be fair and equitable. But job candidates with less privilege face barriers and

biases that make it harder for them to get noticed.       Even when they do land an interview, they may

not be evaluated fairly—they’re often held to higher standards and have to work harder to prove their

competence.
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Hiring

34
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COMPLETE THE ACTIVITY ON THE NEXT PAGE
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When I apply for a job, I'm pretty sure my name won't hurt my chances of getting
an interview

SEE DATA

I don't usuallyworry that wearing a symbol of my religion or culture to an interview
will decrease my chances of getting a job.

SEE DATA

I've never hesitated to include an award, club, or af�nity group on my resume because
it reveals my sexual orientation or gender.

SEE DATA

When I interview for a job, I don't have to ask questions in advance to make
sure the building or video conference software is accessible to people with disabilities.

 
 

One or both of my parents graduated from college.
SEE DATA

I have taken an unpaid internship to pursue a passion or break into my desired �eld.
SEE DATA

I don't have to worry about previous employers misgendering or dead-naming me
when they serve as references

 

Place a          next to the 
statements that apply  
to you.

Learn more by 
clicking  the AUDIO         
or SEE DATA for each 
statement you 
selected.

Once you've �nished, 
move on to the next 
category

ADVANCE TO NEXT CATEGORY

https://youtube.com/shorts/H1PT4D7sHU4?feature=share
https://youtu.be/vz8_VDMgzJM
https://youtube.com/shorts/lXMw_aivTag?feature=share


INEQUITY IN HIRING:

When I apply for a job, I'm pretty sure my name won't hurt my chances of getting an 
interview.

DID YOU KNOW?

In one study, Black applicants needed to show an average of eight more years of experience to receive as 
many callbacks as those with white-sounding names.

Applicants with white-sounding names like Emily and Greg were 50% more likely to be called to interview 
than those with Black-sounding names like Jamal and Lakisha.

Another study found that 21% of Asian applicants who removed any references to their race from their 
résumés (like changing their name from ”Lei” to ”Luke”) received callbacks, compared to 11.5% who didn’t 
remove any racial clues or references.
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INEQUITY IN HIRING:

I don't usually worry that wearing a symbol of my religion or culture to an interview will decrease 
my chances of getting a job.

DID YOU KNOW?

Visible symbols of some religions can trigger discrimination. For example, one study found that Muslim women 
applicants who wear a hijab to an interview are less likely to be offered jobs than Muslim women candidates 
who don’t. 38



INEQUITY IN HIRING:

I've never hesitated to include an award, club, or af�nity group on my resume because it reveals 
my sexual orientation or gender.

DID YOU KNOW?

1 in 5 LGBTQ+ people says they have experienced discrimination based on their sexual orientation or gender 
identity when applying for jobs. 

When a woman has something on her résumé that indicates she’s LGBTQ+, like volunteering for an advocacy group, she is 30% less 

likely to get a callback.
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INEQUITY IN HIRING:

I've never hesitated to include an award, club, or af�nity group on my resume because 
it reveals my sexual orientation or gender.

TRANSCRIPT:

”When I am applying for a new job, I am debating about whether or not to include a lot of my experiences that have to do with mentoring trans youth 
or planning a trans conference or adding my pronouns to my résumé because I'm not sure if that will turn my potential future employer off from not 
wanting to hire me.” ”If it feels inappropriate to include those things, if I am sharing too much by saying them, or if the person looking at the piece of 
paper actually won't even know what those things mean, then there would be an inherent disconnect that I won't even get to explain. Ultimately, I 
decided that I want to put those things on my résumé because if that's an employer's reaction, then I don't think I want to work at that place, and I 
want to work somewhere that I get to be myself.”

B's experience

https://youtube.com/shorts/H1PT4D7sHU4?feature=share


INEQUITY IN HIRING:

When I interview for a job, I don't have to ask questions in advance to make sure the 
building or video conference software is accessible to people with disabilities.

TRANSCRIPT:

”I am a wheelchair user, a power wheelchair user, and so there is no space that I ever enter that I don't have to think about accessibility. That includes 
jobs, interviews, and I have had multiple experiences where that's been a concern. Speci�cally I can think of a time when I was applying for a long-
distance job in a different city and I was trying to even �gure out whether I wanted to disclose, because as a chair user a lot of times I'm used to rolling 
into a room and people see the disability, see my chair, but when I was applying long-distance that wasn't the case.” ”I was really concerned. I had to 
spend some time doing research on the building, where it was in the city and how I would get there and all of those pieces. If there was a button that I 
could use to get in the door, or if there was a security guard at the door, would I be able to get up to whatever �oor it is and all of that. Access is a huge 
thing and it can even be a deterrent for me. There've been jobs that I have not been able to apply to simply because of the fact that they weren't in 
locations that I ultimately would be able to access for employment.”

Andraea's experience

https://youtu.be/vz8_VDMgzJM


INEQUITY IN HIRING:

One or both of my parents graduated from college

DID YOU KNOW?

In one study, men were less likely to receive callbacks when hiring managers knew that they received �nancial aid or were �rst-
generation college graduates. Men who participated in activities associated with higher class status, such as sailing or classical 
music, received the most callbacks. 41



INEQUITY IN HIRING:

I have taken an unpaid internship to pursue a passion or break into my desired �eld.

DID YOU KNOW?

Certain industries can be dif�cult to break into without an unpaid internship. But many people cannot afford to work for free.42



INEQUITY IN HIRING:

I don't have to worry about previous employers misgendering or dead-naming 
me when they serve as references.

TRANSCRIPT:

”During the time period when I transitioned to using the name that I do now, I knew that I was looking for a new job and that meant that I needed to 
think about references. At that time, most of those people were professors of mine in college it meant that when I was thinking about my references, I 
needed to think about who's going to use the name and pronouns that I want my future employer to use.” ”It meant scanning through the list of people 
that I think of as mentors and thinking about which one of these people is going to talk about me the way that I want to be talked about, and knowing 
that they might even have that conversation and they
might mess up on my pronouns, or they might say the wrong name for me during that conversation, and I might never know, but that I needed to trust 
that the work that they had done on my behalf was going to follow through and that I would be able to be accurately represented to my future 
employer.”

B's experience

https://youtube.com/shorts/DiLnJaVPKyI?feature=share


Understanding workplace inequities

People with less privilege face a steeper path to advancement. They get less recognition for their ideas, and they’re

less likely to be given stretch assignments and high-pro�le projects.     They can also be held back by bias in

performance reviews and promotion decisions—especially when reviews and promotions are based on subjective

or vague criteria.
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Advancement and recognition
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COMPLETE THE ACTIVITY ON THE NEXT PAGE
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I don't have to worry that my race or whom I love contributed to me missing out on a promotion

SEE DATA

I'm usually not interrupted when I speak up in meetings
SEE DATA

My performance reviews are mostly focused on my work and not my
personality or "style"

SEE DATA

I have not been asked to limit my interactions with clients or external partners
because of my gender or sexuality.

SEE DATA

People don't dismiss my ideas or ignore my suggestions because they perceive I have
disability.

SEE DATA

My manager supports my career advancement by giving me stretch assignments
or encouraging me to learn new skills.

SEE DATA

I can go to informal networking events without worrying people like me won't
be welcome there.

 

I generally get credit for my ideas and contributions at work.

Place a              next to
statements that apply
to you

Learn more by 
clicking  the AUDIO 
or SEE DATA for each 
statement you 
selected.

Once you've �nished, 
move on to the next 
category

ADVANCE TO NEXT CATEGORY

https://youtu.be/rwV2pjPQqpA
https://youtu.be/VHQn1dXVYcE
https://youtu.be/mTu_hwFPUjI


INEQUITY IN ADVANCEMENT AND RECOGNITION:

I don't have to worry that my race or whom I love contributed to me missing out on a 
promotion.

DID YOU KNOW?

     color: for every 100 men, just 71 Latinas and 58 Black women were promoted.

Lean In’s Women in the Workplace report found that for every 100 entry-level men promoted to manager, 
only 85 women were promoted. The numbers are worse for some women of

Some Black people and people of color face extra barriers to getting promoted or being paid fairly. Fifty-
seven percent of Black people report being discriminated against when it comes to being paid equally or 
considered for a promotion or a raise.

And at the �rst promotion to manager, the representation of LGBTQ+ women starts to drop: LGBTQ+ 
women make up 2.3% of entry-level employees but only 1.6% of managers.
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INEQUITY IN ADVANCEMENT AND RECOGINITION:

I'm usually not interrupted when I speak up in meetings.

DID YOU KNOW?

Participating in meetings and discussions is critical to establishing credibility at work.  But it can be much 
harder for some employees—especially women—to make their voices heard. In one study, men interrupted 
women nearly three times as often as they interrupted other men.       Bisexual and lesbian women are even 
more likely to report being interrupted and spoken over, and the same is true for women with disabilities.
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INEQUITY IN ADVANCEMENT AND RECOGNITION:

My performance reviews are mostly focused on my work and not my personality or 
"style".

DID YOU KNOW?

Plan a study of performance reviews, 66% of women received negative feedback on their personal style such as, ”You can 
sometimes be abrasive.” But only 1% of men received that same type of feedback. Men are more likely than women to receive 
speci�c feedback that helps them grow, for example, ”You should deepen your domain expertise in this area.” 50



INEQUITY IN ADVANCEMENT AND RECOGNITION:

My performance reviews are mostly focused on my work and 
not my personality or "style".

TRANSCRIPT:

"My �rst year or my �rst few months into a job, my boss asked me to �ll out my own performance review and the ask was that I would do the 
performance review. We would meet a few days later to discuss the difference between my self-assessment and his assessment of me at the time. I 
didn't think too much of it because I am a very re�ective person. I'm very committed to personal growth. I was actually excited at the opportunity to 
assess myself along this rubric and have a discussion and, more importantly, get some feedback from my boss about what I can be doing better and 
where I'm already doing pretty well.” ”One thing to know about me before I move on with this is that I am a pretty self-critical person, as a lot of us are. 
I rated myself very inaccurately. I want to say I rated myself pretty harshly on that rubric and it didn't help that in the of�ce, we didn't really have a 
clear understanding of what the standards were for our performance. I came in prepared that day expecting almost that my ratings would be a lot 
more harsh than his ratings of me. To my surprise, when we met, it was very clear that he had not done the evaluation of me at all. It was clear that the 
intent was just to have me do an hour and a half or two hours of work that he didn't have to do. He literally took my self-assessment
and submitted it as his performance review of me, which was problematic in so many ways.” ”The most problematic thing about this is that because I 
rated myself pretty harshly and because a lot of my colleagues didn't do that or had a real process with their performance review, I was robbed of a 2% 
pay raise.”

Rima's experience

https://youtu.be/rwV2pjPQqpA


INEQUITY IN ADVANCEMENT AND RECOGNITION:

I have not been asked to limit my interactions with clients or external partners because 
of my gender or sexuality.

DID YOU KNOW?

Working directly with clients and partners can provide career-advancing opportunities. But in a 2011 survey, 
20% of transgender respondents said they were removed from direct contact with clients. 51



INEQUITY IN ADVANCEMENT AND RECOGNITION:

People don't dismiss my ideas or ignore my suggestions because they perceive I have a 
disability.

DID YOU KNOW?

In one study, employees with disabilities were signi�cantly less likely than those without disabilities to say their 
ideas to drive value for the company won support from management. 52



INEQUITY IN ADVANCEMENT AND RECOGNITION:

My manager supports my career advancement by giving me stretch assignments or encouraging 
me to learn new skills.

DID YOU KNOW?

Some groups are far less likely than others to be offered opportunities by their managers. For example, Black 
women are less likely than white women to say that their manager provides them with opportunities to 
manage people and projects or showcase their work.   Similarly, people with disabilities are less likely than 
others to be asked to give a speech or presentation at work, which means they have fewer opportunities to 
showcase their expertise and make the case for a promotion.

    53
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INEQUITY IN ADVANCEMENT AND RECOGNITION:

I can go to informal networking events without worrying people like me 
won't be welcome there.

TRANSCRIPT:

”When I was in graduate school, one of the things that I hated, hated, was that almost every week, sometimes twice in a week, there 
would be these networking events because they were supposed to help you get connections so you could become a journalist and be in the 
�eld one day and be a writer at your favorite magazine, and all this stuff. But almost every networking event consisted of white men. Like 
it was all white guys, which
was confusing since most of our department for my program was women. But for some reason the networking event was like all the 
people with jobs who you could talk to, were all white men only.  The thing I would hate is when I showed up to the networking event, it 
would be only the white guys in my program who showed up. Like one white girl, one brown girl, and me. And it would make me 
immediately uncomfortable, because you’re very aware that you’re the only one, so one of few women, you’re the only Black girl in the 
room, great. And you start walking around the room and quickly realize that no one is interested in talking to you. It’s almost as if you’re 
invisible. As if you’re not a member of this program and didn’t work just as hard to be here. And you have to really assert yourself, and I 
think maybe some people don’t know but I’m an introverted person for the most part. I don’t have problems asserting myself, but I prefer 
not to. So that’s discomfort and made me anxious. And then once you assert yourself it’s like ‘whoa.’ The looks you would get immediately 
that were like, ‘Who is this like aggressive angry Black girl? We are just two bros trying to have a conversation right now. So out of place.’ 
There wasn’t like one networking event where that happened, it happened every week of my life, for maybe like the �rst six months before 
I eventually was like you know what, maybe networking events just aren’t it for me. Or, maybe I just need to �nd networking events that 
are geared speci�cally to women, speci�cally to Black women, speci�cally to people of color. And just use those as opportunities, because I 
am not going to �nd my people here. I’m not going to �nd my support system here. And I’m sure as hell not going to �nd my job here.”

Rima's experience

https://youtu.be/VHQn1dXVYcE


INEQUITY IN ADVANCEMENT AND RECOGNITION:

I generally get credit for my ideas and contributions at work.

TRANSCRIPT:

”I was involved in a group interview where it was the �nal phase of a series of interviews I'd been in to be part of this super prestigious program at 
school. We were asked to work on a couple of group projects in front of two moderators who were assessing us based on our communication skills, 
ability to work together in a team, all of that good stuff. I took on the role of synthesizer or the person who was hearing a bunch of things that 
people were saying in the group and trying to come up with ideas to move the team forward. I naturally wasn't speaking much, but when I was 
speaking in this group, I felt like I was adding a lot of value.

The few times I made contributions, and this happened repeatedly in a series of 30 minutes, a white woman in the group repeatedly took credit for 
my contributions or gave credit to the white man in the group. This happened four different times. I wanted to call her out, probably around the 
second time or third time, but as a woman of color, I was afraid that the moderators, both of whom were also white, would feel that I was either 
being aggressive or that it would affect my ability to get into the program. I didn't know how to call her out in a way that was straightforward but 
also wouldn't affect my performance in that interview.”

I was constantly in that 30 minutes wondering, how can I navigate this situation given I'm not given credit for my good ideas,but I'm also not able 
to acknowledge that I'm not getting credit for my good ideas. Basically, after that interview, I just went to my car and busted out crying. I felt very 
helpless, I felt voiceless. I didn't really know what to do. I felt even more upset that nobody in the group noticed this dynamic or the moderators 
didn't seem to notice the dynamic and maybe interfere and make sure that I wasn't being interrupted, steamrolled and even worse, discredited 
when I was contributing.”

Rima's experience

https://youtu.be/mTu_hwFPUjI


Understanding workplace inequities

Support from mentors, sponsors, and senior leaders can have a signi�cant impact on our careers. Mentors are

people we can turn to for career guidance and advice, while sponsors are advocates who highlight our

accomplishments and open doors that help us advance. But because white, straight, cis, able-bodied men hold

the majority of positions of power in most workplaces, and because we’re more likely to gravitate toward people

who remind us of ourselves (a tendency called af�nity bias”), people with traditionally marginalized identities can

get left out.
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Mentorship and sponsorship
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COMPLETE THE ACTIVITY ON THE NEXT PAGE
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It's easy to �nd potential mentors and sponsors I identify with.

SEE DATA

I see myself reflected in the leadership team at my organization
 

Senior leaders at my company have probably navigated challenges similar to mine.
SEE DATA

I have family members or people in my network whom I can go to for career advice.
 

I have had meaningful interactions with senior leaders at my company.
SEE DATA

A mentor or sponsor has helped me get a job or a promotion.
 

I feel comfortable telling my mentor or manager about challenges I'm facing at work.
 

Learn more by 
clicking  the   AUDIO         
or SEE DATA for 
each statement you 
selected.

Once you've �nished, 
move on to the next 
category

   

Place a              next to
statements that apply
to you

This is the final section for this activity

https://youtu.be/MQJ-Iox9Zto
https://youtu.be/Mq1b9V-ZtAo
https://youtu.be/A5BuMQihJbw
https://youtu.be/VGS_l0uuL1s


INEQUITY IN MENTORSHIP AND SPONSORSHIP:

It’s easy to �nd potential mentors or sponsors I identify with

DID YOU KNOW?

And 62% of women of color say not having an in�uential mentor holds them back in their careers.
71% of sponsors say their primary protégé is the same race or gender as they are. 

    

In one survey, 70% of Latinx respondents reported ”potential mentors don’t noticeme” and 60% reported 
”potential mentors are unwilling to develop a relationship with me because of my ethnicity.”

Almost 1 in 5 LGBTQ+ employees feels it's dif�cult to �nd the right mentors at work.
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INEQUITY IN MENTORSHIP AND SPONSORSHIP:

I see myself reflected in the leadership team at my organization.          

Transcript:

”I've been struck with how over the course of my 
career, especially as I've risen up the ranks, that 
every time that I would join a new company, 
almost every Latinx employee would come to me 
with this sense of awe and hope and optimism 
because they could �nally see themselves 
re�ected in senior leadership in the organization. 
It dawned on me one day that I never did that 
because I never expected there to be a senior 
executive at any organization when I was starting 
out in my career that would be Latinx. I didn't have 
that hope. That wasn't the truth that I believed in.”

Daisy's experience

”It gives me hope to see young people want to
see themselves re�ected, demanding it, and
�nding their places where they can come and �nd
community with someone that looks like them.
Every time I join a company, all the young Latinx
employees come to me, and I am more than happy
to support and encourage them and show them 
the way and let them know that they too can 
aspire to be what I am and much more.”

https://youtu.be/MQJ-Iox9Zto


INEQUITY IN MENTORSHIP AND SPONSORSHIP:

Senior leaders at my company have probably navigated challenges similar to mine

DID YOU KNOW?

When you see yourself re�ected in leadership, you’re more likely to feel as though senior leaders understand 
your challenges and are prepared to support you. But some employees rarely have this experience. For 
example, just 3% of C-suite, 5% of SVPs, and 6% of VPs are women of color, despite women of color making up 
18% of entry-level staff. 60



INEQUITY IN ADVANCEMENT AND RECOGNITION:

I have family members or people in my network whom I can go to for career advice.

TRANSCRIPT:

”I am an Arab and Muslim woman, and I'm the founder of
a media company that serves Arabs and Muslims through
authentic media. I was most recently blessed enough to be
in an accelerator where I got a lot of mentorship resources
and even funding for this idea. While I was so grateful to be
able to meet with mentors weekly on our business idea and
growing our business and really �nding new and improved
ways to serve my community, I was so surprised by the amount
of times that I was having to explain pretty basic things to my
mentors because they weren't members of the Arab or Muslim
community.”

”Instead of taking the time to talk about business advice or
navigating a tough business situation, I was caught in many

Rima's experience

moments having to explain the fact that it's really hard to �nd
market sizing data on Arabs in America because we're still
considered white by the U.S. Census. That just presents a whole
series of issues for people who are creating something to serve
that community. It's really hard to understand how big the
opportunity is given we just lack data.”

”I was having to explain a lot of cultural nuances around
things that you do or don't do when working in these speci�c
communities. Not that I was upset by having to explain those
things; it's just part of the process. I really wish that I had a
mentor who understood my community either because they
were part of it or just were more knowledgeable about it. It's not
a resource that I have access to currently in this space.”

https://youtu.be/Mq1b9V-ZtAo


INEQUITY IN MENTORSHIP AND SPONSORSHIP:

I have had meaningful interactions with senior leaders at my company

DID YOU KNOW?

Fifty-nine percent of Black women have never—not once—had an informal interaction with a senior leader at 
their company; less than half (47%) of white women are in the same position.61



INEQUITY IN ADVANCEMENT AND RECOGNITION:

A mentor or sponsor has helped me get a job or a promotion

TRANSCRIPT:

”I remember when I received a promotion years ago that
was not accompanied by a raise. I did some research,
found out what the market pay was for someone at that
level and title, and went to my boss, who was the head of
HR, to advocate on my own behalf. She pushed back and
said that I was not eligible for that raise, that we could talk
about it in a couple of months.”

”I used that opportunity to go and speak to my sponsor,
who had been not just sponsoring but mentoring me for
months and thought that I would get some wise counsel
from her. However, what I received when I went to her

Daisy's experience

was a very steadfast response saying I was asking for too
much and that I needed to wait my turn. I remember just
thinking and picking up the little courage that I had in that
moment and asking her, 'Would you give the same advice
if I was a man, because I know that men come to your
of�ce all the time, demanding things and they get them
and I'm not coming here to demand something I don't
think I deserve.' She said, 'You know, I would say the same
thing,' but something in the pit of my stomach told me
that wasn't the case. I left and I actually left that company
two months later.”

https://youtu.be/A5BuMQihJbw


INEQUITY IN ADVANCEMENT AND RECOGNITION:

I feel comfortable telling my mentor or manager about challenges I’m 
facing at work

TRANSCRIPT:

”When I was in my early twenties, fresh out of J school, was working at a 
prestigious news organization, at the time they were the number one news 
organization in the world, and I was in a program that was speci�cally used 
to �lter, to bring in talented people of color, Black and brown people, 
because they were lacking in this news organization. And it was a program 
that put you on a track to become a television news producer and I was 
working for one rotation at a very popular evening news program and we 
had a morning meeting every day that we would use to pitch ideas. And I 
was always trying to pitch ideas, or �nd the right moment to get my idea 
heard, and it never really happened for me. I was kind of just talked over and 
it was a room of mostly white men. A few women. I think as far as diversity 
goes beyond that it was three people who were Asian and only two people in 
the room who were Black the day that my incident occurred.”

”I was sitting in the meeting and hearing the executive producer go through 
the pitches and kind of realizing, ‘Wow, we’ve been telling really white 
stories for the last several weeks. And only focusing on white voices and 
white experiences. It would be really great if we could get something 
different.’  And he said, ‘It would be really great if we could get some Black 
stories in here.’ And then he and everyone in the room proceeded to turn 
around and

Ally's experience

face myself and the other Black person in the room who happened to 
be sitting next to each other, in the corner, in the back.”

”It was extremely uncomfortable. And when it was over, I talked to 
one of my mentors who was a white woman who was older than me, 
and told her about the experience. And her feedback was really, her 
response was, ‘Did you pitch?’ And I said, ‘Well, no. I didn’t have any 
story to suddenly pitch on the spot as the voice of all Black people.’ 
And she kind of was like, ‘You always say you want your voice to be 
heard and you want your experience to be heard, that was a great 
opportunity. My feedback to you would be next time, when the 
spotlight’s on you, like seize the moment.”

”And compare that to the conversation I had with another mentor 
who was a peer, who was also a Black woman, and as soon as I told her 
about the experience she was like, ‘Of course that made you 
uncomfortable. I totally get that. That’s cringe-worthy. I can’t believe 
they did that to you.’ Because she understood the experience of being 
put on the spot and being made a representative for an entire culture 
of people. An entire race of people versus the other person. So I would 
say that’s the �rst time I felt discomfort telling a mentor about a 
challenge I faced at work. And it became the last time I considered 
that woman a mentor.”

https://youtu.be/VGS_l0uuL1s


Goal: Understand the systemic barriers that hold people with 

traditionally marginalized identities back in the workplace

What data or story stood out to you? Whom 
does it impact?

Do you see any of the inequities you read about in 
your workplace? If so, how?

Have you noticed other inequities in your 
workplace within these categories?

Breakout Discussion

Tips for practicing allyship in this space 
▪ Respect privacy—don’t ask others to share their personal experiences.
▪ If someone wants to share, create space and don’t question or invalidate what they say.
▪ Be particularly mindful of your a-ha moments during this discussion. Think about how they
▪ may land for others in your group before—or while—sharing.

30

homework talk



1.  What data or story stood out to you? Whom does it impact?

2.  Do you see any of the inequities you read about in your workplace? If so, how?

3.  Have you noticed other inequities in your workplace within these categories?

Goal:  De�ne Allyship - In your words

30

Individual Activity
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Individual Activity

Answer

 

the

 

following

 

prompt

 

for

 

pages:  81 - 85

      

What tasks do you work on or decisions do you 
make that in�uence your everyday interactions?

Goal: Understand your power to enact change in your 
organization

15

Everyday Interactions

Workplace norms and expectations

Hiring

Advancement and recognition

Mentorship and sponsorship



Everyday Interactions

1.  What tasks do you work on or decisions do you make that in�uence your everyday interactions?

Discover your power:

15
Minutes

Group Activity

Common types of power people tend to overlook: attending meetings; organizing meetings; 
relationships with colleagues; participating in casual conversations.



Discover your power:

1.  What tasks do you work on or decisions do you make regarding the �exibility or accessibility of your workplace?

Workplace norms and expectations

15
Minutes

Group Activity

Common types of power people tend to overlook: making decisions about o�ce supplies, software, or 
facilities; organizing work social events; having the option to take advantage of �exibility (on hours, 
PTO, etc.); ability to contact people who set internal policies.



Discover your power:

1.  What tasks do you work on or decisions do you make around hiring?

Hiring

15
Minutes

Group Activity

Common types of power people tend to overlook: reviewing resumes; access to a job board with 
your company's postings; participating in interviews; writing or reviewing job descriptions.



Discover your power:

1.  What tasks do you work on or decisions do you make regarding advancement or recognition?

Advancement and recognition
15

Minutes

Group Activity

Common types of power people tend to overlook: participating in formal or informal performance 
reviews; having opportunities to call attention to work (for example, on panels, in team meetings, 
or via weekly emails); participating in brainstorms or other forums where ideas are shared.



Discover your power:

1.  What tasks do you work on or decisions do you make with mentorship or sponsorship?

Mentorship and sponsorship

15
Minutes

Group Activity

Common types of power people tend to overlook: having a role that others (inside or outside your 
company) may aspire to; having skills that others (inside or outside your company) may want to 
learn; interacting with people with in�uence at your company.



back on

TURN
YOUR

CAMERA



Goal: Understand your power to enact change in your organization.

Share one type of power you have that you'd 
never thought of before.  If there's time, push 
yourself to share a second from a different 
workplace category.

What opportunities do you have to use your 
power to practice allyship?

How might your privilege contribute to the power 
you have in your workplace - whether your role or 
your level?

Breakout Discussion

Tips for practicing allyship in this space 
▪ Remember to create space for everyone in your breakout group to share.

20



1. Share one type of power you have that you'd never thought of before.  If there's time, push yourself to 
share a second from a different workplace category.

2.  What opportunities do you have to use your power to practice allyship?

3.  How might your privilege contribute to the power you have in your workplace - whether your role or your level?

Goal:  De�ne Allyship - In your words

20

Individual Activity
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Consider actions

to take

See your

privilege

Identify

inequities at
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Own your

positional power

ALLYSHIP
FRAMEWORK

Active



WEEK 3 

 A virtual experience to advance inclusion and diversity
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Agenda

Week 1

 
✔ Defin

e Ally
ship

 
✔ Unpack your privilege

Week 2

 
✔ Uncover workplace inequities

 
✔ Discover your power

Week 3

 
✔ Le

arn ally
ship actions

 
✔ Review the Active Ally

ship fr
amework



Pre-Session Homework

  

▪ You will see Strategy 1, read and listen to the 
stories on pages 94-105.

▪ Next, read and listen to Strategy 2, on pages 
107-117.

▪ Answer the prompts on pages:        and   
You can also take notes in the back of the 
workbook, as we will be discussing these in 
the breakout groups.

Prior to this session you  are asked to explore  the 3 types of allyship actions on page 93 , and then work 

through the 2  allyship strategies on pages 94-119.

homework

106 118



Individual

Our actions to
educate ourselves,

model good

behavior, or

change our midset
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 Types Of Allyship Actions

Interpersonal

Our actions to support,
surface issues or push for

changes through our

day-t-day interactions

with others

Structural

Our actions
pushing for

change in norms,

policies, or

systems



Strategy 1:

Create or help facilitate more inclusive meetings
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Meetings are a critical part of the workplace - they're where we build credibility, collaborate,

earn respect from colleagues, and interact with peers and leadership.  But they can also be

times when people with less privilege are less heard than others.     If you typically schedule
or facilitate meetings or gather with your team in small groups, learn about the actions you

can take to make them more inclusive.  And if you don't facilitate meetings but do often

attend them, learn about how you can show up as an ally.
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Continue to the next page



Strategy 1:

Actions to create or help facilitate more inclusive

meetings
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Individual

> Share your pronouns

> Use inclusive language

> Observe group dynamics

> Challenge your bias

Interpersonal

> Reduce interruptions

> Give credit

> Invite more voices

Structural

> Distribute speaking time

> Ensure meeting environments are

   accessible

> Create systems to distribute "of�ce

   housework"



Individual Activity

Create or help faciliate more inclusive meetings

Share your pronouns and don't assume others' gender
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If you’re cisgender—meaning you are the gender you were assigned at birth—then sharing your

pronouns (such as she/her/hers, they/them/theirs, he/him/his, or some combination, like

she/they) at the start of a meeting or in your video conferencing pro�le can normalize the

practice of stating pronouns.     It also signals you won’t assume others’ gender and lessens the

burden on trans, nonbinary, or genderqueer people so they are not the only people in the room

sharing their pronouns. If you don’t know someone’s gender, use they/them or ask. If you feel

nervous about adding your pronouns or starting to state them at the beginning of a meeting,

you can tell your manager or others in the meeting why you are choosing to do so and why you

think it’s important. You can also place your pronouns in your email signature, which meeting

attendees will see if you send out a note beforehand.

B's experience
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https://youtu.be/MnmDdDfXGAU


Individual Activity

Create or help faciliate more inclusive meetings

Use inclusive language
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Even though our intention may not be to harm, certain words are hurtful

to marginalized groups because of the historical context associated with

them—be aware of what these are and make an effort not to use them.

This might mean gendered terms (e.g., ”man up”) and ableist language,

meaning language that is offensive to people with disabilities (e.g., ”blind

spot”), language co-opted from indigenous communities (e.g., ”spirit

animal” or ”powwow”), or language that excludes trans people (e.g.,

”female/male”).

Diversity Style Guide for media professionals can be a helpful place to

start. You should also research resources speci�c to communities you

want to educate yourself about to learn how certain words and phrases

can cause harm. If you do accidentally use a term you know isn’t inclusive,

correct yourself and explain why it was hurtful.
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Individual Activity

Create or help faciliate more inclusive meetings

Observe group dynamics
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Get in the habit of noticing the identities of everyone in the room at

meetings you attend. Be aware of how your privilege might impact your

experience in the room—and how it could differ for those who don’t share

that privilege. For example, if you are one of �ve men in a meeting and

you notice that there is only one woman, think about what that experience

might be like for them.

Women and people of color—and particularly Black women—are often

the ”Onlys,” meaning the only person of their gender and/or race in

a room. Women who are Onlys are twice as likely to be subjected to

demeaning or disrespectful remarks and 80% are on the receiving end

of microaggressions.     If you notice that someone holds an identity that

is vastly outnumbered in the meeting, give them a chance to speak and

make sure their ideas are heard.
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Individual Activity

Create or help faciliate more inclusive meetings

Challenge your bias
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Educate yourself on some of the most common ways bias can show

up in meetings and apply that to understanding what bias looks like in

meetings at your company. This will help you recognize patterns like who

is most likely to be interrupted, who has to work harder to earn credibility

and why, and who is most likely to dominate the conversation.

Lean In’s 50 Ways to Fight Bias program is a good starting point to

understand common examples of bias, including how they show up in

meetings, why they happen, and why they matter. Once you familiarize

yourself with the different types of bias, re�ect on whether you fall into

any of these bias traps in the way you interact with colleagues or

facilitate meetings.
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Kimberly's experience

https://leanin.org/gender-bias-cards/grid/card/set-11/1
https://youtu.be/IqBR0mQM6zE


Individual Activity

Create or help faciliate more inclusive meetings

Reduce interruptions
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Women, and especially women of color, are interrupted far more

often than men.      If you run meetings, set the norm that interruptions

aren’t welcome or reduce interruptions by asking for contributions in

a structured way (e.g., taking turns around the table). When a person’s

ideas aren’t heard, it can make it harder for them to be perceived as key

contributors, which can harm their career progression.

For any meeting you’re attending, if someone does interrupt, step in. For

example, you may comment, ”I think Maria was saying something, and

I’d love to hear what they have to say.” Teams that foster diverse points of

view often have better ideas and get more done.
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Individual Activity

Create or help faciliate more inclusive meetings

Give Credit
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Give credit where it’s due. This might include pointing out when a

colleague’s idea is repeatedly ignored or calling out when a colleague’s

idea is stolen. Repeat the name of the person who had the original idea

to make sure colleagues realize whose idea it was. You can also highlight

someone’s positive contributions to a meeting by following up afterward

with the team or sending a quick note to their manager. These actions may

seem small in the moment, but over time they can help your colleague’s

career advance.
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https://youtu.be/OtMWuWO56Lc


Individual Activity

Create or help faciliate more inclusive meetings

Invite more voices to the table
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When putting together an invite list for a meeting you run, or when looking at the list for a meeting you’ll

attend, ask yourself whose perspective is missing. Broaden your invite list, and think about who else you

could reach out to, even if they are new or on a different team.

Whatever the case, ensure their contributions are acknowledged as part of their ”of�cial” work, to avoid

unintentionally placing an additional burden on them to contribute outside of their core role. Adding more

diverse viewpoints means it may take longer to incorporate everyone’s feedback; adjust your timeline earlier

rather than later to make sure you

can thoughtfully engage and respond to more diverse points of view.
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Individual Activity

Create or help faciliate more inclusive meetings

Distribute Speaking and presentation timeA
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Distribute speaking and presentation time by making sure a few people aren’t dominating the conversation.

It’s hard for anyone to be perceived as a key contributor when their ideas are consistently overlooked, and

people with traditionally marginalized identities often have to work harder to make sure their ideas are

heard.

If you’re leading a meeting in person, keep note of who has spoken and who hasn’t and give the �oor to

people who haven’t had as much airtime.  On video calls, you can encourage people to place an asterisk in

the chat to indicate they want to speak so you can call on them in order.

You can also try rotating who is facilitating or running your weekly meetings.  Or you may divide up sections

of the agenda for different folks to lead;  smaller portions like welcomes, check-in questions, closings, and

next steps can be great starting points for those with less experience.
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Individual Activity

Create or help faciliate more inclusive meetings

Create systems to distribute "of�ce housework"
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Think through the parts of a meeting that either take extra time from certain members or detract from their

ability to participate. Create a process to rotate those responsibilities so that they don’t always fall to the

same person—or to one group of people.     For example, take turns keeping notes in meetings or picking up

administrative tasks like sending follow-ups or scheduling the next meeting.
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Individual Activity

Create or help faciliate more inclusive meetings

Ensure meeting environments are accessible
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Ask in advance if people need accommodations in order to participate

in meetings, especially if new people are joining. You might

automatically include a note in your meeting invitations asking people

to tell you if they need accommodations. Seek out accessibility best

practices to ensure that people with visible or invisible disabilities are

able to join and contribute.

If there’s content to discuss or make decisions about in your meeting,

you can provide materials ahead of time for people who process

information better beforehand. And provide multiple ways for

attendees to contribute, such as inviting people to speak, using the

chat, or opening the �oor for feedback via an email afterward.
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Andraea's experience

https://youtu.be/oRy2Vjeha5M


1. What would it look like for you to practice that action in your role at your organization?  Whom would you 
talk to, what would you do, or how would you get started?

2. What inequities will that action address?  What group will it advance or support?

3. What challenges might you face?  How might you - individually or with others in your group- start to work 
through those?

Goal: Learn speci�c allyship actions you can take based on your positional power—and  brainstorm how to apply them at your 

workplace 

Individual Activity



Strategy 2:

Prioritize inclusion in the workplace
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Most of us have an opportunity to make the work that we produce on a day-to-day basis

more inclusive. Whether it’s the language we use in internal and external communications,

the way we build web pages, or the imagery we select for marketing materials, our choices
impact whom our work resonates with and who can use it. Learn how to make intentional

choices as part of your daily work.

Continue to the next page



Individual

Re�ect on how bias shows

up in your work

Showcase a wide range of

identities

Use inclusive language

Seek out best accessibility

practices
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 Prioritize Inclusion In Your Work Product

Interpersonal

Ask for input

Communicate your values

Share ideas with collegues

Structural

Set diversity, equity, and inclusion

requirements for partners, vendors,

and suppliers

Include equity in your de�nition of

success

 Allyship Strategies - 2



Individual Activity

Prioritize inclusion in your work product

Re�ect on how bias shows up in your workplace
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Review your past projects and note the perspectives that are or aren’t represented. Maybe you

select images for your company’s website and you notice that you almost always choose photos

of white people. Or maybe you have never considered how your work lands for employees or

customers with disabilities. Think of a few instances where your bias might show up in your

work product or everyday tasks and then take actions to counteract it. If you're not sure where

to start, seek out ERGs (employee resource groups) or DEI (diversity, equity, and inclusion)

associations in your �eld that discuss or publish their thoughts on common ways bias may

show up.
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Individual Activity

Prioritize inclusion in your work product

Showcase a wide range of identities
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When creating written materials and visuals, feature people with a diverse range of identities.

This is just as important for internal communications across your team as it is for external,

customer-facing materials.      For instance, share examples of people across race, age, gender,

or disability in presentations or feature their experiences when explaining how a product works.
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Individual Activity

Prioritize inclusion in your work product

Use inclusive language
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The language and images you use have the power to make people with traditionally marginalized

identities feel seen—or not.      Make a point of seeking out resources that can help you make

informed decisions about language and imagery, and incorporate these recommendations into your

work. Many policy and advocacy organizations publish guidelines on inclusive language (for

example, GLAAD’s media reference guide and the ADA’s guidelines for writing about people with

disabilities).
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https://www.glaad.org/reference
https://adata.org/factsheet/ADANN-writing


Individual Activity

Prioritize inclusion in your work product

Seek out best accessibility practices
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▪ In many cases, there are publicly available guidelines for making written, web, graphic, and video

materials accessible to people with disabilities— for example, using ADA standards for font size,

color contrast, and hyperlinks. Research best practices in your discipline or industry and incorporate

them into your work. Integrate accessibility requirements into your project timeline so you aren’t

scrambling to make adjustments at the last minute. Instead, start viewing these practices as core

elements that will make your work stronger.

▪ Think about whether there are others in the organization whom you have to talk to in order to make

this a reality, and make an action plan to start having those conversations. For example, maybe you

have to speak to someone about getting extra budget to ensure there is an ASL (American Sign

Language) interpreter at an event you’re organizing. Or maybe you need to plan extra time when

making website changes to ensure your site is accessible to people with visual disabilities.
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Individual Activity

Prioritize inclusion in your work product

Ask for input
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If a project aims to reach or speak to a certain group of people, make sure people from that group

contribute ideas and review the �nal product. This might involve contacting someone outside of the

organization if you don’t have anyone on staff who has lived experience in a given area. If you are staffed on

the project but don’t have lived experience, consider giving up your spot or advocating for people to be

added to the team. Be mindful of integrating these voices and subject matter perspectives and not co-

opting or dismissing them without constructive dialogue.
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Individual Activity

Prioritize inclusion in your work product

Communicate your values
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Take the time to de�ne your values around equity when it comes to your work. Be on record with your

values by including them in your personal and professional development goals and reinforcing them in any

presentations or updates you might give about your projects.     For example, you may commit to run work

by a diverse focus group for input before publishing. Or you may commit to meeting recommended

accessibility guidelines for your product by the end of the half.
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Individual Activity

Prioritize inclusion in your work product

Share ideas with colleagues
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As you begin to build an understanding of best practices for making your work more inclusive, share those

with others in your role inside and outside your company. This might look like compiling an informal internal

guide or process that you encourage others to use, or it may look like sharing ideas through a ”lunch and

learn” or other forums for discussing approaches to work. You may �nd that your efforts can provide a strong

catalyst for others to adjust their approaches as well.
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Taylor's experience

https://youtu.be/8ySM4VIMeTk


Individual Activity

Prioritize inclusion in your work product
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▪ If you help select which vendors you contract with, you can choose to work with companies that

uphold your values and aspirations. Maybe this looks like requiring that they pay their workers fair

wages or ensuring equal- access hiring. You may even choose to establish a client charter that

de�nes the values that are critical throughout your partnerships and that you share with clients or

vendors before beginning work together.

▪ Be aware of roadblocks to implementing this strategy, like the fact that it may take longer to choose

a partner or that you may have to go beyond a pre-established relationship with an organization

you worked with in the past. Be realistic about how this will impact your timeline and communicate

why you think it’s important to your manager or senior leadership.
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B's experience

Set diversity, equity, and inclusion requirements for partners, vendors, and suppliers

https://youtu.be/8UMPhc3jmgA


Individual Activity

Prioritize inclusion in your work product
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When you’re setting goals for reach, users, downloads, or ef�cacy, think about what would be impactful and

meaningful for people with traditionally marginalized identities. That might look like thinking about how

they will use your work product, designing for those needs, and measuring whether your design worked. It

also could include testing your product with more people before launch to ensure it's solving for the

intended impact on those communities.
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Include equity in your de�nition of success



1. What would it look like for you to practice that action in your role at your organization?  Whom would you 
talk to, what would you do, or how would you get started?

2. What inequities will that action address?  What group will it advance or support?

3. What challenges might you face?  How might you - individually or with others in your group- start to work 
through those?

Goal: Learn speci�c allyship actions you can take based on your positional power - and brainstorm how to facilitate more 

inclusive meetings.
30

Individual Activity



Goal: Learn speci�c allyship actions you can take based on your positional power - and 

brainstorm how to faciliate more inclusive meetings.

What would it look like for you to practice that 
action in your role at your organization?  Whom 
would you talk to, what would you do, or how 
would you get started?

What inequities will that action address?  What 
group will it advance or support?

What challenges might you face?  How might 
you - individually or with others in your group- 
start to work through those?

Breakout Discussion

Tips for practicing allyship in this space 
▪ Remember to create space for everyone in your breakout group to share.
▪ If someone shares a story, do not question or invalidate their experience

Talk about one individual, interpersonal, and structural action.  For each action discuss:

30
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Agenda

Week 1

 
✔ Defin

e Ally
ship

 
✔ Unpack your privilege

Week 2

 
✔ Uncover workplace inequities

 
✔ Discover your power

Week 3

 
✔ Le

arn ally
ship actions

 
✔ Review the Active Ally

ship fr
amework
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Consider actions

to take

See your

privilege

Identify

inequities at

work

Own your

positional power

ALLYSHIP
FRAMEWORK

Active



Making a commitment...
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In our �nal individual activity, we ask you to write down what your one commitment is -

meaning what you hope to accomplish between now and our follow up session and beyond.

You’ll bring these back to your breakout group in your follow-up session, as a way of discussing

your continued work on your allyship journey. 

Turn to page 123 and  write  down.  your  one  commitment.

That might mean practicing an action or two that you discussed with your group. 

It could also mean reviewing your workplace privilege statements, rewatching some of the

videos, or talking to someone else in the workshop about allyship to continue your journey

together.

Current State Future State



YOUR ONE COMMITMENT
Individual Activity
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True allyship demands that it move from conversation to action  - Emmanuel Acho



Dennis Alexander
Vet Account Consultant

Pride ARG Lead

Facilitator

Amber Jones

Marketing Specialist

Moderator

Brooke Duttlinger

Nutrition Advisor

Pride ARG Co-Lead

Moderator

Josh Cook

Performance Analytics

Sr. Manager

Moderator

allyship @  WORK  Team

Jenny Syrup-Miles

Events Marketing

Manager

Moderator

I ALWAYS WONDERED, "WHY SOMEBODY 

DOESN'T DO SOMETHING ABOUT THAT" THEN I 

REALIZED I WAS SOMEBODY.

LILY TOMLIN

Thank You
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Glossary of terms
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ABELISM:  Discrimination against people with disabilities

ALLYSHIP: An active and consistent effort to use your privilege and power to support and
advocate for people with less privilege

BIPOC: Black, indigenous, and people of color

Cisgender (cis): A person whose sense of gender and personal identity corresponds with the gender they
were assigned at birth

Dead-naming: Using the birth-assigned name or another former name of a transgender or nonbinary
person without their consent

DEI: Diversity, equity, and inclusion

ERGs: Employee resource groups

Identity: Your sense of self and experiences with respect to your race, ability, gender identity, sexual
orientation, and other key characteristics

Individual allyship: Our actions to educate ourselves, model inclusive behavior, or change our mindset

Interpersonal allyship: Our actions to support, surface issues, or push for changes through our day-to-day
interactions with others



Glossary of terms
A

ll
y

s
h

ip
 @

 W
O
R
K

Invisible disability: Loosely de�ned, a disability that is not immediately noticeable. They can include brain

injuries, chronic pain, mental illness, gastrointestinal disorders, and much more. Because they’re not obvious, invisible

disabilities may be overlooked and misunderstood. You can read more about invisible disabilities here.

Traditionally marginalized identities or underrepresented groups: People who experience patterns of

social, racial, or political inequality. This program focuses in particular on the experiences of people with

disabilities, people of color, the LGBTQ+ community, and women.

Misgender: Referring to a transgender or nonbinary person using a word or pronoun that doesn’t re�ect the gender

they are

Non-binary or genderqueer: A spectrum of gender identities that don’t subscribe to the binary framework of male

or female; many nonbinary people don’t identify with the gender they were assigned at birth. Learn more about the

term here.

Positional power: Your ability to enact change in the workplace based on your role and level in your

organization

Privilege: The unearned advantage we get from being part of a dominant group whose needs have

traditionally been prioritized

Structural allyship: Our actions pushing for change in structural norms, policies, or systems

Transgender: People whose gender identity is different from the gender they were thought to be at birth. You

can read more about the term here.

Workplace inequity: A lack of fairness or an injustice in the workplace resulting in barriers to access and

opportunity for one group more than another
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