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Continuing Learning Opportunities: 

 Newsletter/Blogs. Sign up at the session for a free monthly newsletter or more 

frequent blog by giving your e-mail address and checking  “Receive Monthly 

Newsletter” and/or “Get Notice of Blogs.” You can also sign up for the newsletter at the 

bottom of the home page of the DifferenceWORKS website – www.difference-

works.com and for the blog by scrolling to “Subscribe to Blog via Email” on the right 

side of any page of the website. 

Caroline distributes a newsletter generally on the first Wednesday of each month and, 

at least once a month, publishes an additional blog. Both address a current topic 

related to diversity and inclusion, e.g., unconscious bias, gender bias, generational 

differences, racial bias. The newsletter is sent by e-mail. If you sign up for the blog, 

you will get a notice by e-mail that a blog has been posted and what it’s about; if you 

are interested, you can “click” to read more. Note that a part of the newsletter is also a 

blog. 

 

 Individual coaching. Personalized coaching is often given credit for propelling one’s 

career. If you see the value of exercising both masculine and feminine strengths and 

of appreciating both in people with whom you work, you may want support as you 

practice these skills. DifferenceWORKS offers one-on-one coaching. Contact Caroline 

to tailor your coaching program – either six or 12 telephone sessions of 30-45 minutes 

each. E-mail Caroline at caroline@difference-works.com or call 303-320-1443. 

 

 Articles by Caroline Turner. Here are links to a few of Caroline’s many articles. 

Shorter  versions of the first three are in your workbook: 

o http://www.huffingtonpost.com/caroline-turner/obstacles-for-women-in-

bu_b_5432624.html One form of unconscious gender bias is the “double bind.” 

Women can be “damned if they do, doomed if they don’t.” 

o http://www.huffingtonpost.com/caroline-turner/obstacles-for-women-in-

business_b_5465643.html The “comfort principle” can replicate the 

demographics at the top, an obstacle for women and people of color if those at 

the top are primarily white male. 

o http://www.huffingtonpost.com/caroline-turner/obstacles-for-women-

reach_b_5484743.html If someone doesn’t look or lead like those at the top, 

they may not have the chance to “try out for the role.” 

o http://blogs.lse.ac.uk/businessreview/2016/01/20/to-fight-the-slow-pace-of-

gender-equality-in-the-workplace-attack-the-root-cause/ What is the “root 
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cause” of the slow pace of achieving gender balance at the upper levels of our 

organizations and professions? How do we “uproot” this cause? 

o http://www.forbes.com/sites/womensmedia/2012/10/03/women-leading-women-

supporters-or-saboteurs/#3cee624324de Women often say that other women 

hold them back as much or more than men do. Why would women not support, 

or even sabotage, other women? 

o http://www.difference-works.com/magic-gender-diversity/ Why do diverse teams 

get better results? Do women bring something magical – or is it something 

else? 

o http://www.forbes.com/sites/womensmedia/2012/09/11/stanford-finds-the-

secret-switch-for-womens-success/#3b5e3e182fc3 Women are rewarded if they 

can shift from masculine to feminine styles – at just the right time. A tip for 

success – and a confirmation of the double bind! 

o http://www.difference-works.com/gender-bias-not-just-women/  Does “gender” 

bias refer only to bias against women? Are men ever penalized by “gender” 

bias? 

o http://www.huffingtonpost.com/caroline-turner/our-unconscious-minds-

and_b_9637196.html What is unconscious bias? Is it a flaw? Or is it human? 

 

 Discussion questions for team/group meetings. If you are interested in taking the 

conversation about masculine-feminine differences (and bias) to your workplace or to 

another other group, DifferenceWORKS can provide a series of topics and questions 

for a group leader. You might set aside 10-15 minutes of a standing meeting to talk 

about diversity, inclusion, “gender” differences, etc. Caroline can work with you to 

design the right sequence of topics, send you short readings for your group to read in 

advance, and coach you to lead the discussion. Examples follow. Contact Caroline at 

caroline@difference-works.com or 303-320-1443. 
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SAMPLE 1: Topic: Diversity vs. Inclusion 

Reading: Article at http://difference-works.com/diversity-and-inclusion-sustaining-

gender-diversity/  

Discussion questions: 

1. What is the difference between “diversity” and “inclusion”? 
 
2. Do we have an inclusive culture? What is inclusive about it? What isn’t? 
 
3. Is there a business benefit for having an inclusive culture? 
  
4. If so, what will it take for us to be a more inclusive culture? What actions, 

individually and collectively, can we take to increase inclusion? 
  

SAMPLE 2: Topic: Why Women Disengage or Leave: “Unconscious Images” 

Reading: Difference Works, p. 21 - top of p. 23 or 

http://www.huffingtonpost.com/caroline-turner/obstacles-for-women-

reach_b_5484743.html  

Discussion questions: 

1. Do you think that the culture of U.S. business in general has historically led us to 

associate certain ways of thinking or behaving with leadership?  

2. If so, do you think that “unconscious images” might influence how someone is 

evaluated—or whether they feel valued for getting results in a different way than is 

the “norm”? Might it have affected promotions or access to good work? 

3. Is there a difference in perspectives on this question from the majority group (e.g., 

white heterosexual men) vs. other groups (e.g., women, people of color or 

members of the LGBT community)? 

4. What could we do to assure that we focus on results and not on how individuals go 

about accomplishing results (so long as their behaviors are consistent with the 

organization’s core values)? (Note that “how” one operates is a valid area for 

attention, feedback and consequences if it violates values, ethics or the law.) 

 Fierce Conversations. The first session of the 2017 Series focused on the concepts 

and tools of Fierce Conversations, based on the book: Fierce Conversations: 

Achieving Success at Work & in Life, One Conversation at a Time, Special Edition, by 

http://difference-works.com/diversity-and-inclusion-sustaining-gender-diversity/
http://difference-works.com/diversity-and-inclusion-sustaining-gender-diversity/
http://www.huffingtonpost.com/caroline-turner/obstacles-for-women-reach_b_5484743.html
http://www.huffingtonpost.com/caroline-turner/obstacles-for-women-reach_b_5484743.html


March 7, 2017 – NW Diversity Learning Series 
Session 2: Seize the Courage to Address Gender Bias at Work 
Presenter – Caroline Turner 

© Institute for Sustainable Diversity and Inclusion, 2017 4 
 

Susan Scott (Berkley Publishing, 2011). Please visit our NW Diversity Learning Series 

website (www.i4sdi.org), tab: Resources, to review materials from this first session. 

Also, you might like to read the Fierce White Paper:  “A Perspective on Diversity: 

Building a Culture of Curiosity”: 

http://www.fierceinc.com/resources/whitepapers/a-perspective-on-workplace-diversity-

building-a-culture-of-curiosity 
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