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Evidence-Based Tips, Strategies, and Takeaways 
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Multiple evidence-based strategies employed by multiple people with varying degrees of control over organizational decision-making are 

instrumental to leading diversity effectively in organizations.  In this document, I offer a variety of research-supported strategies that individual 

contributors, manager/leaders, and senior managers/executives can use to improve diversity and inclusion in their organizations. There is also a 

pretty extensive bibliography following the table. 

 

Topic 

 

What can I do as a human/ 

organizational member/ 

individual contributor? 

 

What can I do as a manager/leader? What can I do as a senior 

manager/executive? What can 

we do as an organization? 

INTRO TO LEADING DIVERSITY IN ORGANIZATIONS 

Intro to diversity and 

inclusion 

 

 

 

 

 

 

 

 

 

 

 

 

- Provide your input on norms 

and strategies for engaging in 

group conversations across 

difference and co-create a safe 

space for these discussions. 

- Co-create with subordinates the norms 

and strategies you will use to engage in 

more effective group conversations 

across difference. Create safe space for 

these discussions by adopting a 

facilitative role. 

 

- Recognize that the success of 

any diversity and inclusion 

initiative must start from the top. 

Without executive level buy-in 

and public support, the 

initiative(s) will likely fail to 

achieve intended objectives. 

 

- Develop and support facilitated 

safe spaces for employees to 

engage in conversations about 

diversity, inclusion, and their 

experiences in the company. 

Some spaces should be targeted to 

specific groups and their allies 

and others should be open to 

broader audiences for a discussion 

of wide-ranging issues and 

opportunities. 

mailto:sjcreary@wharton.upenn.edu


2 
©2021 by Stephanie J. Creary.  sjcreary@wharton.upenn.edu  

Paradigms for 

engaging a diverse 

workforce 

 

 

 

 

 

 

 

- Educate yourself on your 

organization’s diversity 

paradigm.  Question 

inconsistencies between what is 

practiced and what is preached 

when it comes to diversity and 

inclusion in your organization. 

 

-  Ask your friends/co-workers 

about themselves and their 

experiences in the organization. 

Use what you’ve learned to 

improve how you engage with 

them and others who are 

different from you. 

- Co-create with subordinates several 

norms and strategies for engaging in 

group conversations across difference. 

Create safe spaces for these discussions. 

 

- Suggest alternative paradigms for 

managing diversity when the existing 

one(s) do not seem to be resolving the 

issue(s) 

 

- Meet with your subordinates 

informally and formally to gain their 

perspectives on the company’s approach 

to diversity and their experiences 

working in the company.  Keep notes 

and report their experiences back to the 

company as evidence for the need to 

change the approach or persist with the 

current approach.  

 

 

 

 

- Use clear and consistent criteria 

and language to define the 

approach to diversity your 

organization is taking. Is it 

focused on  

equity and fairness, accessing 

new markets, and/or learning 

from diversity to make employees 

and the organization more 

effective? 

 

- Be transparent about the 

approach. Explain the potential 

value this approach has for 

employees and for the larger 

organization while also 

acknowledging the difficult road 

ahead and the organization’s 

openness to feedback. Consider 

evolving the approach as new 

information is gained and new 

opportunities are sought for 

managing diversity and inclusion. 

Social identity 

differences 

 

 

 

 

 

 

 

 

 

 

 

- Reflect on your own identities 

and how they influence the 

choices you have made about 

your career, your hobbies, and 

your dreams. Help others to 

understand who you are and 

what motivates you. 

 

- Get to know more about others’ 

identities including your 

manager’s identities – regardless 

of whether they seem similar to 

or different from your own. 

- Avoid defining employees solely in 

terms of overly simplistic demographic 

categories.  Recognize that many people 

want to be known and understood for 

their multiple identities and in terms of 

what makes them unique/distinct from 

other people. 

 

- Get to know your subordinates on a 

real level as real people with real 

emotions. How would they like to be 

identified/defined? How much would 

they like to incorporate their non-work 

- Add language around “multiple 

identities/intersectionality” to 

diversity and inclusion statements 

that are concerned with 

individuals’ backgrounds, 

experiences, and perspectives.  

Most people want to be known 

and understood in more complex 

ways than organizations currently 

enable.  

 

- Collect and analyze workforce 

and talent management data with 
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Social identity 

differences 

(continued) 

Invite someone who seems 

different from you to lunch.  

Aim for achieving an 

understanding of their 

experience - not for the purpose 

of creating the sense that we’re 

all the same or erasing your 

differences.  

 

- Reflect on how you would like 

to present yourself at work.  Are 

there certain identities you want 

to include or exclude? Does that 

depend on the person with whom 

you are engaging? Does that 

depend on the situation?  

 

- When there is a disconnect 

between your desired self-

presentation and what your 

organization prefers, figure out a 

strategy that works best for you: 

Segment and assimilate? 

Integrate and validate? Seek 

“cultural fit”?  

selves into their work?  How much 

would they like separation?  Find out 

what you can do as a manager to help 

them present as authentically/true to self 

as is meaningful for them at work. 

 

- Become more knowledgeable about 

potential differences in experiences 

facing those with highly visible, 

marginalized identities vs. those with 

less visible, marginalized identities.  Ask 

them what they think can be done in 

your workplace to improve their 

experiences. 

 

multiple identities/ 

intersectionality in mind.  Ideally, 

data are both quantitative and 

qualitative.  

 

- Recognize that authenticity 

means different things to different 

people.  Some people want to be 

their “true selves” across context 

and situation including in the 

workplace.  Others are happy 

presenting only their work selves.  

Help employees to understand 

your perspective on authenticity 

at work and make sure that you 

are not creating situations where 

the expression (or lack thereof) of 

some identities and experiences 

are more valued than others. 

 

 

 

 

EQUITY AND FAIRNESS 

Meritocracy and 

privilege 

 

 

 

 

 

 

 

 

- Recognize that everyone 

experiences disadvantage and 

privilege in some way at work 

and/or in life. Disadvantage and 

privilege can be acquired at birth 

or later in life. Be an ally to 

others who are less privileged on 

some dimension – chances are 

that they will reciprocate and 

help you out or pay it forward. 

- Set clear criteria and rewards for your 

subordinates. Make sure you are 

rewarding people similarly for the same 

performance on the same criteria.   

 

- Remove language about “cultural fit” 

from talent management and 

performance evaluation processes. 

 

 

- Promote organizational 

accountability and transparency in 

performance management 

processes and criteria, outcomes, 

and audiences.  Assign clear roles 

and responsibilities and determine 

what should be transparent to 

whom through which 

mechanisms. 
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Meritocracy and 

privilege 

(continued) 

 

 

 

- Remove language about 

“cultural fit” from talent 

management and performance 

evaluation processes.  

 

-  Grant higher authority, power, 

and status for diversity leaders 

and diversity recruitment 

programs in order to assist with 

the decision-making process of 

recruiting candidates. Encourage 

greater collaboration between 

diversity leaders and hiring 

managers. 

 

Discrimination, bias, 

and equality of 

opportunity 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

- Acknowledge your overt 

biases.  Become more aware of 

your unconscious biases. 

Consider situations where they 

might/can inhibit your success or 

others’ success.  

 

- Speak with underrepresented 

employees about the company 

you are interested in before the 

interview and before joining the 

company. Learn their 

perceptions of both the 

opportunities and the challenges 

in that company as they pertain 

to each dimension of the talent 

management process (recruit, 

select/hire, retain, develop, 

promote). If hired, recruit these 

employees as mentors and allies. 

 

- Write gender neutral, gender balanced, 

inclusive job ads that focus on objective 

job requirements.  

 

- Have interested candidates meet with a 

diverse group of employees to help the 

job candidate gain better insights into 

the company culture and to help the 

employees gain better insights into the 

candidate.  

 

- Engage in structured interview 

practices.  Ask the same questions of 

every job candidate and ask others to do 

the same.  

 

- Adopt a growth mindset. Mentor 

people from both underrepresented and 

majority groups.  Offer both career 

advice and psychosocial support. 

  

- Invest in human resource tools 

and systems designed to de-bias 

the talent management process. In 

terms of the hiring process, 

correcting for bias in job ads, 

resume screening, and 

interviewing procedures may be 

especially helpful for recruiting 

from a more diverse candidate 

pool and selecting/hiring a 

broader range of employees. 

Consider writing inclusive job 

descriptions, conducting blind 

resume reviews, conducting 

structured interviews, and 

engaging in data-driven hiring. 

  

- Adopt a growth mindset. 

Conduct broad and diverse 

candidate searches. See the 

potential in a wide range of 
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Discrimination, bias, 

and equality of 

opportunity 

 (continued) 

 

 

 

 

 

 

 

 

- Seek mentors from both 

underrepresented and majority 

groups in and outside of your 

company to help you see the 

potential in yourself and in 

others. 

 

- Know that even though you 

may not have experienced bias 

or discrimination in that 

organization, recognize that 

others may have.  Be supportive 

if someone else discloses this 

sensitive information to you and 

encourage them to seek advice 

from a trusted mentor. 

 

-  Get to know the equal 

opportunity employment 

regulations and policies in the 

countries and companies where 

you will be working.  

 

- Get involved in grassroots 

initiatives either at work or 

outside of work designed to 

increase equality of opportunity 

for all.  

 

- Engage in data-driven/evidence based 

talent management practices starting by 

defining the real criteria for success in 

the role. 

 

- As a mentor, help your mentees 

understand when and whether they need 

to adjust their work styles, patterns, etc. 

as they seek positions of greater 

responsibility and leadership. 

 

employees as leaders. Base the 

criteria not solely on a fixed set of 

characteristics such as education 

and pedigree but also on more 

growth and strengths oriented 

criteria such as potential, 

capacity, and passion for learning. 

 

- Create a repository of resources 

for employees related to 

employment policies and 

legislation in geographies around 

the world to help them understand 

their rights and how those might 

change in different geographic 

contexts.  Consider how the 

company might adopt policies for 

which there is no legal mandate 

but might help the company to 

better manage its workforce and 

develop its talent (e.g., paid 

parental leave). 

 

Integrating a cross-

cultural and global lens 

 

 

 

 

- Know that geographic context 

matters.  What might be fine 

behavior in one 

country/geographic location 

might be highly problematic in 

- Balance mandates (i.e., “sticks”) and 

incentives (i.e., “carrots”) when trying to 

motivate support for diversity and 

inclusion initiatives.  

 

 

- Balance mandates (i.e., “sticks”) 

and incentives (i.e., “carrots”) 

when trying to motivate support 

for diversity and inclusion 

initiatives.  
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Integrating a cross-

cultural and global lens 

(continued) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

another (e.g., “mandates” vs. 

“encouragement”).  

- Be courageous when engaging 

in cross-cultural and global 

situations – engaging with the 

unknown can be anxiety-

provoking but keep your eyes on 

the “pros” as much as you are 

keeping them on the “cons” and 

what may seem uncomfortable 

(or impossible). 

 

- Be curious and open to 

continuous learning from others 

who are culturally different from 

you. 

 

- Get involved in your 

company’s diversity and 

inclusion initiatives.  While “top-

down” support is important, 

“bottom-up” engagement is also 

critical. No part is too small or 

too insignificant (even if that 

part is as an audience member!) 

 

 

-  Engage employees in constructing 

diversity initiatives and programs – 

experts and non-experts.  They will 

more likely support what speaks to their 

own needs.  Appealing to the interests of 

multiple groups vs. one core group can 

be better in the long-run – wider spread 

and more lasting change. 

 

- Don’t give up on radical cultural 

change initiatives just because there is 

resistance.  Integrate feedback from 

those who are uncertain, ambivalent, 

indifferent, or do not agree with the 

approach, regroup, and push 

ahead/persevere.  

 

    

- While the company’s 

perspective on diversity should 

evolve and become more complex 

in the global context to account 

for the needs of different 

audiences, be careful not to dilute 

messages related to “equity and 

fairness” in service of messages 

around “growth opportunities” 

and “inclusion.” A “both/and” 

approach can maximize the level 

and extent of support for a 

message that is much more 

multifaceted (i.e., “employee and 

market development that helps 

employees and organizations 

learn from diversity and become 

more effective”). 

 

- Reward and support employees 

who are committed to cross-

cultural and/or continuous 

learning. 

 

- Invest in resources that will help 

employees become more 

proficient in non-native 

languages. 
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LEARNING AND INTEGRATION 

Building effective work 

relationships across 

difference 

 

 

 

 

 

 

 

 

 

 

 

 

- Practice using empathetic 

statements in your interactions 

with others: “That must’ve been 

very frustrating.” 

 

-Help someone who is different 

from you. “Let me know if I can 

help.” 

 

- Engage constructively 

whenever you perceive that 

someone has assaulted your 

identity in some way. 

 

-Look for ways to utilize and 

learn from differences. “That’s 

different. How do you think we 

could incorporate that?” 

 

- Seek international assignments 

and learn the local language and 

customs, even if this scares you. 

 

-Establish team norms for approaching 

differences as an opportunity for 

learning 

 

-Get to know your subordinates as 

“people” (but respect boundaries that 

people may have) 

 

-Encourage team members to build high 

quality connections 

 

- Build community/service mindset in 

teams. Engage subordinates in different 

activities designed to help them to build 

more effective work relationships across 

difference. 

- Implement diversity training 

focused on building effective 

relationships across difference. 

 

-Reward helping behavior. 

 

-Create initiatives focused on 

building a culture of empathy, 

emotional intelligence, and high- 

quality connections 

 

- Create different initiatives 

focused on learning from 

multicultural experiences – these 

can in-person or virtually.  

 

Inclusion in 

organizations 

 

 

 

 

 

 

 

 

 

 

- Invite people who are typically 

not included in the social events 

and diversity initiatives that you 

attend or organize to attend those 

events  

 

- Find opportunities to develop 

your ability to see the world 

through others’ cultural frames 

(e.g., via conversations, 

attending events, reading) 

 

- Invite people who are typically not 

included in social events and diversity 

initiatives that you attend or organize to 

attend those events 

 

- Give meaningful and constructive 

feedback to all subordinates.  

 

- Pay attention to who is “in” and “out” 

of the group.  Meet with both groups 

individually and understand their 

- Create data-driven and targeted 

diversity and inclusion strategies 

aimed at addressing firm-specific 

challenges and opportunities 

 

- Create diversity councils, 

working groups, resource groups, 

etc. that allow employees and 

managers at all levels to discuss 

diversity and inclusion issues 

facing employees at the firm 
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Inclusion in 

organizations 

(continued) 

- Ask for constructive feedback 

from different managers and 

mentors  

 

- Learn the art of developing 

relationships across difference – 

don’t wait for mentors to seek 

you out.  

 

experiences.  Pair members from both 

groups on projects. 

- Create full cycle talent 

management approaches that are 

linked to diversity: recruitment is 

important and so is retention! 

 

- Define and reward “excellent” 

managers. 

 

Creativity and 

innovation in diverse 

organizations 

-Find ways to gain multicultural 

experiences. Understand and 

accept the connection to both 

belong and be different in these 

situations. 

 

-Create teams that are diverse on at least 

one dimension. 

 

-Provide diverse teams with the 

freedom/autonomy, resources, 

encouragement, recognition and reward, 

sufficient time, challenge, and sense of 

urgency to generate new ideas.  

 

-Create a culture that encourages 

collaboration and coordination 

across difference. 

 

-Instill a sense of urgency for 

creativity and innovation. 

 

-Reward creativity and 

innovation. 

 

Leading diversity in 

organizations 

- Enroll in evidence-based 

diversity and inclusion training 

and courses. Attend and organize 

events related to diversity and 

inclusion. Bring a friend! 

 

- Create informal and formal 

networks of support that you can 

enlist to help you and others lead 

diversity in organizations.  

 

- Attend and organize evidence-based 

events and training related to diversity 

and inclusion. Reward subordinates for 

attending. 

 

 

- Devote resources to evidence-

based diversity and inclusion 

training, courses, and events. 

Hold all leaders accountable to 

attending, organizing, and 

supporting these events. Conduct 

qualitative and quantitative 

research to understand what 

effect, if any, these are having on 

your workforce. 
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Link: https://one.npr.org/?sharedMediaId=495056618:495232574 

Length: 33:06 

Transcript Available: No 

General topic: How Cathy Hughes built her broadcasting company 

Differences highlighted: None 

 

Podcast: Women at Work 

Link: https://hbr.org/2018/01/podcast-women-at-work 

Episodes 

- Managing Parental Leave 

- Let’s Do Less Dead-End Work 

- The Advice We Get and Give 

- Work After #MeToo 

- Mind the (Wage) Gap 

- Lead with Authenticity 
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Link: https://hbr.org/podcast/2019/05/theres-more-to-gender-than-man-and-woman 

Length: 48:06 

Transcript Available: Yes 

General topic:  We talk about the problems the gender binary causes at work and get advice on how to 

support transgender and nonbinary colleagues 
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Podcast: LaDonna 

Link: https://www.thisamericanlife.org/647/ladonna 

Length: 63:07  

Transcript Available: Yes 

General topic: Sexual harassment  

Differences highlighted: Gender 

 

Podcast: Five Women 

Link: https://www.thisamericanlife.org/640/five-women 

Length: 78:23 

Transcript Available: Yes 

General topic: Varying degrees of sexual harassment of five different women by the same man 

Differences highlighted: None 

 

Podcast: Mind the (Wage) Gap 

Link: https://hbr.org/podcast/2018/02/mind-the-wage-gap 

Length: 44:16 

Transcript Available: Yes 

General topic: Effect of age on the gender wage gap 

Differences highlighted: Gender 

 

Podcast: Let’s Do Less Dead-End Work 

Link: https://hbr.org/podcast/2018/09/lets-do-less-dead-end-work.html 

Length: 46:38 

Transcript Available: Yes 

General topic: Why women (espec women of color) do tasks that wont show off our skills or get us 

promoted, and how that slows down our career advancement and makes us unhappy at work 

Differences highlighted: Gender 

 

Podcast: America’s Secret Caste System 
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Length: 1:45:28 

Transcript Available: No 

General topic: Social class in America 

Differences highlighted: Income, Class, Environment we were raised 

 

Podcast: The True Story of the Gender Pay Gap 

Link: http://freakonomics.com/podcast/the-true-story-of-the-gender-pay-gap-a-new-freakonomics-radio-

podcast/  

Length: 43:27 

Transcript Available: No 

General topic: Explanations for gender pay gap  

Differences highlighted: Gender pay gap 

 

Podcast: #AirbnbWhileBlack: How Hidden Bias Shapes the Sharing Economy 

Link: https://www.npr.org/2016/04/26/475623339/-airbnbwhileblack-how-hidden-bias-shapes-the-

sharing-economy 
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Transcript Available: Yes 
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Length: 20:39 

Transcript Available: yes 

General topic: implicit biases, inappropriate jokes  
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Link: https://hbr.org/ideacast/2019/08/how-african-americans-advance-at-work-and-what-organizations-

can-do-to-help 

Length: 24:09 

Transcript Available: Yes 

General topic: Laura Morgan Roberts, says that organizations are still falling short on promoting racial 

diversity, particularly in their most senior ranks. 

Differences highlighted: Race 

 

Podcast: Fixing Tech’s Gender Gap 

Link: https://hbr.org/ideacast/2019/02/fixing-techs-gender-gap 

Length: 24:41 

Transcript Available: Yes 

General topic: Reshma Saujani, is on a mission to get more young women into computer science-yet 

men still dominate the tech industry. 

Differences highlighted: Gender 

 

Podcast:  When Men Mentor Women 

Link:  https://hbr.org/ideacast/2018/10/when-men-mentor-women 

Length: 22:05  

Transcript Available: Yes 

General topic: David Smith and Brad Johnson, argue that it is vital for more men to mentor women in 

the workplace. 
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Differences highlighted: Gender 

 

Podcast: Melinda Gates on Fighting for Gender Equality 

Link: https://hbr.org/ideacast/2019/10/melinda-gates-on-fighting-for-gender-equality 

Length: 34:04 

Transcript Available: Yes 

General topic: Melinda Gates, is committing $1 billion over the next ten years to advance gender 

equality. 

Differences highlighted: Gender 

 

Podcast: We Deserve Better Than ‘Attagirl’ 

Link: https://hbr.org/podcast/2018/10/we-deserve-better-than-attagirl  

Length: 40:27 

Transcript Available: Yes 

General topic: Bias in feedback 

Differences highlighted: Gender 

 

Integrating a cross-cultural and global lens 

 

Gillett, A and Depositario, D.P.T., 2017 March 1. Power, Individualism and Indulgence: How to 

Leverage Cultural Factors in Entrepreneurship Training. Next Billion. https://nextbillion.net/power-

individualism-and-indulgence-how-to-leverage-cultural-factors-in-entrepreneurship-training/ 

 

Hofstede, G., 1984. Culture's consequences: International differences in work-related values. Hofstead 

Insights. (Vol. 5). sage. https://www.hofstede-insights.com/product/compare-countries/ 

Mor Barak, M. E. 2017. Managing diversity: Toward a globally inclusive workplace. Sage Publications 

Incorporated: Los Angeles.  

 

Neeley, T. 2013. Englishnization at Rakuten (A).  Harvard Business School Case. 

https://cb.hbsp.harvard.edu/cbmp/product/412002-PDF-ENG  

 

Neeley, T. 2017. The language of global success. Princeton University Press: New Jersey. 

 

Nishii, L.H., 2013. The benefits of climate for inclusion for gender-diverse groups. Academy of 

Management Journal, 56(6), pp.1754-1774. 

 

Nishii, L.H. and Özbilgin, M.F., 2007. Global diversity management: towards a conceptual 

framework. The International Journal of Human Resource Management, 18(11), pp.1883-1894. 

 

Podcast: Why listening and learning come before strategy 

Link: https://knowledge.wharton.upenn.edu/article/leading-diversity-listening-learning-before-strategy/  

Length: 44:09 

Transcript Available: Yes 

General topic: creating diversity strategy 

Differences highlighted: race, global context 

 

Podcast: Three Steps for Creating a More Equitable Workplace 

Link: https://knowledge.wharton.upenn.edu/article/three-steps-for-creating-a-more-equitable-workplace/  

Length: 37:30 
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Transcript Available: Yes 

General topic: Leading change effectively 

Differences highlighted: race, general diversity 

 

Building effective work relationships across difference 

 

Bezrukova, K., Jehn, K.A. and Spell, C.S., 2012. Reviewing diversity training: Where we have been and 

where we should go. Academy of Management Learning & Education, 11(2), pp.207-227. 

 

Bezrukova, K., Spell, C.S., Perry, J.L. and Jehn, K.A., 2016. A meta-analytical integration of over 40 

years of research on diversity training evaluation. Psychological bulletin, 142(11), p.1227. 

 

Bourke, J. 2011. Creating the ‘light bulb’ moment: Unconscious bias leadership awareness training at 

Freehills. Deloitte University: https://www2.deloitte.com/au/en/pages/human-capital/articles/creating-

light-bulb-moment.html  

 

Brett, J., Behfar, K. and Kern, M.C., 2006. Managing multicultural teams. Harvard Business 

Review, 84(11). 

 

Creary, S.J., 2020, July 8. How to Be a Better Ally to Your Black Colleagues. Harvard Business Review. 

https://hbr.org/2020/07/how-to-be-a-better-ally-to-your-black-colleagues?ab=hero-main-image  
 

Cose, E. 2011.  Appendix: Top 10 Rules of Success, in The End of Anger: A New Generation’s Take on 
Race and Rage. Ecco/HarperCollins. 

 

Dobbin, F. and Kalev, A., 2016. Why diversity programs fail. Harvard Business Review, 94(7), p.14. 

 

Dutton, J.E., 2003. Energize your workplace: How to create and sustain high-quality connections at 

work (Vol. 50). John Wiley & Sons. 

 

Dutton, J.E. and Heaphy, E.D., 2003. The power of high-quality connections. Positive organizational 
scholarship: Foundations of a new discipline, 3, pp.263-278. Barrett-Kohler. 

 

Dutton, J.E., Workman, K.M. and Hardin, A.E., 2014. Compassion at work. Annual Review of 

Organizational Psychology and Organizational Behavior, Vol. 1: 277-304. 

 

Ely, R.J., Meyerson, D.E. and Davidson, M.N., 2006. Rethinking political correctness. Harvard Business 

Review, 84(9), p.78. 

Empathy video: https://www.youtube.com/watch?v=1Evwgu369Jw    

 

Goleman, D. 1998. What makes a leader? Harvard Business Review, Reprinted January 2004. 

 

Johnson, W. 2016. Building rapport across cultures. https://hbr.org/2016/05/building-rapport-across-

cultures    

 

Murphy, Wendy. 2019, March 15. Advice for Men Who Are Nervous About Mentoring Women. Harvard 
Business Review. https://hbr.org/2019/03/advice-for-men-who-are-nervous-about-mentoring-

women?autocomplete=true 
 

Polzer, J.T., Vargas, I. & Elfenbein, H. Henry Tam and the MGI Team. 

https://cb.hbsp.harvard.edu/cbmp/product/404068-PDF-ENG   
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Tropp, L.R. & Godsil, R.D. 2015. Overcoming implicit bias and racial anxiety. The Society for the 

Psychological Study of Social Issues: https://www.psychologytoday.com/blog/sound-science-sound-

policy/201501/overcoming-implicit-bias-and-racial-anxiety  

 

Zou, J & Schiebinger, L. 2018, July 18. AI can be sexist and racist — it’s time to make it fair. 
https://www.nature.com/articles/d41586-018-05707-8   

 

 

Podcast: The 2 Types of Respect Leaders Must Show 

Link: https://hbr.org/ideacast/2018/07/the-2-types-of-respect-leaders-must-show.html 

Length: 21:57 

Transcript available: Yes 

General topic: Misalignment of understanding of ‘respect’ between employer/employee and the effect 

that has on workplace performance / morale 

Differences highlighted: expectations as a manager v expectations as an employee  

 

Podcast: Make Yourself Heard 

Link: https://hbr.org/podcast/2018/01/make-yourself-heard 

Length: 44:34 

Transcript Available: Yes 

General topic: Aspects of communication that vary among men and women 

Differences highlighted: Gender 

 

Podcast: The Advice We Get and Give 

Link: https://hbr.org/podcast/2018/03/the-advice-we-get-and-give 

Length: 64:06 

Transcript Available: Yes 

General topic: Advice women get/give 

Differences highlighted: Gender, sort of 

 

Podcast: #MeToo with Ashley Judd, Ronan Farrow and Tarana Burke 

Link:https://www.ted.com/talks/worklife_with_adam_grant_metoo_with_ashley_judd_ronan_fa 

rrow_and_tarana_burke/transcript?referrer=playlist-worklife_with_adam_grant 

Length: 36:14 

Transcript Available: Yes 

General topic:  

Differences highlighted: Teaches women how to speak up and men how to deal with feeling 

uncomfortable w/ women 

 

Podcast: Improving Civility in the Workplace 

Link: https://hbr.org/ideacast/2018/12/improving-civility-in-the-workplace 

Length: 25:22  

Transcript Available: Yes 

General topic:  Krista Tippett, believes we are in the middle of a big shift in the workplace.  

Differences Highlighted: Hierarchal, Race 

 

Podcast: Sisterhood is Trust 

Link: https://hbr.org/podcast/2019/06/sisterhood-is-trust 

Length: 38:06 

Transcript Available: Yes 
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General topic: Two researchers share findings from their recent survey about emotional vulnerability in 

the workplace. 

Differences highlighted: Race, Nationality, Social Class 

 

Podcast: Why Things Aren’t Better, Yet 

Link: https://hbr.org/podcast/2019/06/why-things-arent-better-yet 

Length: 50:21 

Transcript Available: Yes 

General topic: Tools for needing the skills and confidence to respond to and prevent inappropriate 

behavior at work 

Differences highlighted: Sexual Harassment 

 

Podcast: Sisterhood is Power 

Link: https://hbr.org/podcast/2018/11/sisterhood-is-power 

Length: 51:48 

Transcript Available: Yes 

General topic: We talk through best practices for listening to, learning about, and advocating for women 

who are different from us.  

Differences highlighted: Race, Sexuality 

 

Podcast: Sisterhood is Scarce 

Link: https://hbr.org/podcast/2018/11/sisterhood-is-scarce 

Length: 56:08 

Transcript Available: Yes 

General topic: We talk about the very different experiences and professional relationships black and 

white female managers had in 1970s and 1980s corporate America, and how workplace sisterhood is still 

in short supply. 

Differences highlighted: Race, Sexuality 

 

Podcast: Why Inclusion Starts in the C-suite 

Link: https://knowledge.wharton.upenn.edu/article/why-inclusion-starts-in-the-c-suite /  

Length: 41:22 

Transcript Available: Yes 

General topic: senior leaders accountable for diversity work 

Differences highlighted: race 

 

Inclusion in organizations 

 

Bourke, J., Wakefield, N., Smith, C., & Stockton, H. 2014. From diversity to Inclusion. Deloitte 

University Press: https://www2.deloitte.com/global/en/pages/human-capital/articles/diversity-to-

inclusion.html  

 

Bourke, J and Espedido, A., 2019, March 29. Why Inclusive Leaders are Good for Organizations, and 

How to Become One. Harvard Business Review. https://hbr.org/2019/03/why-inclusive-leaders-are-good-

for-organizations-and-how-to-become-one 

 

Dutton, J.E., Workman, K.M. and Hardin, A.E., 2014. Compassion at work. Annual Review of 

Organizational Psychology and Organizational Behavior, Vol. 1: 277-304. 

 

Ferdman, B. 2017. Paradoxes of inclusion: Understanding and managing the tensions of diversity and 

multiculturalism. The Journal of Applied Behavioral Science, 52(3), 235-263.   
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Ferdman, B. M. & Deane, B. R. (Eds.). 2014. Diversity at work: The practice of inclusion. San 

Francisco: Jossey-Bass. 

 

Heath, Kathryn & Wensil, B. F., 2019, September 6.  To Build an Inclusive Culture, Start with Inclusive 

Meetings. Harvard Business Review. https://hbr.org/2019/09/to-build-an-inclusive-culture-start-with-

inclusive-meetings 

 

Kamouri, A. & Lister, K., 2020. Global Work From Home Experience Survey. Iometrics & Global 

Workplace Analytics. 

 

Lever, 2017. The diversity and inclusion handbook: https://www.lever.co/blog/the-diversity-and-

inclusion-handbook  

 

Maitland, A. & Steele, R. 2020. INdivisible: Radically Rethinking Inclusion for Sustainable Business 

Results.  

 

Mor Barak, M. E. 2017. Managing diversity: Toward a globally inclusive workplace. Sage Publications 

Incorporated: Los Angeles.  

 

Nishii, L.H., 2013. The benefits of climate for inclusion for gender-diverse groups. Academy of 

Management Journal, 56(6), pp.1754-1774. 

 

Roberts, L.M., Mayo, A.J., & Thomas, D.A.  2019. Race, Work, and Leadership: New Perspectives on 
the Black Experience.  Harvard Business Review Press.  

Shore, L.M., Randel, A.E., Chung, B.G., Dean, M.A., Holcombe Ehrhart, K. and Singh, G., 2011. 

Inclusion and diversity in work groups: A review and model for future research. Journal of 

Management, 37(4), pp.1262-1289. 

 

 

Creativity and innovation in diverse organizations 

 

Amabile, T. M. 1988. A model of creativity and innovation in organizations. Research in Organizational 

Behavior, 10(1), 123-167. 

 

BCG Global Diversity Survey 2018. Fixing the Flawed Approach to Diversity.  BCG.com  

https://www.bcg.com/publications/2019/fixing-the-flawed-approach-to-diversity.aspx?redir=true 

 

Edmondson, A., 1999. Psychological safety and learning behavior in work 

teams. Administrative science quarterly, 44(2), pp.350-383. 

 

Jang, S., 2017. Cultural brokerage and creative performance in multicultural teams. Organization 

Science, 28(6), pp.993-1009. 

 

Milliken, F.J. and Martins, L.L., 1996. Searching for common threads: Understanding the multiple effects 

of diversity in organizational groups. Academy of Management Review, 21(2), pp.402-433. 

 

Phillips, K. W. 2014. How diversity makes us smarter, Scientific American, 311 (4). Available 

online at http://www.scientificamerican.com/article/how-diversity-makes-us-smarter  
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Polzer, J.T., Milton, L.P. and Swarm Jr, W.B., 2002. Capitalizing on diversity: Interpersonal congruence 

in small work groups. Administrative Science Quarterly, 47(2), pp.296-324. 

 

Smith, Choueiti, & Pieper, 2016.  Inclusion or Invisbility?  Gender Media, Diversity, & Social Change 

Initiative Institute for Diversity and Empowerment at Annenberg (IDEA) Comprehensive Annenberg 

Report on Diversity in Entertainment.  

https://annenberg.usc.edu/sites/default/files/2017/04/07/MDSCI_CARD_Report_FINAL_Exec_Summary

.pdf 

 

Tadmor, C.T., Satterstrom, P., Jang, S. and Polzer, J.T., 2012. Beyond individual creativity: The 

superadditive benefits of multicultural experience for collective creativity in culturally diverse 

teams. Journal of Cross-Cultural Psychology, 43(3), pp.384-392. 

 

What Google Learned from Its Quest to Build the Perfect Team: 

https://www.nytimes.com/2016/02/28/magazine/what-google-learned-from-its-quest-to-build-the-perfect-

team.html 

 

 

Leading diversity in organizations 

 

Creary, S.J., 2020. How to Elevate Diversity, Equity, and Inclusion Work in Your Organization. 

https://knowledge.wharton.upenn.edu/article/elevate-diversity-equity-inclusion-work-organization/   

 

Creary, S.J., 2020, August 27. “How Company Leaders Can Promote Racial Justice in the Workplace.” 

Strategy + Business. https://www.strategy-business.com/article/How-company-leaders-can-promote-

racial-justice-in-the-workplace?gko=8e2ac    
 

Diversity and Inclusion Professional Education 

- The Conference Board: https://www.conference-board.org/centers/DandI/  

- Society for Human Resources Management: https://www.shrm.org/resourcesandtools/hr-

topics/pages/diversity-and-inclusion.aspx  

- Catalyst: http://www.catalyst.org/  

- Cornell Certified Diversity Professional/Advanced Practitioner: 

https://www.ilr.cornell.edu/human-capital-development/certificates/diversity-and-inclusion-

professionals-certificate  

- Wharton People Analytics Conference: https://wpa.wharton.upenn.edu/conference/  

 

Edwards, M.R. and Edwards, K., 2016. Predictive HR Analytics: Mastering the HR Metric. Kogan Page 

Publishers. 

 

Harvard Business Review articles on diversity: https://hbr.org/topic/diversity  

 

Luca, M. Williams, R., Subramani, G., & Donaker, G. Lessons from Yelp’s empirical approach to 

diversity. Harvard Business Review, September 20, 2017: https://hbr.org/2017/09/lessons-from-yelps-

empirical-approach-to-diversity   

 

Meyerson, D.E., 2008. Rocking the Boat: How Tempered Radicals Effect Change Without Making 

Trouble. Harvard Business Review Press. 

 

Meyerson, D., 2003. Tempered radicals: How everyday leaders inspire change at work. Boston, MA: 

Harvard Business School. 
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Meyerson, D.E. and Scully, M.A., 1995. Crossroads tempered radicalism and the politics of ambivalence 

and change. Organization Science, 6(5), pp.585-600. 

 

Sundmark, L. 2017. Doing HR analytics: A practitioner’s handbook with R examples.  

 

Weick, K.E., 1984. Small wins: Redefining the scale of social problems. American Psychologist, 39(1), 

p.40. 

 

Williams, M. 2017. Numbers only take us so far, Harvard Business Review, November-December 2017. 

https://hbr.org/2017/11/numbers-take-us-only-so-far  

 

 

Podcast: The Secret Recordings of Carmen Segarra 

Link: https://www.thisamericanlife.org/536/the-secret-recordings-of-carmen-segarra 

Length: 62:24 

Transcript Available: Yes 

General topic: Mismanagement within the Fed during 2008 

Differences highlighted: None 

 

Podcast: How Pasta Factory Got People to Show Up for Work 

Link: https://www.npr.org/sections/money/2012/08/10/158565443/how-a-pasta-factory-got-people-to-

show-up-for-work?t=1535126956993 

Length: 7:02 

Transcript Available: No 

General topic: Pasta factory with problem with people skipping work 

Differences highlighted: None 

 

 

Kniffin, K. M., Narayanan, J., Anseel, F., Antonakis, J., Ashford, S. J., Bakker, A. B., ... & Creary, S. J., 

2020. COVID-19 and the Workplace: Implications, Issues, and Insights for Future Research and Action. 

 

Fowler, S., 2017, February 17. Reflecting On One Very, Very Strange Year At Uber. 

https://www.susanjfowler.com/blog/2017/2/19/reflecting-on-one-very-strange-year-at-uber  

 

The Holder Report on Uber. https://assets.documentcloud.org/documents/3863782/The-Holder-Report-

on-Uber.pdf  

 

Solis, M., 2020. Ben & Jerry’s showed America what real corporate activism looked like.  

https://www.huffpost.com/entry/ben-jerry-ice-cream-corporate-activism_n_5f1b11dec5b6296fbf423019  

 

Maqbool, A., 2020, July 9. Black Lives Matter: From Social Media Post to Global Movement. BBC 

News. https://www.bbc.com/news/world-us-canada-53273381  

 

Liptak, A., 2020, June 15. Civil Rights Law Protects Gay and Transgender Workers, Supreme Court 

Rules. New York Times. https://www.nytimes.com/2020/06/15/us/gay-transgender-workers-supreme-
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