
Inclusion Self-Assessment and Action Plan
If you work through the questions below, it will focus your attention on the most important changes you can make in building an inclusive culture in your team. To help you incorporate these into your busy working lives, at the end you are asked to identify a few key actions to begin working on.
Remember:
The Catalyst report ‘Getting Real About Inclusive Leadership’ proposes 4 key qualities/behaviours that help build an inclusive culture. You can see the full report at:
Click Here
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               Leading Inward

Curiosity
· What conscious prejudices do you have?









· Where did the prejudices come from?




· How might they affect your work?


· How can you educate yourself?
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Remember - These are particular characteristics in a person that can trigger a reaction in you e.g. an accent, the way they dress, a hobby, etc. You can be aware that this tends to provoke a negative or positive response, without knowing anything else about the person. If you are not aware of this, you can pre-judge the whole person, based on this one part and the stereotypes that go with it.






Remember – These stereotypes can come from our parents, family, friends, culture and media and from direct personal experience.







Remember – the best way to reduce prejudice is to ensure that your brain’s data base has facts about a person, rather than stereotypes and assumptions. 




Curiosity
· What unconscious biases do you have?
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  Implicit Association Test Results

  Golden Nuggets



· How might they affect your work?



· Inclusion Self-Assessment
On the following page is a template for the Inclusion Self-Assessment. In the left-hand column, write down the initials of your team members. You have room for up to 16 on this sheet. Consider the inclusive behaviours across the top row and score yourself from 1 to 5 (1 is low and 5 is high) for each member of staff. Don’t spend too long thinking about it and go with your first instinct. When you have completed the grid, add up the scores down the right-hand column for each team member and across the bottom row for each behaviour. Do any scores stand out as significantly lower? Is there a reasonable justification for this difference? If not, then you know the staff members and behaviours that deserve particular attention in your work to develop a more inclusive team.
Do you feel brave enough to give one of these to your team members and ask them to score you for each of these behaviours? It could give you valuable guidance on where to focus your efforts.








· Where did the prejudices come from?




· How might this affect your work?


· How can you educate yourself?
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Remember – most of us like to think of ourselves as fair and non-judgemental, but behind this conscious self-image lies a range of unconscious biases that we are less aware of. You can get an insight into these by trying out some Implicit Association Tests (see link below) and looking out for Golden Nuggets (moments when you realise you have made a wrong assumption about someone).




















Implicit Association Test
This is an online test, developed by Harvard University, to identify unconscious biases towards or away from a range of characteristics. Its validity is still the subject of debate, but it can give a useful insight into areas where you need to be particularly careful to reduce potential bias. The book ‘Blindspot’ in the course reading list, charts the development of the IAT.
You can take the tests by clicking the link below. Please note:
· from the dropdown menu, choose the country most relevant you
· you will need to allow good time as you will be asked to do a series of ‘calibration’ tests first
· be prepared to be stressed – it is designed to trigger your chimp!  Click Here
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	TEAM
MEMBER
(initials)
	How well do I know them as a person?
	How much ‘face time’ do I give them? (incl. online)
	How much do I know about their working preferences?
	How likely am I to trust them with an important task?
	How likely am I to ask them for feedback on my leadership?
	SCORE
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Curiosity
· Which Inclusion Nudges can you use? 
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Remember – the video ‘What We Can Do About Unconscious Bias’ and your Leading Inclusive Teams, Module 2 Handbook have a range of different inclusion nudges you can try out to suit your working needs. Experiment with them, find the ones that work for your team, and turn them into new habits.

















Humility
· Have you made any mistakes or wrongly assessed any situations that you could take more responsibility for? What are they and what can you do about them?
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Remember – if you are open and straightforward about your own limitations, as well as your strengths, it helps build trust and psychological safety for your team.

å










Courage
· Are there any non-inclusive behaviours or processes that you are aware of but have avoided challenging? This could be colleagues who say or do things that hurt others or organisational structures / habits that can exclude people because of a particular characteristic. What are they and why are you avoiding them?
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                Leading Outward

Accountability
· Thinking about your responses in the ‘Courage’ section, what actions can you take to put this right and how can you follow it up?








· Who can you get advice from if you need it?

 






















Ownership
· Are there people in your team that you can encourage to take more ownership of their work? What can you do?





 




Remember – if you are less trusting of some members of your team, it is easy for you to hold onto responsibility for their work. This could deprive them of the opportunity to develop and to show you what they can really do – and it can end up overloading you!
















Allyship
· Can you be a better Ally for any of your colleagues? Who are they and what can you do?





 



Remember – being a good ally means actively supporting people who are excluded for whatever reason. This could involve:
· Speaking up – if you witness someone being treated or spoken of unfairly
· Extending opportunities – to help overcome the barriers they may face 
· Challenging the status quo – to ensure that all systems and decision-making processes are equitable


















Your Team Charter
·  What more can you do in using it to develop your team culture? 
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Remember - use inclusion nudges to make conversations and meetings as inclusive as possible.










Action Plan
Review your responses above and choose the most important actions for you to begin putting in place immediately. You can use the Change Commitment poster on the following page to record these then put it up somewhere to remind you of your commitments and to keep in touch with your check-in partner.



Don’t forget to talk to your check-in partner!  
My change commitments
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