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PURPOSE 
This tool is meant to be a reflective document to help 
you think about what you might be doing well on, and 
where extra attention may be needed when it comes 
to supporting belonging in your teams and greater 
workplace. 

This survey will take ~10 minutes to complete. 

WHO IS THIS FOR 
This tool is for managers and business leaders who would 
like to take the lead in helping advance belonging in their 
organization. 

There is also a diagnostic for HR/DEI leaders and actions 
they can take here. 

INSTRUCTIONS 
• Reflect on and answer the questions below by circling 

your response. This  tool is not meant to be shared 

with others and is for your own personal leadership 

growth, so answer honestly! 

• Note: Many questions in this diagnostic tool can be 

interpreted subjectively. This is meant to serve as a 

personal reflection tool as opposed to a concrete, 
comparable scoring tool. To help you answer the 

questions and check any biases, we also suggest 
you try to write down an example of how you have 

delivered on what the question is asking about. This is 

for personal use only and can provide clarity. At least 
do this for questions you are uncertain about. 

• Once you have answered all the questions, go back 

and review the ones you circled as ‘never’ / ‘not at all’, 
‘sometimes’ / ‘somewhat’, or ‘no’. Put a star next to 

them. These are going to be your primary areas of 
focus. 

• Write some actions you will work on related to the 

questions you circled. Use the playbook for more 

ideas/plays to put into action relevant to what you 

circled. 

• Re-take this diagnostic periodically (we suggest every 

six months) to hold yourself accountable, to check in 

on your progress, and to inform how you can continue 

to growing as an Equity Fluent Leader. 

• exploring different types of data to collect and AI 
methods to employ. However, leaders must address 
major concerns around data privacy, bias, and more 
to ensure these tools are built and employed in ways 
that center on fairness and justice. 

QUESTIONS 

INCLUSIVE WORK ENVIRONMENTS

1. How often are you starting meetings with a couple 
of minutes for employees to chat and connect or 
using personal prompts to which employees can 
respond?

Never  

Sometimes 

Usually   

Always  

N/A

2. Do you ensure all attendees have opportunities to 
speak and be heard in meetings?

Never  

Sometimes 

Usually   

Always  

N/A

1. \In meetings with your subordinates, how often do 

you practice active listening by paying attention, 
avoiding email or other distractions, and showing 

that you’re listening, such as through eye contact and 

responding thoughtfully?

2. Never  

3. Sometimes 

4. Usually   

5. Always  

6. N/A
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4. Do you have check-in conversations with new   
people on your team about how meetings are 
run, what their communication preferences are, 
how they best thrive, and any other engagement 
expectations you have? 

Never   

Sometimes 

Usually    

Always   

N/A 

5. To what extent are tangible visuals (e.g., posters, 
photos, objects) in your offices respectful and 

inclusive of different identities? 

Not at all   

Somewhat   

Moderately   

Extremely 

N/A 

6. Do you help normalize inclusive language practices 
by including your pronouns in your email signature? 

Never   

Sometimes 

Usually    

Always   

N/A 

QUESTIONS 

INCLUSIVE WORK ENVIRONMENTS 

1. How often are you starting meetings with a   
couple of minutes for employees to chat and 
connect or using personal prompts to which 
employees can respond? 

Never   

Sometimes 

Usually    

Always   

N/A 

2. Do you ensure all attendees have opportunities to 
speak and be heard in meetings? 

Never   

Sometimes 

Usually    

Always   

N/A 

3. In meetings with your subordinates, how often do 
you practice active listening by paying attention, 
avoiding email or other distractions, and showing 
that you’re listening, such as through eye contact 
and responding thoughtfully? 

Never   

Sometimes 

Usually    

Always   

N/A 



7. If on a global team, to what extent are you being 
inclusive of team members who speak different 

language varieties than “Standard” American 
English1 (in the context of US-headquartered 
organizations)? This can include, for example, 
making people aware of closed captioning in virtual 
meetings, talking slower if needed for employees, 
and supporting employees to talk in their preferred 
language variety with other team members. 

Not at all   

Somewhat   

Moderately   

Extremely 

N/A 

CONNECTIVITY OPPORTUNITIES 

8. Do you maintain regular one-on-one time with all 
your supervisees? 

Never   

Sometimes 

Usually    

Always   

N/A 

9. Are you creating regular opportunities for team 
members to connect informally with each other? 

No 

Yes 

N/A 

10. Are you ensuring that informal opportunities for 
people to connect are accessible and inclusive of 
different cultures and personal life responsibilities 

(e.g., caretaking, need for self care, non-work time)? 

Never   

Sometimes 

Usually    

Always   

N/A 

11. How often do you participate in available activities 
or events to learn about and celebrate other 
employees’ cultures and identities? 

Never   

Sometimes 

Usually    

Always   

N/A 

ORGANIZATIONAL VALUES & PRINCIPLES 

12. Do you ensure all employees are aware of how their 
work links to broader organizational mission and 
goals? 

Never   

Sometimes 

Usually    

Always   

N/A 



13. How often are you role modeling the organizational 
values, principles, and expectations? 

Never   

Sometimes 

Usually    

Always   

N/A 

14. Do you regularly share concrete examples of how 
you live these values, principles, and expectations in 
the management of the business? 

No 

Yes 

N/A 

ACKNOWLEDGMENT & ACCOUNTABILITY STRUCTURES 

15. How often do you provide positive reinforcement 
and offer recognition for jobs done well? 

Never   

Sometimes 

Usually    

Always   

N/A 

16. Do you provide new employees with clarity on how 
to formally develop into new roles and positions? 

Never   

Sometimes 

Usually    

Always   

N/A 

17. Do you share with new employees the informal rules 
of the game around how the organization operates 
and tips to be successful? 

Never   

Sometimes 

Usually    

Always   

N/A 

18. How often do you reward employees who 
demonstrate and practice behaviors that advance 
belonging? 

Never   

Sometimes 

Usually    

Always   

N/A 

19. How often do you hold employees who foster 
toxic workplaces accountable and penalize them 
appropriately? 

Never   

Sometimes 

Usually    

Always   

N/A 



WORK-LIFE BOUNDARIES 

20. To what extent are you supportive of employees 
who have caretaking responsibilities and encourage 
them to take advantage of any caretaking benefits 

offered by the organization? 

Not at all 

Somewhat   

Moderately   

Extremely 

N/A 

21. To what extent are you supportive of employees 
taking advantage of flexible work opportunities 

offered related to work location (i.e., remote, hybrid, 
or in-person)? 

Not at all 

Somewhat 

Moderately 

Extremely 

N/A 

22. To what extent are you supportive of employees 
taking advantage of flexible work opportunities 

offered related to hours (i.e., starting earlier/later 

than 9am or 5pm, taking breaks for caretaking)? 

Not at all 

Somewhat   

Moderately   

Extremely 

N/A 

23. How often do you take advantage of caretaking 
benefits and flexible work opportunities offered by 

your organization when applicable to you? 

Never   

Sometimes 

Usually    

Always   

N/A 

24. For workplaces with both remote and in-person 
workers: To what extent are you making concerted 
efforts to correct for any differences related 

to visibility, recognition, or access to resources 
between remote and in-person workers? 

Not at all 

Somewhat   

Moderately   

Extremely 

N/A 

25. How often are you role modeling and encouraging 
healthy boundaries between work and personal life 
(e.g., by keeping calls or emails in non-work hours to 
a minimum)? 

Never   

Sometimes 

Usually   

Always   

N/A 

26. How often are you normalizing “protected time” for 
employees’ mental well-being and self care, learning, 
and development? 

Never   

Sometimes 

Usually    

Always   

N/A 



PUTTING EQUITY FLUENT LEADERSHIP INTO PRACTICE 

27. Do you regularly share failures and lessons learned 
related to your leadership and work practices? 

No 

Yes 

N/A 

28. Do you regularly share personal stories and put in 
the work to establish personal connections? 

No 

Yes 

N/A 

29. In meetings, to what extent are you supportive of 
constructive conflict/conversations and the sharing 

of honest feedback and opinions? 

Not at all 

Somewhat   

Moderately   

Extremely 

N/A 

30. Do you make sure that employees aren’t   
penalized for speaking up, asking questions,   
and making mistakes? 

Never   

Sometimes 

Usually    

Always 

N/A 

This tool was developed by Genevieve 

Smith, Jasmine Sanders, and Ishita 

Rustagi (2022). It is an accompanying 

resource of the Advancing Belonging 
in Organizations: An Equity Fluent 
Leadership Playbook of the Center for 
Equity, Gender & Leadership (EGAL) at 
Berkeley Haas. 

ENDNOTES 

1. “Standard” American English is a variety of 

English often used in media, politics, and 

education in the United States. “Standard” 

American English is based on the language 

used by those in power and is not objectively 

better than any other language variety. 

Note: Performance and 360 reviews can 
further provide clarity on your leadership 
and how you may be supporting belonging 
or could improve. See this document with 
suggested questions to integrate into 
performance and 360 reviews. 
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