Blind Spots in DEI: Leaders, Implementers, and Target Groups
Interactive Training Presentation

Slide 1: Opening Quote & Self-Assessment
"We all have blind spots – those areas for improvement and growth. As painful as it can be to admit we're doing things we never wanted to do and saying things we never wanted to say, it is this acknowledgment that enables us to take the first steps towards change."
— Rhonda Louise Robbins
Opening Self-Assessment: Rate yourself 1-10 on your willingness to:
· Acknowledge your contribution to DEI challenges
· Receive difficult feedback about your impact
· Examine behaviors that contradict your stated values
Keep these ratings private for now - we'll revisit them at the end.

Slide 2: The Three Critical Groups
Everyone Plays a Role
The Ecosystem of DEI:
1. Leaders - Set tone and culture, allocate resources
2. Implementers - Execute initiatives, make daily decisions
3. Target Groups - Intended beneficiaries of DEI efforts
Key Insight: All three groups contribute both consciously and unconsciously to current DEI outcomes
Discussion Starter: In small groups (3-4 people): Which group do you primarily identify with? What blind spots might be common in your group? Time: 5 minutes

Slide 3: Leadership Dissonance Revealed
The Gap Between Words and Actions
The Stats:
· 95% of CEOs consider DEI a priority
· Yet their leadership teams rarely reflect this priority
Real Examples:
· JP Morgan: 17-person executive team, 16 White members
· HSBC: 13-person team, only 3 women
· Citibank: 18-person team, only 3 women
· Most teams: Zero people of African heritage
Critical Question: Why do leaders make bold DEI statements when the disconnect is so visible?
Silent Reflection (2 minutes): Think of leaders you know. Where do you see gaps between their DEI words and visible actions?

Slide 4: The Perception Gap
When Leaders and Employees See Different Realities
Research Findings:
· 77% of leaders believe they lead inclusively
· Only 15% of non-managers agree
· 90% of senior leaders say they're active in DEI
· Only 41% of employees see this engagement
· 97% of HR leaders say DEI improved
· Just 37% of employees strongly agree
Group Activity: Reality Check In groups of 5-6, discuss:
· Have you experienced this perception gap?
· What causes leaders to overestimate their inclusive impact?
· How does this gap affect DEI program credibility? Time: 8 minutes, then share key insights

Slide 5: Why Leaders Have Blind Spots
The Isolation of Authority
Tasha Eurich's Research:
· Self-awareness decreases as you rise in organizations
· Senior leaders overvalue their skills in 19 of 20 competencies
· Higher positions = less honest feedback received
The Self-Awareness Paradox: The more power you have to create change, the less likely you are to see the need for it in yourself.
Reflection Exercise: Think about feedback you've received (or haven't) as you've gained more responsibility. How has your access to honest feedback changed?
Partner Discussion: Share with someone: How might power and position create blind spots?

Slide 6: Leadership Accountability Challenge
Taking Responsibility Without Self-Judgment
The Courage to Look Inward:
· Acknowledge blind spots without defensiveness
· Take responsibility for both successes AND failures
· Examine your own contributions to DEI challenges
· Align actions with stated values
Leadership Self-Assessment Questions:
1. Does my inner circle reflect the diversity I advocate?
2. How do my choices signal what I truly value?
3. What feedback am I avoiding or not receiving?
4. Where do my actions contradict my words?
If you're in leadership: Choose one question to explore deeply this week. Write about it privately.
If you're not in leadership: How might these insights help you interact with leaders differently?

Slide 7: The Implementer Challenge
The People Who Make DEI Happen (Or Don't)
Who Are Implementers?
· Hiring managers recruiting diverse candidates
· Team leaders promoting inclusion daily
· Colleagues supporting underrepresented peers
· Everyone asked to change behavior for others' benefit
The Implementer Dilemma:
· Expected to support groups different from themselves
· May perceive limited personal benefit
· Often feel blamed for problems they didn't create
· Receive mixed messages from dissonant leadership
Empathy Exercise: Imagine you're asked to prioritize hiring from a demographic you're not part of, while seeing no diversity in senior leadership. What would you feel? What would you need to feel motivated?

Slide 8: Understanding Implementer Resistance
The Data Behind the Hesitation
Research Findings:
· 33% of White Americans believe they face increased discrimination
· 18% of White UK workers think ethnic minorities face less workplace discrimination
· Resource allocation between groups creates competition and tension
The "Permafrost" Effect: When implementers resist (actively or passively), even the best DEI programs fail to create lasting change.
Case Study Discussion: In groups of 4-5, analyze this scenario: "Despite diverse candidate slates, managers consistently hire from the dominant group."
· What might drive this behavior?
· How would you address implementer concerns?
· What would authentic engagement look like? Time: 10 minutes

Slide 9: The Communication Gap
What We're Not Addressing
The Missing Conversation: Most DEI programs fail to meaningfully address implementer concerns, fears, and misconceptions.
Common Implementer Questions (Often Unspoken):
· "Will supporting others hurt my opportunities?"
· "Why should I care about groups I'm not part of?"
· "Am I being blamed for historical problems?"
· "What's in it for me and my family?"
The Broader Impact: This communication gap may contribute to:
· "Anti-woke" backlash
· Growth of resistance movements
· Political polarization around DEI
Strategy Session: How would you address these concerns with empathy while maintaining DEI goals?

Slide 10: The Implementer Mindfulness Solution
From Resistance to Recognition
The Power of Non-Dualistic Awareness: When implementers understand their interconnectedness with all colleagues, resistance naturally diminishes.
Mindful Reframing:
· "Supporting others" → "Supporting the ecosystem I'm part of"
· "Their success vs. mine" → "Our collective success"
· "Obligation to help" → "Opportunity to strengthen the whole"
Guided Reflection: Think of someone very different from you in your organization. Spend 3 minutes considering:
· How does their work contribute to your success?
· How does their wellbeing affect the organization's health?
· What would you lose if they couldn't fully contribute?
Share insights with a partner.

Slide 11: Target Group Realities
External AND Internal Barriers
The Complete Picture: Target groups face both external barriers (bias, systemic exclusion) AND internal barriers (internalized limitations, historical conditioning).
Research Examples:
· Women apply only when meeting most job qualifications; men apply with fewer qualifications
· Women request 3-6% lower salaries than men with equivalent experience
· 50% of people worldwide believe men make better political leaders
· 40% believe men make better business executives
Important Note: Acknowledging internal barriers is NOT about blame—it's about expanding pathways to solutions.
Reflection Question: How might historical exclusion create internalized limitations? How do we address both external and internal barriers?

Slide 12: Moving Beyond Fatalism
From Powerlessness to Agency
The Fatalism Trap: "I won't get promoted because of my demographic" can become self-fulfilling through:
· Reduced application rates
· Lower confidence in interviews
· Decreased engagement
· Increased stress and decreased performance
The Empowerment Alternative:
· Acknowledge both external and internal factors
· Focus on areas within your control
· Build resilience and self-awareness
· Take full ownership of your capabilities
Personal Power Assessment: List 3 areas where you have agency to influence your DEI experience, regardless of external barriers.

Slide 13: The Inclusion Paradox
When Advocacy Creates Separation
The Structural Challenge: Many advocacy groups prefer exclusive membership, creating "us vs. them" dynamics with the very people whose support they need.
The Evolution Pattern:
· Women's Network → Balance (including men)
· Single-ethnicity groups → Multi-ethnic advisory boards
· Exclusive structures → Inclusive approaches
Discussion Questions:
· How do we create safe spaces while building bridges?
· When does exclusivity undermine inclusion goals?
· How can advocacy be both protective and engaging?
Strategy Workshop: Design an advocacy approach that maintains safety while building alliances.

Slide 14: The Mindfulness Solution for All Groups
Consciousness as the Common Thread
For Leaders:
· Develop self-awareness about blind spots
· Align actions with stated values
· Create feedback-rich environments
For Implementers:
· Cultivate non-dualistic awareness of interconnection
· Address fears through education and empathy
· Recognize mutual benefit in DEI success
For Target Groups:
· Build resilience and self-awareness
· Address internalized limitations
· Focus on areas of personal agency
Universal Practice: All groups benefit from mindful self-examination and recognition of interconnectedness.

Slide 15: Blind Spot Identification Workshop
Group-Specific Exploration
Activity Instructions: Self-select into groups based on your primary identification:
· Leaders (formal authority/influence)
· Implementers (executing DEI daily)
· Target Groups (primary DEI beneficiaries)
Group Task (15 minutes):
1. Identify 3 common blind spots in your group
2. Discuss how these blind spots impact DEI outcomes
3. Brainstorm mindfulness practices to address them
4. Prepare to share insights with other groups
Cross-Group Learning: Each group presents findings to others

Slide 16: The Ecosystem Perspective
How All Groups Interconnect
The Ripple Effect:
· Leadership dissonance → Implementer confusion → Target group demoralization
· Implementer resistance → Leadership frustration → Target group stagnation
· Target group fatalism → Leadership doubt → Implementer disengagement
The Positive Cycle:
· Conscious leadership → Engaged implementation → Empowered target groups
· Empowered target groups → Motivated implementers → Credible leadership
· Aligned system → Natural inclusion → Reduced need for programs
Systems Mapping Exercise: Draw how dysfunction in one group impacts the others. Then draw how consciousness in one group can transform the system.

Slide 17: Personal Blind Spot Assessment
Individual Reflection and Planning
Self-Assessment Questions:
1. Which group do I primarily identify with?
2. What blind spots might I have from this chapter?
3. How might I unconsciously contribute to DEI challenges?
4. What feedback have I been avoiding or not seeking?
5. Where do my actions conflict with my stated values?
Action Planning:
· One blind spot I commit to examining: _______________
· Person I'll ask for honest feedback: _______________
· Behavior I'll observe more mindfully: _______________
· Way I'll support other groups' success: _______________
Accountability Commitment: Share one goal with a partner and schedule a check-in.

Slide 18: Difficult Conversations Practice
Building Skills for Honest Dialogue
Scenario Practice: Role-play these challenging situations:
1. Leader receiving feedback about their team's lack of diversity
2. Implementer expressing concerns about DEI impact on their opportunities
3. Target group member addressing fatalism in their community
Communication Guidelines:
· Listen without defensiveness
· Acknowledge impact without minimizing intent
· Ask curious questions rather than making statements
· Focus on behaviors, not character judgments
Debrief Questions:
· What made these conversations difficult?
· How did mindful awareness help or hinder?
· What would make such conversations more productive?

Slide 19: Creating Psychological Safety
Conditions for Honest Self-Examination
Why People Resist Examining Blind Spots:
· Fear of judgment or shame
· Threat to identity and self-worth
· Concern about consequences
· Lack of support for change
Creating Safety for Growth:
· Normalize having blind spots as human
· Separate person from thoughts and behavior
· Focus on impact, not intent
· Provide support for change efforts
· Celebrate courage in self-examination
Team Assessment: How psychologically safe is your environment for admitting mistakes, receiving feedback, and acknowledging blind spots?
Safety-Building Commitments: What will you do to make it safer for others to examine their blind spots?

Slide 20: Integration Challenge
30-Day Blind Spot Awareness Practice
Week 1: Self-Discovery
· Daily mindful observation of your reactions in DEI-related situations
· Journal one potential blind spot you notice
· Ask one person for specific feedback
Week 2: Cross-Group Understanding
· Engage with someone from each of the other two groups
· Listen to their perspective without defending
· Practice empathy for their challenges
Week 3: Behavior Alignment
· Identify one area where actions don't match values
· Implement one small change daily
· Notice resistance and work with it mindfully
Week 4: System Impact
· Observe how your changes affect others
· Support someone else's blind spot examination
· Share learnings with your accountability partner

Slide 21: Organizational Blind Spot Audit
Collective Assessment and Planning
Organizational Questions:
1. Where do we see leadership dissonance most clearly?
2. What implementer concerns are we not addressing?
3. How are we supporting target groups' internal development?
4. What feedback loops help us see our collective blind spots?
5. How do we create safety for difficult conversations?
Department Action Planning: Choose one organizational blind spot to address collectively:
· What systems or practices contribute to this blind spot?
· How can we create more awareness and feedback?
· What support do people need to change?
· How will we measure progress?
Commitment Ceremony: Each department shares their chosen focus area with the larger group.

Slide 22: The Courage to Change
Beyond Comfortable Awareness
Moving Past Insight to Action:
· Acknowledging blind spots is just the beginning
· Real change requires sustained, uncomfortable growth
· Support systems are essential for lasting transformation
· Small, consistent actions compound over time
The Ripple Effect of Individual Courage: When one person courageously examines their blind spots, it gives others permission to do the same.
Personal Courage Assessment:
· What would courage look like in your DEI work?
· What are you most afraid to examine about yourself?
· What support do you need to take these risks?
· How can you model brave self-examination for others?
Courage Circle: Stand in a circle. Each person shares one word describing the courage they need for their blind spot work.

Slide 23: Resources and Support Systems
Continuing the Journey
Individual Resources:
· 360-degree feedback tools
· Mindfulness apps and practices
· Books on unconscious bias and self-awareness
· Professional coaching or therapy
Organizational Support:
· Regular feedback mechanisms
· Blind spot discussion groups
· Cross-demographic mentoring programs
· Leadership development on self-awareness
Community Building:
· Accountability partnerships across groups
· Story-sharing sessions
· Joint problem-solving initiatives
· Celebration of growth and change
Remember: Growth happens in community, not in isolation.

Slide 24: Closing Reflection
The Journey Continues
Return to Opening Self-Assessment: Look at your initial ratings about willingness to:
· Acknowledge your contribution to DEI challenges
· Receive difficult feedback about your impact
· Examine behaviors that contradict stated values
Closing Questions:
· How have your ratings changed after today's exploration?
· What blind spot feels most important to address first?
· Who will support you in this ongoing work?
· How will you support others in their blind spot examination?
Final Commitment: Write one specific action you'll take this week to address a blind spot you've identified today.
Closing Circle: Share your commitment with the group - speaking it aloud increases accountability.
Thank you for the courage to look at what's hardest to see.

Facilitator Notes
Session Details:
· Total presentation time: 150-180 minutes
· Materials needed: Flip chart paper, sticky notes, timers, private reflection journals
· Room setup: Tables for small groups, open space for movement and circles
Critical Preparation:
· Sensitive content warning: Prepare to support participants who may feel defensive or overwhelmed
· Follow-up plan: Schedule 30-day check-in sessions with accountability partners
· Safety protocols: Establish ground rules for respectful dialogue across different experiences and perspectives

