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Culture

Webster’s Definition of Culture–
- the customs, arts, social institutions, and 

achievements of a particular nation, 
people, or other social group:

 A workplace culture will be formed by the 
underlying beliefs and “truths” held by an 
organization, whether intentional or 
unintentional. 



Ethics & Equity

Webster’s Definition of Ethics –

-A set of moral principles : a theory or system of moral 
values

 moral principles that govern a person’s behavior or the 
conducting of an activity.

Webster’s Definition of Equity

-Justice according to natural law or rights 
specifically: freedom from bias or favoritism



What Is Workplace Culture and How is 
Developed?

Workplace Culture is the character and 
personality of your organization. 

Workplace Culture is fluid and 
vulnerable and must be nurtured.

The character or personality of an organization is 
influenced by the perceptions of teammates



Workplace Culture is a 
Reflection of 
Organizational Values 

Our values are the guiding 
principles that shape our 
behavior and actions. Strategic 
goals are what we strive to do 
in support of the values and 
our daily activities. We support 
and measure what we value. 
Our values (stated or implied) 
help to shape and “ensure” a 
culture. 



Culture of Whole Person Care In The 
Workplace

Whole person care could be described 
as an environment where the whole 
person feels valued every day, all the 
time. A healthy organization strives for:

 Inclusiveness

 Connectedness

 Equity

 A Sense of “Belonging”



An Ethical 
Approach to 
“Belonging”

Provide equitable access and professional 
growth opportunities for teammates, 
engages in professional development to 
cultivate cultural competency, fosters 
cultural relativism, demonstrates anti-
racist and non-discriminatory practices, 
exhibits principles of ethical and effective 
service, recognizes equity as an asset, 
protects the rights and freedoms of 
others, and values and ensures 
meaningful participation and inclusion of 
people of all identities.



How Are Individual Perceptions Developed?

Disposition or personality. Lived Experience

Everything that we have:

• Learned
• Been taught, or 
• Been socialized to see.



Disposition plus Life Experience helps us form 
our sense of community. 

Family Friends Neighbors

Co-workers
Cultural & 

Ethnic 
Groups



For Black and brown communities, the COVID-19 pandemic has not only 
been about exposure to a deadly physical virus, but also about exposure 
to a toxic mental and emotional virus exacerbated by a constant barrage 
of racism laced pictures, experiences, and political rhetoric. 
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The 
Challenge…..

Each and every person is complex 
and unique. Our needs; our moods 
can differ from day to day, moment 
to moment, and when we undergo 
societal, social, or political 
changes, it's more than the “off the 
clock” teammate that is impacted.



Your life; your identity 
is a story that is being 
written and rewritten 
daily. The changing 
tides of our lives can 
alter and shape our 
sense of community. 
Your story drives your 
perception. 



A Chance 
Encounter



What If….

Are you as a supervisor, manager, or 
teammate, finishing my story based 

on your perception?

You are basing your perception of me 
on your life experience, rather than 

mine? 



Never 
Underestimate

THE POWER OF IDENTITY AND SENSE 
OF COMMUNITY AND HOW IT 
IMPACTS THE WAY WE INTERACT 
WITH ONE ANOTHER….HOW IT 
IMPACTS “BELONGING” AND OUR 
SENSE OF WHAT IS ETHICAL.



Our Sense of Community Guides 
our Actions

In uncertain times, we seek 
sameness, not diversity. We will make 
decisions based on what is familiar to 
us. That includes the way we interact 
in the workplace. We will always 
seek “belonging”.



Our Identities Are Multifaceted and 
Dynamic

 Because identity is created in relationships with others, we are not just our job.

 I am: 

 A husband, a parent of Black boys, a Black man, a social worker. 

 What if these differing roles (communities) create competing demands? What if my 
perception of the organization’s values don’t align with my personal values? My sense 
of belonging becomes disrupted.

 Internal tension can lead to having to employ coping strategies to reduce the 
conflict;

o Segmenting identities and creating strong boundaries or

o Dis-identification with one of the identities (i.e. changing jobs)



Remember

 How we show up affects how we perform, including how 
we interact with co-workers.

 As a leader, your team members need to feel that they 
are part of something.

 Do you create an inclusive workplace?

 The more organizational support people perceive, the 
higher job satisfaction they experience.

 People want to know that their workplace cares 
about them AND their community.



Consider Also

The COVID-19 pandemic, coupled 
with civil unrest, has raised awareness 
of health disparities, economic 
stressors, and structural racism, not 
just in society, but in the workplace. 

The COVID-19 pandemic, coupled 
with civil unrest, has raised awareness 
of health disparities, economic 
stressors, and structural racism, not 
just in society, but in the workplace. 

We will be judged, not only for how 
we create physical safety in response 
to the virus, but the culture and 
structure we build going forward, 
based on lessons learned. 

We will be judged, not only for how 
we create physical safety in response 
to the virus, but the culture and 
structure we build going forward, 
based on lessons learned. 



When You’re Right 
You’re Right…

And I Am Right!
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Simply put:

What you can see 
and interpret is 
influenced by your 
experience and 
your perception.



Creating a sense of 
belonging in the 
workplace includes:

 Understanding and 
accepting the nuances of 
race, ethnicity, culture, and  
sexual identity, and the 
impact of these influencers 
on how we identify, both 
inside and outside of the 
work environment is key to 
building a workplace 
where people feel they 
belong.



Blacks & Belonging

 Black people have historically been negatively 
affected by prejudice and discrimination in the US.

 Black adults are more likely than white adults to 
report persistent symptoms of emotional distress, 
such as sadness, hopelessness and feeling like 
everything is an effort. 

 It can be especially challenging for Blacks to 
divulge feelings of discrimination in the workplace, 
due to concerns about how they may be perceived 
by others.

 Additional pressure of competition and fear of 
labeling in the  workplace:

 Angry or emotional Black female

 Lazy or incompetent Black male
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Additional Challenges
 Many Black and ethnically 

minoritized employees feel 
they can’t be their ‘real’ selves 
at work and may need more 
support to fully embrace a 
sense of belonging. 

 Experiencing daily 
microaggressions and feeling 
like you have to ‘code-switch’ 
at work can be mentally 
draining for Blacks.



Remember

Investing in well-being can lead to greater resilience, 
innovation and productivity for teammates.
Investing in well-being can lead to greater resilience, 
innovation and productivity for teammates.

Good leadership recognizes and values diversity, 
and seeks ways to speak to the nuances of race, 
culture, and ethnicity.

Good leadership recognizes and values diversity, 
and seeks ways to speak to the nuances of race, 
culture, and ethnicity.

Well-being strategies need to be tailored to the 
organization’s unique needs and characteristics, and 
those of the people they serve. 

Well-being strategies need to be tailored to the 
organization’s unique needs and characteristics, and 
those of the people they serve. 

If I don’t believe that you care about my 
“community”, it will be hard for me to believe that 
you care about me.

If I don’t believe that you care about my 
“community”, it will be hard for me to believe that 
you care about me.



As a Leader, What Can I Do to Enhance 
Belonging?

LISTEN TO LEARN OTHERS’ 
EXPERIENCES; TO 

UNDERSTAND NEW AND 
VARIED PERSPECTIVES.

CHALLENGE YOURSELF BY 
EXAMINING YOUR OWN 

AND BELIEFS. 
ASSUMPTIONS

ALWAYS DEMONSTRATE 
OPENNESS AND RESPECT. 

DON’T “DEBATE” OTHER 
PEOPLE’S REALITIES. SEEK 

TO UNDERSTAND THE 
MULTIPLE REALITIES 
SHARING THE SAME 

SPACE.

BE AUTHENTIC. BE TRUE TO 
YOUR MISSION.

OWN WHAT IS YOURS TO 
OWN.



As a Leader, I 
Need To Own 

and Overcome 
My Own Implicit 

Bias

Implicit bias is an unconscious 
attribution of particular qualities to a 
member of a certain social group. 
Implicit stereotypes are influenced 
by experience and, are based on 
learned associations between 
various qualities and social 
categories, including race or 
gender.



It’s all around us!

Implicit bias woven into the fabric of the workplace. 

Implicit bias influences an employer’s ability to engage in truly 
employee-centered interaction.

How can you engage in individual, employee-centered 
interaction with me when you don’t acknowledge, understand, 
or accept my perception of my life as a Black man in America?



Embedding Equity



Step 1: Honesty

Learn the organization’s historical and current 
context through data gathering. 

Before composing a DEI action plan, invest 
adequate time to gather information, and to 
conduct research and analysis. with human 
resources to help collect data. Allow the data 
gathering process to inform how you will define 
your DEI goals and actions.  



Data Options to Consider

 Survey results (SMART Tool)
 Current race/ethnicity, gender, age, veteran status, disability 

status of division workforce – review by job levels. 
 Disciplinary actions by race/ethnicity, age, veteran status, 

disability status. 
 Performance ratings by race/ethnicity, age, veteran status, 

disability status. 
 Promotion rates by race/ethnicity, age, veteran status, disability 

status. 
 Hiring rates and job application demographics by race/ethnicity, 

age, veteran status, disability status – compare this with 
candidates selected and hired. 



Potential Projects

 Create a newsletter or intranet page to keep staff 
aware of DEI best practices. 

 Work with staff development to identify 
specific DEI training content for all 
employees

 Partnering with HR and recruiting to coordinate 
DEI efforts. 

 Recognizing diversity awareness months. 



Assess

 Assess only what you are focused on changing. For example, if you are 
interested in changing interview practices, assess quality of job 
postings, interview process, diversity selection rates, etc. 

 Create procedures for correcting the issues you identify and commit to 
implementing them. 

 Create a dashboard for key DEI information. You cannot fix what you do 
not measure. 

 Evaluate the trends and issues that impact the organization from an 
equity perspective. Benchmark and track your progress in this area.  

 STORIES MATTER. Pay close attention to employee accounts, stories 
and complainants that may be subjective in nature and cannot be 
quantified. This paints a picture of how employees experience the 
workplace. Find ways to include these subjective elements into the 
assessment process.  



Pitfalls to Avoid!
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Common Pitfalls To 
Avoid

 Failure to clearly define the organization’s DEI 
goals.

 Failing to create short-term and long-term DEI 
action plans – It is critical to determine short-
term and long-term action plans so that the 
work is manageable and does not become 
overwhelming. 

 Lack of communication – Be sure to 
communicate often and repeatedly with senior 
leadership and staff on efforts, challenges and 
successes. 

 Failure to research what other similar situated 
organizations are doing around DEI – Spend 
time learning from other organizations and 
incorporate what you learn into DEI efforts. 
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Common Pitfalls To 
Avoid

 Lack of training for DEI leaders–Introduce 
DEI learning opportunities to internal staff 
to increase their comfort and confidence 
level with DEI work. 

 Not identifying and committing the 
resources needed to achieve DEI action 
plan goals 

 Discomfort with staff who “speak truth to 
power –DEI leaders will serve as advocates 
for staff and leadership and a bridge 
between staff and leadership. It is critical 
that the DEI leaders are able to speak 
honestly, respectfully and courageously 
about key issues.  



There will always exist a temptation to compare 
current conditions to past conditions celebrate how 
far we’ve come, rather than compare your conditions 
to my conditions and recognize how far we have to go. 



Historically, not all communities have equally benefitted 
from the advancements in science and thought leadership. If 
we don’t build equity into our programs and practices, on 
the front end….if we don’t recognize the fierce urgency of 
now, the most powerless and vulnerable among us, will not 
receive equity or justice. 



“There will come a time when you believe 
everything is finished. That will be the 
beginning.”

- Louis L’Amour



Questions/Conversation


