
What are your Inclusive Behaviour Strengths and Opportunities? 

How do you know how inclusive you are? This quiz pinpoints four behaviours that predict whether we are 
supporting an environment of Inclusion.  
 

1. A fellow team member isn’t sure how to tackle a project and asks for your advice. You say: 
a) “I’d do it this way.” 
b) “There’s no one way to do this, but here are some approaches that have worked in the past.” 
c) “Tell me some of the solutions you had in mind. 

 
2. Your leader gives you a new project and it’s not clear how you should approach it. You: 

a. Brainstorm on your own and tell your teammates what you’ve decided. 
b. Brainstorm on your own and ask your teammates which approach they prefer. 
c. Encourage your teammates to help you come up with new ideas. 

 
3. You’ve been assigned to lead new long-term project with many moving parts and deadlines. To make 

sure the job gets done, you: 
a. Create a timeline of deliverables for your team members and check in with them twice a week to 

assess their progress. 
b. Ask them to create the list of deliverables and check in with them regularly. 
c. Suggest they create a timeline with specific, measurable goals and provide you with weekly 

progress reports. 
 

4. How would you approach the annual review process if you were providing feedback on a teammate? 
a. Yikes! Review time is here already? You race to gather up goals for that team member and their 

leader—stat! 
b. You hope it goes smoothly—after all, you hope their leader has explained their expectations and 

held periodic check-ins throughout the year. You’ve also provided occasional feedback on their 
progress 

c. There won’t be any surprises. You’ve confirmed with the other team member and their leader 
and they know exactly what’s expected of him or her. You also know they’ve held weekly one-on-
one meetings all year long so they can check in and address successes and challenges. 
 

5. A junior teammate comes up with a unique idea for a project that she’s really excited about but has 
never been tried before. You think it’s promising, but you’re worried your boss won’t like it and will be 
critical of you for supporting your teammate to move forward. You: 

a. Shoot her down. You’d rather not stick your neck out for something that may not turn out 
perfectly. 

b. Tell your team member she can get started on it, but they may have to pull the plug. 
c. Tell your team member to go ahead. Have her keep you in the loop and work with her to craft a 

compelling argument in favor of her project in case you encounter pushback from your boss. 
 

6. You’ve recommended one of your team members for a managerial position, even though she’s never 
supervised anyone before. Your leader would rather bring in someone more experienced from outside. 
You: 

a. Don’t push it, figuring your boss will have the last word anyway. 
b. Arrange for your team member to be interviewed and hope management will be impressed 

enough to give her a chance.  
c. Actively advocate for your team member by providing your boss with tangible examples of what 

she’s accomplished and explaining how she can help the organization going forward. 



 
7. A project or task you spearheaded was not as successful as you had hoped, and your boss points this 

out in a departmental meeting. How do you react? 
a. Blame it on factors out of your control. 
b. Acknowledge that it didn’t work, saying you don’t understand why—it seemed like such a good 

idea 
c. Admit it didn’t work, and work with your team to find out what could have been done 

differently. 
 

8. Everyone’s talking about your team’s great presentation that you played a key role in creating. When 
colleagues congratulate you, you say: 

a. “Thanks, I appreciate that!” 
b. “It was a group effort.” 
c. “I can’t take all the credit—my team worked hard to make it happen and I’m really proud of 

them.” 
 

SCORING 
How’d you do? 

Mostly A’s Mostly B’s Mostly C’s 
Inclusive? Not so much! You’re 
more about your own agenda than 
empowering your team. 

You’re on the right track, but you 
still have some blind spots worth 
paying attention to. 

Congratulations! You’re creating an 
inclusive culture, in which 
others are more likely to be 
innovative and better team players. 
Keep up the good work! 

 

Empowerment (Questions 1 & 2) 

Leveraging empowerment enables other team members to grow and excel by encouraging them to solve 
problems, come up with new ideas, and develop new skills. 
 
 
Accountability (Questions 3 & 4) 
 
Leveraging accountability shows confidence in other team members by holding them responsible for aspects of 
their performance that are within their control. 
 
 
Courage (Questions 5 & 6) 
 
Leveraging courage means standing up for what you believe is right, even when it means taking a risk. 
 
 
Humility (Questions 7 & 8) 
 
Leveraging humility means admitting our mistakes, learning from criticism and different points of view, and 
overcoming our own limitations by seeking contributions from team members. 
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Be Inclusive Every Day 
Start with these easy, practical, intentional 

actions that organizations, leaders,
and teams can take today for a

more inclusive workplace.

Validate employees’ 
experiences—both the good 

and the bad—by transparently 
acknowledging barriers and 

setbacks faced by the 
organization. Share plans that 

illustrate an awareness of 
both challenges left to face 
and the continued progress 

that is possible.

Think about your 
interactions with your direct 
reports over the past week. 

Whom did you offer to 
connect with a more senior 

colleague? To whom did 
you mention a plum 

opportunity?  To whom did 
you offer insight on 

workplace politics? How, if 
at all, did these interactions 

vary by gender, race, 
ethnicity?

Instead of just saying, 
“People matter,” take the 

time to set-up one-on-one 
meetings not only with 

your direct reports but also 
with employees two to 

three levels down to get to 
know them.

Support diversity by 
accommodating the way people 
process and react to information. 
Send material in advance so that 

introverts may prepare and 
communicate their thoughts.

Implement a 
“no-interruption” rule|at 

brainstorming and 
staff meetings to ensure that 

everyone is being heard.

Acknowledge people you don’t know in 
the hallways with a culturally appropriate 
greeting. A small friendly signal goes a 

long way toward breaking down 
hierarchies, siloes, and aggressive cultures, 
and it opens the door to further dialogue.

Put a Pride flag, “I am an ally” 
sign, or some other signal of 

your allyship on your office door 
or at your desk. A little bit of 
visibility can go a long way.

Engage with people
of different levels and 

backgrounds at the 
water cooler (either 

virtually or in person).

Ban the word “fit” from hiring 
discussions—recognizing that 

what is intended to refer to an 
alignment of values can be 
translated into comfort with 
someone who looks, thinks, 
and acts like the majority.

Regarding talent 
identification and 

inclusion: Look up. Look 
down. Look deep. And 

look often.

Don’t assume that people who work 
differently (or even less) are less 

committed; they may be working smart.
Proactively ask about all team members' 

personal priorities or commitments
that are important to honor as the team 
plans its work stream and deliverables; 

seek to respect those requests.

Help bust the myth that 
senior women have it all 

together by inviting a 
group of high-potential 

women home for dinner. 
Leave from the office and 

let them observe your 
real life—kids, dogs, etc.

When discussing 
possible presenters for a 
meeting, panel, or other 

event, make sure the 
group of people under 
consideration is diverse. 

Seize these opportunities 
to showcase somebody 

who isn’t heard from 
much, if at all.

 If you plan on sending emails to 
colleagues at off hours, add a line to your 
signature that lets people know you are 
working at that time because it is most 

convenient for you, but it does not mean 
you expect people to respond when they 

otherwise would not be working.

Intentionally seek out 
ideas/insights from 

people who may not 
look like you.

Over the course of 
several meetings, keep 

track of whose ideas are 
acknowledged, built on, 

or adopted vs. ignored or 
appropriated. Do you 

see any patterns based 
on gender, race, and/or 

ethnicity?

Ask and then listen—you'll be 
amazed what you can learn 
from everyone around you. 

Next time you ask 
someone for advice on a 
project (your go-to folks), 

stop and ask 
yourself—who did you 
miss/not ask? Why?

Challenge assumptions—
don’t assume anything, 

ask questions. A place of 
curiosity is the zen zone.

Avoid making "jokes" at the 
expense of an individual or 
group. And when you hear 

others using this kind of 
harmful "humor," speak up 

to let them know its not okay.

Review and revamp 
existing practices to 
uncover potentially 
exclusionary norms.

Don’t just gather metrics—go behind 
the numbers to explore what’s really 
going on. Ask employees (through 

surveys, focus groups, and inter-
views) how programs and policies 
really affect how they feel about 

their daily work lives.
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INCLUSIVE BEHAVIOURS SELF-ASSESSMENT/ACTION PLAN 

Below is a list of actions that you can take to role-model inclusive behaviours within your organization. For each 
action, circle "Yes" if you are already taking it, and "No" if you are not. Put a check mark next to one or two 
actions that you would like to focus on going forward. On personal reflection, consider how you will change your 
answer for those actions from a "No" to a "Yes." 

I pay attention to the subtle ways that people are excluded.  YES NO 

I reflect on the root causes of why I might have a disconnection with someone.  YES NO 

I examine why my workgroup isn’t more diverse.  YES NO 

I pay attention to how my diverse colleagues might be judged by different standards 

(e.g., promotion criteria based more on potential for men and more on demonstrated 

achievement for women; marital/parental status being considered in personnel 

decisions concerning female but not male candidates).  

YES NO 

I talk to diverse colleagues about their experiences of exclusion in the workplace.  YES NO 

I give “face-time” to those who are outside of my usual network.  YES NO 

I support those who challenge stereotypes.  YES NO 

I build trust with people who are different from me.  YES NO 

I build a culture of feedback around myself—I ask for and give feedback regularly.  YES NO 

I include people different from myself in my professional network.  YES NO 

I mentor and/or sponsor someone who is different from me.  YES NO 

I accept that inclusion is part of my responsibility.  YES NO 

I do not laugh or tell jokes that exclude people.  YES NO 

I do not use terms that demean or otherwise diminish colleagues.  YES NO 

I confront others who use terms that demean or diminish colleagues.  YES NO 

I think about who I pick for hot jobs.  YES NO 

I consider giving people who might be the “unusual suspects” hot jobs.  YES NO 

I take responsibility for my own learning. I don’t rely on diverse colleagues to teach me 

about inequality. I use my own observation and fact-finding skills. 

YES NO 

I speak up if I observe bias. YES NO 

I make sure that I rotate who does administrative tasks on my team so tasks are not 

consistently delegated to the same people. 

YES NO 

I speak up if I notice assumptions are being made about my colleagues’ needs, work 

interests, and competencies (e.g., she won’t want to relocate because she has a 

young child, he doesn’t need work-life flexibility, she doesn’t really want to be on the 

fast track). 

YES NO 

If I notice people being excluded from conversations or decision-making processes in 

which they should be involved, I include them. 

YES NO 

I am a role model for others on how to work effectively across difference. YES NO 

I lean into uncomfortable conversations to move past discomfort. YES NO 

I tell other people about my commitment to inclusion. YES NO 

I make sure to give credit where credit is due. I don’t allow people to be invisible. YES NO 

I talk to others about the costs of not having an inclusive workplace. YES NO 

If my workgroup is diverse, I try to understand why and spread the news. YES NO 

I let my peers know about a diverse leader I admire. YES NO 



Inclusive Behaviours ACTION Plan Worksheet 
 
We must not, in trying to think about how we can make a big difference ignore the small daily differences we 
can make which, over time, add up to big differences that we often cannot foresee. 
-Marion Wright Edelman 
 
 
Step 1 Empowerment  
When we communicate effectively, avoid disparaging comments, encourage team members and help them to 
excel. 
 
Identify a way that you can practice empowering others in an upcoming event (meeting, project, 
collaboration, interaction, etc.) What will you do and how will you do it? 
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________ 
 
 
 
 
Step 2 Accountability  
Believing and demonstrating confidence in one and other holding ourselves and others responsible for what 
we can control. 
 
Take a moment to consider HOW you will be accountable to your plan.  What specific things will you do to 
ensure you are successful?  
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________ 
 
 
 
 
 
 

 



 
Step 3 Courage  
People who leverage courage aren’t afraid to uphold their principles and stand up for their team members—
even if it means taking a personal risk. 
 
Consider whether there ways that you could make your plan more courageous.  Would you do something 
different than you originally planned?  
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________ 
 
 
 
 
 
Step 4 Humility  
When we leverage humility, we admit our mistakes, seek to learn from them, and are open to other points of 
view. We realize that diverse perspectives yield better results. 
 
Review your final plan through the lens of humility and consider “How can you ensure you are creating an 
environment where others are receiving what they need/want rather than what you believe they need?” 
 
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________ 
 
 
 
Sometimes we hear these stories about the things people are doing that are so big that we 
think to make a difference we must do things to this scale…. Individually in everyday 
interactions in TINY MOMENTS we can make big differences. 
-John Amaechi 
 
 

 



Red Chair Creating Clarity from Within is a self-paced, online course where you will
Step into courageous curiosity to clarify some of your assumptions and beliefs
Explore your strengths, experiences and resources you can use to create change
Create a plan that leverages your unique skills, experiences, and connections, empowering you to 
act with clarity, courage, and confidence 

Work through the course on your own or create a group within your organization to learn from and 
support one another. Contact Shannon to add coaching conversations to deepen your exploration.

Created and facilitated by:
Shannon Leppky. M.Ed., Certified Professional Coach, Certified in Equine Facilitated Learning & 
Coaching 

Founder, Lead Coach, & Lead Mare @ Red Chair Coaching & Red Chair Ranch

Click Creating Clarity from Within. Use the code QNET20 until June 15th and receive 10% off. 
You can come back to this course as many times as you like.

For more information on Red Chair Coaching, contact Shannon at  shannon@redchaircoaching.com
Or visit redchaircoaching.com

Clarity on our assumptions and beliefs about ourselves, and others, is the first step to contributing to a 
world where everyone feels like they belong. 

https://soundstrategy.mykajabi.com/creatingclarity
redchaircoaching.com
https://www.redchaircoaching.com/
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