the container

inclusion
D I SC U S S I O N G U I D E

“Inclusion is not an intellectual endeavor, an attitude, or a state of mind. It is activist.
It is about the things that you intentionally choose to do in order to more fully utilize
the resources that you have access to.”
- joe gerstandt

using this guide
This Discussion Guide has been designed for use by individuals and/or groups to further
explore the dynamics of diversity and inclusion.
There is no right or wrong way to use these materials. But watching the video, followed by
individual reflection and then a group conversation, seems to work well.
Please share these resources with people and groups of people that you think would benefit
from the message.

Be good to each other.

joe
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Leaders and organizations are quick to say that they are inclusive. But
inclusion is not an attitude or a state of mind, it is activist.
So, if you believe that you are inclusive, that your organization is inclusive,
then what are the things that you do – intentionally and proactively – to include
additional difference in groups or processes? Left to our own devices, we tend
to surround ourselves with people like us.

Write down the names of the five people who
have played the biggest role in your success
over the past 6 months:

Write down the names of the five people who
are most influential for obtaining the resources
you need:

Write down the names of the five
people with whom you do most of
your socializing:
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Write down the names of five people with whom
you discussed matters important to you in the
last 30 days:
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c o n s i d e r yo u r o w n n e t w o r k o f r e l a t i o n s h i p s

You will end up with a list of 15, maybe 20, names. If you understand the
importance and the value of intersections, one of the places you should want
to find them is in your personal and professional networks of relationships.
Diversity takes many forms.
• In looking at this list of names do you see a robust amount of diversity?
• Do you see people of different genders, different races, different ethnicities, different
professions, different parts of your organization?
• Do you see people that just think very differently than you do?

For most of us, our networks of relationships get populated with people that
look and talk and think and walk a lot like we do. This is another reminder that
inclusion does not happen on its own: We have to choose to do something.
If you want more diversity in your networks of relationship, then start to think
about going to different places. You will know that you have found a different
place when you feel some discomfort, an indicator that you have left the
comfort of what you already know.

Are there different places that you can go to do your volunteer work, your professional
development work, your socializing?
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How might you become better networked to people in other departments, other locations,
other levels of your organization?

Essential to inclusion is a healthy relationship with conflict, and this is where
most organizations have room for improvement.
CONSTRUCTIVE
CONFLICT
DESTRUCTIVE
CONFLICT

FAKE
HARMONY

“Groups often fail
to outperform
individuals because
they prematurely
move to consensus,

CHOICE

with dissenting
opinions often
being suppressed

YOU

TENSION
OF
DIFFERENCE

or dismissed.”

ME

-Morris and Hackman,
(1975) Advances in
Experimental Social
Psychology

If you and are each willing and able to be authentic with each other, then
there is going to be some difference between us. While many of us do not like
tension, it is a natural result of people being honest with each other.
Some people, some teams and organizations go to great lengths to avoid any
and all tension. They pretend to be “colorblind,” they pretend that there is no
disagreement of any kind and settle into a culture of manufactured harmony.
This is dysfunctional and it compromises a group’s ability to share information,

reasons they are not willing or able to agree with each other. Think Congress.
This is also dysfunctional
We need groups, teams and social processes that are able to do both, that are
able to candidly and respectfully disagree on their way to agreement rather
than getting stuck doing one or the other.
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Some people, some teams and organizations only disagree. For a whole host of

the container

politeness over honesty.
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make well informed decisions, and solve problems as they have prioritized

q u e s t i o n s fo r g r o u p d i s c u s s i o n
Do we disagree well?

Do we disagree enough?

On a scale of 1-10, what is your comfort level in dealing with tension or conflict?
1

2

3

4

5

6

7

8

9

10

How does this compare with the rest of the team?

What are the implications of this for decision-making and deliberation?
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Are there some guidelines or agreements that we could put in place to encourage
more and/or better disagreement?

the container

How do we as a team make decisions and deal with disagreements?
Is there a model or process in place?

DISCUSSION GUIDE

Have you ever kept an idea or a question to yourself in a meeting to avoid
disagreement or conflict?

recommended reading

THE DIFFERENCE:
HOW THE POWER
OF DIVERSITY
CREATES BETTER
GROUPS, FIRMS,
SCHOOLS, AND
SOCIETIES

THE SOCIAL ORIGIN
OF GOOD IDEAS

THE WISDOM
OF CROWDS

Ronald Burt

James Surowiecki

Scott Page

w a n t m o r e j o e?
twitter.com/joegerstandt
linkedin.com/in/joegerstandt
youtube.com/user/joegerstandt
slideshare.net/joeg
joegerstandt.com

If you are interested in booking joe, please contact
Donna at 630.330.7533 or donna@seeagency.com.
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