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AWARENESS TEST







UNDERSTANDING
DIVERSITY &
INCLUSION:
WHO ARE YOU?


Presenter
Presentation Notes
TRANSITION: We’ve given some definitions, we’ve discussed what our communities are made up of, so let’s start discussing diversity with thinking about who we are. 

Lets do a quick activity to set this section up…   everyone grab a piece of paper-  I am going to ask you a question and I want you to put down the first answer you think of…

what do you think of when I say the word… Peanut Butter
what do you think of when you see a RED Balloon
What do you call a carbonated beverage 
What do you call the bugs that their butts light up?
Who is your favorite team to cheer for? (College, Professional, other)
What do you think of when I say the word “Camp”  
What is your favorite holiday?




GRAB A PIECE OF PAPER AND ANSWER THE
FOLLOWING:

« When | say peanut butter, you say

« What do you think of when you see a red balloon?

« What do you call a carbonated beverage?

« What do you call the bugs that light up Iin the
summer?

 What do you think of when | say the word camp?
« Who is your favorite team to cheer for?
« What is your favorite holiday?
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So lets see how many you got correct… Facilitator will go back over the questions interacting with audience on the diverse answers, pointing out what might influence their answers.  (allow a few people to shout out the answers each time)

what do you think of when I say the word… Peanut Butter
The most popular answer might be… Jelly, but did anyone say “Deadly”  This might be a response by a person that lives with a severe PEANUT allergy, for some people every single time they eat they have to first consider an extreme allergy)-  I bet the Childcare staff in this room have experienced this!  
	This relates to policies and practices at our YMCA; our experiences and understandings of these different words can inform our policies, practices and procedures; if we don’t understand that others may see peanut butter as a deadly substance, we may be unintentionally excluding others with a different understandings; just because the term means one thing to us doesn’t mean it doesn’t mean something else to someone else. 
 
What do you think of when you see a RED Balloon
What is the first thing you think of when you see a Red Balloon-  This one could provide a variety of answers-  Until a couple years ago I would have said a little kid would be holding it… but now when I see a RED BALLOON all I can think of is a CREEPY CLOWN and I was too scared to see the movie!  See how images from the MEDIA, MOVIES, TV can change a way that you see something?

What do you call a carbonated beverage  - What do you call the bugs that their butts light up (Debrief these together)-
These are both examples of geographical influence…  you can actually google this and find multiple maps of the US and what parts of the country call things

What do you think of when I say the word “Camp”  

Who is your favorite team to cheer for? (College, Professional, other)
What is your favorite holiday?
Consider related to which days the Y is closed; which dimensions of diversity are represented in our YMCAs

How many of you were influenced by your family, friends, school, where you grew up, or other childhood or young adult experiences in answering these questions? What about media we consumed, like the example of IT and the red balloon?
For most of us, the answer is yes, all of those people, media, and experiences influenced our thinking and attitudes about these associations. 
The idea of this activity is that we are all unique individuals and there are factors that make up who we are… which we call your “Dimensions of Diversity”  -  at the Y we have built our Dimensions of Diversity model based on a popular tool that’s used to define and break down the many different kinds of diversity that exist. 

Let’s take a look at the dimensions of diversity now:




Presenter
Presentation Notes
How many of you have seen this wheel? Gauge and understand where people are at.
Explain the wheel.

You can follow along with the dimensions in your printout called “Diving into Diversity” that lists explanations and definitions of all of the dimensions.

6 major components 
Individual 
We view the world through our own lenses as an individual
Self Identification & Collective and Global Context
“How we see the world” & “How the world sees us”
Core Dimensions
Difficult or impossible to change, and/or with attitudes or understandings established in childhood
Key ways to review current and/or historically underserved communities
Secondary Dimensions
More within our control generally-speaking, providing additional connection points and related to our daily lives
Organizational Dimensions
The ways we relate to each other within and beyond the context of our Y work
Blank Spaces
If something is not in the right place or is not listed, can be listed here
We can never anticipate all parts of what makes us diverse, and the blank spaces acknowledge that fact




HOW TO USE THE WHEEL

USE THE LAYERS

SELF-REFLECTION & UNDERSTANDING MY
IMPACT

WE ARE ALL DIVERSE

INTERSECTIONALITY


Presenter
Presentation Notes
(5min)
A wrap up on how to use the wheel back at your Y. These will appear individually.
USE THE LAYERS: Using the core, secondary, and organizational dimensions to support review of policies, practices, and procedures
What communities, represented across each ring of the dimensions wheel, are we failing to serve within our Y?
Example: We’ve worked with YMCAs to discuss an aquatics policy about all clothing being prohibited in the pool. We went through the core dimensions and asked the question: “Would this be an inclusive policy for someone from an underserved sexual orientation, age, race, gender, ethnicity, diverse ability, faith?
Women from a diverse faith background (including some Jewish women, Amish/Mennonite women, Muslim women, others) may think this policy is restrictive to dressing modestly.
Individuals with autism or other diverse abilities may feel more comfortable with a t-shirt in the pool
Going across many of the other dimensions, you can see how a given policy may impact people in your community who you may not have thought of previously being impacted by the policy.
SELF-REFLECTION & UNDERSTANDING MY IMPACT: 
What dimensions of diversity do I represent? 
What advantages or disadvantages (privileges) might I have because of these dimensions? 
How do the people I am working with see me?
How do perceptions of my dimensions influence my impact?
You can’t self-assign others’ dimensions of diversity
Example: Some Ys make the self-identification activity an optional part of their new hire orientation so that individuals can practice self-reflection before they encounter working with others from diverse backgrounds different from theirs at the Y.
WE ARE ALL DIVERSE: Understanding that we have to start a conversation around diversity in a meaningful way means that we have to recognize it means many different kinds of diversity
      Example: For those who may not understand that diversity starts with everyone, and that everyone can learn more about others’ experiences and has unique experiences to share, this wheel can be a starting point to show people that there is a place for everyone in the conversation on diversity and inclusion. 
INTERSECTIONALITY: We represent all dimensions all the time; our experience in each dimension is impacted by the multiple dimensions we hold. No one is ever just one dimension of diversity, including those we work with. Intersectionality is a word representing the fact that we all have different experiences across dimensions of diversity, even those we may share.
Example: this is a word that is becoming quite common, to describe how individuals of diverse backgrounds may encounter exclusion in multiple ways. People have to self-select their dimensions, and it’s not about others selecting for you. We started off the day with this word as a definition; the wheel discusses the intersectionality that we all bring. 



DEVELOPING OUR
UNDERSTANDING
OF BIAS
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Presentation Notes
We are going to qu

Understand that everyone has bias�
Discuss ways bias is displayed in our day to day work activities �
Identify opportunities to mitigate Implicit Bias
ickly review some key concepts regarding bias and work to level set our group in order to begin identifying our challenges and needs to mitigate bias.


IMPLICIT BIAS:

Refers to the attitudes or
stereotypes that affect our
understanding, actions, and
decisions In an unconscious
manner.


Presenter
Presentation Notes
Read the definition out loud.

Debrief: After one or two reflections we want to remind them that we all have bias and the sharing is not intended to point people out or put labels on anyone. Our individual view of the world is shaped by values, perceptions, assumptions, and expectations which then manifests itself into how we present to the world through our words and actions. So you can see why this work is so important! Our small everyday interactions can have an effect (either positive or negative) on those we work alongside of and the communities that we serve. 

Unconscious bias happens automatically and is triggered by our brain making quick judgments and assessments of people and situations, influenced by our background, cultural environment and our personal experiences. Unconscious bias is far more prevalent than conscious bias, and often incompatible with our conscious values. As well, certain scenarios can activate unconscious attitudes and beliefs, for example, biases may be more prevalent when multitasking and working under extreme time pressure or stress.

Understanding implicit bias requires us to reflect on ourselves and our experiences. 
Bias comes from our unconscious mind constantly checking our environment, and uses learned shortcuts
Everyone has bias, and it can be demonstrated through both individual actions and institutional situations


Prejudice: a negative judgement or opinion formed about a group without knowledge of the facts.
Having bias does not mean you are prejudiced, yet our prejudices can inform our biases.



AT ANY GIVEN MOMENT, OUR BRAINS
ARE RECEIVING 11 MILLION PIECES
OF INFORMATION.

WE CAN ONLY CONSCIOUSLY PROCESS ABOUT 40
OF THOSE PIECES.

TO PROCESS THE REMAINING 10,999,960 WE RELY
ON OUR SUBCONSCIOUS, WHICH FILTERS
INFORMATION BY TAKING MENTAL SHORTCUTS
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I have a bias against that chair, it is that it will hold me, I do not think about whether or not it will hold me.  Biases help us survive.


SYSTEMS 1 & 2 BRAIN

Image from: Upfront Analytics
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Let's see implicit bias in action: 

What word do you see here?
Fill in the blank of the following sentences
Curiosity killed the...
Blood is thicker than...
Give me liberty or give me...

When we fill in these phrases without thinking, we are using our System 1 brains. 


What Are System 1 and System 2?
System 1 and System 2 are two distinct modes of decision making:
System 1 is an automatic, fast and often unconscious way of thinking. It is autonomous and efficient, requiring little energy or attention, but is prone to biases and systematic errors.
System 2 is an effortful, slow and controlled way of thinking. It requires energy and can’t work without attention but, once engaged, it has the ability to filter the instincts of System 1.

Example: Driving home.
	Typically, when we drive home, we access what we call our System 1 brain. Have you ever arrived home and forgotten how you got there? You were probably using a familiar route that you’ve driven on a hundred times before.
	After the first dozen times you took that ride home, your system 1 brain kicked in, the part of our brain that does things automatically, without really thinking or remembering every detail.
However, if there’s construction or a detour in place, suddenly our deeper thinking, more conscious part of our brain, System 2, activates. We need to use it to find our way home. 

This can be compared to how we do things in the YMCA. Have you ever processed the same form over and over again, only to have someone have made a mistake, which triggers you to pay more attention? 

What about staff recruitment? Have you ever recruited in the same manner year after year, only to realize that you are not reaching out to every segment of your population? This is an opportunity to use our System 2 Y brains as we practice engaging our community. 
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Image from: MICHAEL BRAINARD (2016)
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Oh no—here comes the science…I’m not smart enough to go into detail and we don’t have the time but one piece I do like to pull out from the research is brain development the piece of the brain (frontal cortex) that is system 2—this filter, decision making part of your brain is the last to develop—in fact it’s not fully developed until age 25.

Now, does this mean no one under 25 has the ability to make an informed decision utilizing the System 2 part of the brain?  No.  But it should inform us on what fail safes we may need to help support young staff to ensure we are kicking into the System 2 brain when needed and not leaving important decisions to System 1 Brain.




BIAS EXAMPLE
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We know that bias exists and more and more studies and experiences have emerged to speak to how it shows up in various industries. Here’s an example of how bias takes place in the orchestra.

Violins & High Heels-  (summarize as a story)

Over the past several decades, orchestras have started changing the way they hire musicians. One of these changes was designed to eliminate bias against women.
It would be hard to deny that there was such a bias in the composition of orchestras. As late as 1970, the top five orchestras in the U.S. had fewer than 5% women. It wasn't until 1980 that any of these top orchestras had 10% female musicians. But by 1997 they were up to 25% and today some of them are well into the 30s. What is the source of this change? Have they added jobs? Have they focused on work that appeals to women?
The size of a major orchestra is quite stable; they all have around 100 musicians. Furthermore, the types of jobs do not change. The increase in the number of women cannot be attributed to a redistribution giving the orchestra fewer bassists — traditionally played by men — and more harpists — where more women are found.
Blind auditions
In the 1970s and 1980s, orchestras began using blind auditions. Candidates are situated on a stage behind a screen to play for a jury that cannot see them. In some orchestras, blind auditions are used just for the preliminary selection while others use it all the way to the end, until a hiring decision is made.
Even when the screen is only used for the preliminary round, it has a powerful impact; researchers have determined that this step alone makes it 50% more likely that a woman will advance to the finals. And the screen has also been demonstrated to be the source of a surge in the number of women being offered positions.
By the way, even a screen doesn't always yield a gender blind event. Screens keep juries from seeing the candidates move into position, but the telltale sounds of a woman's shoes allegedly influenced some jury members such that aspiring musicians were instructed to remove their footwear before coming onto the stage. 



ORGANIZATIONALZINSTITUTIONAL

Institutional or organizational culture is a cumulation of decisions and
attitudes of the people that contribute to that organization.

HOW CAN WE IDENTIFY AREAS OF INSTITUTIONAL BIAS?

e Organizations need to be cognizant of policies, procedures and culture that can cause
implicit bias within their structure.

e QOrganizational inequities result from an accumulation of small decisions on a
personal level.
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--
In the next few slides we’ll discuss how the Y, through Diversity and Inclusion strategies, is working alongside with staff like you to ensure we provide all people access and opportunity to and through the Y. 

As we close out, let's review the eLearning action steps related to mitigating bias: 

Recognize you have bias. Awareness empowers us to take action. By understanding that you also have
shortcuts, you can begin to address when they are positive and when they are detrimental to those around you.
 
Take a look around you. Do those in your direct influence tend to have the same cultural, gender or race identity? If so, what do you think are some of the reasons for that? How can you intentionally work to bring other diverse perspectives, lenses and voices to the table?
 
Slow down. Reflect on the snap judgements you may have made about a group or individual. Do you have subtle stereotypes, even seemingly positive ones? Does it seem typical that a woman would be more appropriate for an afterschool care position? Would that mean she wouldn’t be as successful as Sports Director? Who in your Y are you more comfortable with? Why?

Potential additional debrief questions or ways to continue to provoke thoughts and answers: 
Debrief points: 

As the group is sharing we will want to hear the following themes. (If the themes do not come up ask an open ended question to get to the answer). 
Assumptions or  learned short cuts can be made based on physical appearances
Over 99% of information received is processed unconsciously – looking our for what is unfamiliar or dangerous. 
Think back to the scenario around education and roles in the Y – does your Y have certain expectations around who can fill what role? Are we providing opportunities for access to education so staff can reach their potential?
Was it surprising to hear that the Y has institutional implicit bias? Were you able to reflect on the senior leaders of Y your Y to determine if there is a spread of staff who represent all dimensions of diversity when compared to the community makeup?

One of the ways the Y seeks to mitigate institutional bias is through making our statements inclusive, such as our national diversity & inclusion statement. 



INDIVIDUAL ACTIONS: INSTITUTIONAL
BIAS

Starbucks Issues Apology After Controversial Arrest Inside
Philadelphia Location

Home Depot to Pay $100,000 To Settle EEOC
Disability Discrimination Lawsuit
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Presentation Notes
These are individual actions; but what do these individual actions mean for our organization? 

An individual action, that impacted SouthWest Airlines nationally and institutionally
This is why it’s important that people mitigate bias every day when they come to the Y to work here because they represent people’s images of the YMCA as a whole. 

Starbucks example; the store manager acted with her own unconscious bias, and the actions made the company look like a biased company and need to react from a national level. 

Our challenge is that we have to have 250,000 staff and thousands of volunteers bring this statement to life!  We need for this to be front and center when programs are being developed,  when policies are established, when facilities are being designed, when we are hiring our team, when we are engaging volunteers, and we most definitely need an understanding of bias to be present in EVERY single interaction at our Y!  Every single ONE!  I bet you can think of recent examples of companies that had one employee action impact the way people see that company??   (share an example: Starbucks, Red Cross, there are so many)

Same with Starbucks: 
PHILADELPHIA (CBSNewYork/CBS Philly) — Starbucks on Saturday issued an apology two days after a pair of black men were arrested inside one of the coffee chain’s Philadelphia locations.
Video of the incident has since gone viral.
On Thursday, police were called to a Starbucks located at the corner of 18th and Spruce Streets in Center City.
According to CBS Philly, witnesses say the men claimed they were waiting to meet their friend inside the store when employees asked them to leave.



TYPES OF BIAS
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Becoming aware of unconscious bias in the workplace
Most of us believe we are ethical and unbiased. We imagine we’re good decision makers, able to objectively size up a job candidate or a venture deal and reach a fair and rational conclusion in our favor and in our organization’s best interests. However, Harvard University researcher Mahzarin Banjai from HBR writes “more than two decades of research confirms that, in reality, most of us fall woefully short of our inflated self-perception.” 1 In fact, we are so woefully short of being aware of our unconscious bias that detecting unconscious bias has now become a growing business.2



TYPES OF BIAS

Affinity Bias
The tendency to warm up to people like
ourselves.


Presenter
Presentation Notes
https://www.youtube.com/watch?v=dYx6iehzyPA: Shaved head commercial.

Affinity bias is a tendency to warm up to people like ourselves.  How this plays out in an organizational context: when you select somebody to work in your organization, you tend to prefer someone like yourself. For example, the founder selected team members similar to him, who in turn selected people who were similar to them, and so on, perhaps ultimately impacting the diversity and inclusion you were consciously hoping to achieve.
Corporate hiring practices are set up to find people who are a “good fit” for the organization, people who will bring value to the team. These requirements cause us to look for candidates who are professionally skilled, and are also people we can relate to. To mitigate affinity bias in the hiring process, many corporations attempt to engage diverse interviews to add different perspectives to the hiring discussions. In truth, we all have a natural propensity to want to be around people we can relate to and, if we are honest, have a really hard time contemplating the alternative.
If affinity bias means being biased towards “people who make me comfortable” or “people who are like me,” as well, tucked in the recesses of our minds are the shadows of these thoughts—“people who make me uncomfortable” and “people who are not like me”, ultimately impacting the diversity of your team.

Why would you want diversity and inclusion in your workplace?       
A diverse and inclusive workforce is needed to be able to hire top talent, drive innovation, foster creativity, and guide business strategies. Multiple, diverse perspectives lead to new ideas, new services, new products, and encourage out-of-the-box thinking.3 Rawan Abukhadrah, Entrepreneur and Product Owner of Amman, Jordan, attendee of our #PoDojo 3-day workshop agrees: “By working alongside people of different experiences and backgrounds this creates a more innovative atmosphere that opens the door for creativity, productivity, and improved team performance.”

Raising awareness of Affinity bias
Here’s a 40 minute exercise you can do with your teams to begin to raise awareness of what affinity bias is, and how it might affect the workplace – beginning with the team itself.
On the left margin of an A4 sized piece of paper, ask your team members to write down initials of 5 people they trust deeply.  (Timebox 5 minutes.)
Next, across the top of the page, ask people to list the following columns:  (Timebox 2 minutes, or you can prep this A4 in advance, saving the 2 minutes.) Gender, Age, Education, Sexual Orientation, Disability (Y/N), Marital Status, Ethnicity/Race, (and please feel free to add any additional columnar headings reflecting a point of diversity that may help your ability to empathize with the customer.)
Now ask them to codify their Trusted 5 by the dimensions of diversity across the columns. Let your team come up with their own codes (F for Female, for example) and ask them to quietly notice what they notice as they are going through the process.  (Timebox 10 minutes.)

Quiet reflection time next, triggered by key questions: (Timebox 13 minutes)What is the relationship between your Trusted 5 and inclusive diversity?
If you had a high profile, high risk, sexy product development effort coming down the pike, and if your Trusted 5 were your co-workers, would you be more likely to look for someone in the Trusted 5 to help with this? And if you did this time after time, how would that affect the team, or change the diversity or inclusion?
Over time, folks wind their way into our Trusted 5 as we get to know them.  Are these folks more diverse or less diverse than the general population?
If you chose to, how would you make your Trusted 5 more diverse? And why?

Final question with an open discussion: (Timebox 10 minutes)
Looking at diversity and inclusion as a business strategy4 versus a problem to solve, how would embracing diversity and inclusion, i.e. embracing diverse perspectives, have an impact on
customer empathy?
worldview of markets?
potential customers?
opportunities?
possibilities….?




TYPES OF BIAS

Halo Effect

The tendency to think everything about a
person iIs good because you like that person.


Presenter
Presentation Notes
The halo effect is a type of cognitive bias in which our overall impression of a person influences how we feel and think about his or her character. Essentially, your overall impression of a person ("He is nice!") impacts your evaluations of that person's specific traits ("He is also smart!").

One great example of the halo effect in action is our overall impression of celebrities. Since we perceive them as attractive, successful, and often likable, we also tend to see them as intelligent, kind, and funny.

"In the work setting, the halo effect is most likely to show up in a supervisor's appraisal of a subordinate's job performance. In fact, the halo effect is probably the most common bias in performance appraisal. Think about what happens when a supervisor evaluates the performance of a subordinate. The supervisor may give prominence to a single characteristic of the employee, such as enthusiasm, and allow the entire evaluation to be colored by how he or she judges the employee on that one characteristic. Even though the employee may lack the requisite knowledge or ability to perform the job successfully, if the employee's work shows enthusiasm, the supervisor may very well give him or her a higher performance rating than is justified by knowledge or ability."


TYPES OF BIAS

Perception Bias
The tendency to form stereotypes and
assumptions about certain groups that make
It Impossible to make an objective
judgement about members of those groups.



Presenter
Presentation Notes
Typecasting, filling a role of character you’ve seen.

perception bias as the tendency to form stereotypes and assumptions about certain groups that makes it difficultto make an objective judgment about individual members of those groups. Meaning, if we have had the experience, that our neighbor's child, who is a Boy Scout, is a kind and generous child, who is always polite and helpful, when you meet another child who is also a Boy Scout, you might have a difficult time seeing any of his negative traits.
There's a reason being a Boy Scout is now synonymous with being a good person. And we apply the same logic to people we work with. According to a study led by researcher Moss-Racusin, and published in the proceedings in the National Academy of Sciences, there is an assumption that men are better suited to science and technology-related projects than women. So how does this affect women? As an example: when hiring for a web engineer, an SEO analyst, or a data scientist, if eight out of 10 candidates are male, it's difficult to put aside the perception that men do these types of jobs, and hire a woman.
Our experience has shown us that men work in these roles, not women, so we gravitate towards the perception we're used to. While there are many programs in place to increase the number of women in these fields, the disparity cannot be addressed until women are perceived as just as capable as men in traditionally male-dominated fields. The problem actually lies in the bias that makes those assumptions in the first place, and not as much in the hiring process. If the bias is based on a stereotype rather than fact, the act of overlookingunderrepresented groups of people will continue.
Tackling the underlying unconscious bias can be achieved by acknowledging the problem exists, ensuring there is widespread awareness of it, resolving to do something about it, and becoming accountable for your actions. With this in mind: what steps can you take today to change your perceptions? The next time you make a statement about someone, ask yourself if that statement is based in fact. And facts need to be questioned too. It might be factual that all of the engineers in your department are male, but is that a fact that you want to remain unchanged? Remaining curious and questioning assumptions is a great way to keep our minds sharp and our actions unbiased.



TYPES OF BIAS

Group Think

This bias occurs when people try too hard to
fit into a particular group by mimicking others
or holding back thoughts and opinions.
This causes them to lose part of their
Identities and causes organizations to lose out
on creativity and innovation.
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Limits And Inclusion 
Think you can be open-minded? We all have mental capacity limited by what we know and the language of our specialty. This paves the way to groupthink. It feels safe and natural to spend time with others who think the way we do, so we need to consciously choose devil's advocates or people with their own different language, mindset and point of view for our meetings.

Focusing Only On What Is Known 
Too often, groups tend to focus on what is generally known rather than focus on critical information that has not been yet explored. Learn to appreciate the power of the question rather than the need to rush to answers. The next time you're in a group meeting, start with, "What problem are we trying to solve?" and keep testing with, "Are we answering the right question?"

Extinction 
One serious and cumulative effect of groupthink is extinction — extinction of a company, product or service that fails to adapt to changing market dynamics or consumer needs. One way of avoiding groupthink is to allow employees the freedom to air objections and doubts without fear of reprisal while engaging in constructive dialogue with outside experts

Blind Commitments To "Best Practices" 
Just because things have been done a certain way historically, doesn't mean that they should continue to be done this way — even when everyone seems to agree that things are "good" as is. Businesses can avoid making blind commitments to best practices by being open and adaptable to change, which provides safe haven for fresh perspectives to be to be introduced and embraced by the collective.

Disasters 
The financial crisis is a great example of groupthink within an entire industry. While there are too many to list them all, an example is the blind trust in financial markets over economic fundamentals in decision-making. Businesses benchmarked themselves with each other and, like lemmings running off a cliff, found disaster. Diversity of thought and perspective are the panacea

We want to push you here—something I’m beginning to hear a lot is pay—we can’t compete with minimum wage, this is out of my control so we can’t move the needle on this.




SO, WHAT DO WE
DO ABOUT BIAS?



STEPS TO MITIGATE BIAS

1. IDENTIFY & RECOGNIZE YOU HAVE BIAS
2. TAKE A LOOK AROUND YOU
3. SLOW DOWN YOUR DECISIONS

4. CREATING A CULTURE FOR STAFF TO
CHALLENGE DOMINANT WAYS OF THINKING

5. ONLY JUDGE WHAT IS CRITICAL TO THE
TOPIC AT HAND
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Presentation Notes
Individual Level:

Identify & recognize you have bias
Take a look around you
Slow down your decisions
Reflect on snap judgments you may have made about a group or individual. Do we have subtle stereotypes, even seemingly positive ones? Who in your Y are you more comfortable with? Why?
Only judge what is critical to the topic (remove identifiers from processes or policies that are unnecessary to judge ability)

Understanding implicit bias requires us to reflect on ourselves and our experiences. 
Bias comes from our unconscious mind constantly checking our environment, and uses learned shortcuts
Everyone has bias, and it can be demonstrated through both individual actions and institutional situations



PUTTING
KNOWLEDGE INTO
ACTION
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Let’s discuss a framework and go through an activity on how to put knowledge into action related to operationalizing diversity & inclusion work. 


A COMMON OPERATIONAL FRAMEWORK

Six Areas of Opportunity

The areas of opportunity where infusing diversity, inclusion & global
principles, practices and strategy can help strengthen a Y and its
ability to operate in and serve our increasingly diverse and changing
communities.
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| EXPLORING YOUR DIMENSIONS OF DIVERSITY | ©2018 YMCA of the USA
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(15min) 

Facilitator shares an example of policy/practice/procedure (common one is Membership Engagement> Membership Form> Updating language to be more inclusive of multiple types of families, etc.)

OPERATIONAL Framework—HOW we run the Y and do our work
How we organize the Business Case of DIG work
By strengthening our commitment to inclusion in these 6 operational areas, we can strengthen our financial status as the Y
Consider: everyone can see at least one piece of their Y work reflected in one of these 6 areas

Which Area of Opportunity do you see reflected within your job at the Y?

6 Areas of Opportunity Activity: 
Ask the group to discuss with 1 other person at their table:

Discuss the following with your group:
What are examples of things your Y is doing in one of the areas (share the example and call out the area)
		AND/OR
What idea do you have that YOU can implement back at your Y (share the example and call out the area)

Facilitator will wrap up and facilitate a large group discussion-  (share 2 examples and  facilitator provide example if time allows)


Ex: within “Member Engagement,” a common policy is Household Membership Policy

EXAMPLE
As a membership director, you might go to the “Member Engagement” area; 
Step 1: Think of a policy, practice or procedure that you work with regularly or that you have encountered in your Y work
Step 2: Ask some reflecting questions around that policy: how does this policy strengthen inclusion? Who might this policy be for? Could this policy be enhanced at my Y to be more inclusive?
Step 3: Discuss action steps that you can take at your YMCA to advance inclusion in this policy?



JOURNEY
MAPPING
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THANK YOU!
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