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CONCEPT QUIZ
At the completion of the workshop, registered participants who attend the 
entire workshop will be sent a link to a five-question, multiple choice quiz.
To receive a Credly digital badge for this course you must pass the quiz by 
answering 4 out of the 5 questions correctly (80%).
The quiz link will close on Tuesday, June 13th 8:00 PM ET.



LEARNING OBJECTIVES AND STANDARDS
At the end of this workshop, you will better understand: 
• What Trauma and DEI Is and Is Not.
• The Intersection of Trauma and Social Location.
• The DEI Characteristics and Metrics Under Each National Standard Domain.
• The Differences Between the Terms Diversity, Equity, and Inclusion.
• How to Create a Trauma-Informed Culture.

This workshop meets the following national trauma-informed leadership and workplace 
standards:
•Governance, Leadership, and Workplace.
•Systems Change.



THE WHY



• Prior to the pandemic, just under 70% of adults in the US reported 
experiencing some kind of personal traumatic event in their lifetime. 

• We spend approximately 81,000 hours working in our lifetime, just behind 
the amount of time we spend sleeping.

• Nearly 80% of workers surveyed report that their workplace stress 
affects their relationships with friends, family, and coworkers.

• In a 2021 survey of 1,500 U.S. adult workers, 76% of respondents reported at 
least one symptom of a mental health condition, an increase of 17 
percentage points in just two years.

• More than 40% of all employees thinking about leaving their jobs. Toxic 
culture is 10.4 times more powerful than compensation in predicting a 
company’s attrition rate compared with its industry.



• Culture Wars: critical race theory, restrictions on transgender athlete 
competition, banning books in school libraries, abolition of DEI programs, 
restrictions on transgender medical care for children, challenges to 
reproductive rights,  the anti-woke movement, open carry laws, and anti-
vaccine movement

• Human Rights Campaign declared a state of emergency for LGBTQ+ 
individuals in the United States; NAACP issues travel warning to Florida 

• Florida’s “Stop WOKE Act” prohibits employers from requiring employees to 
participate in DEI training courses that promote certain concepts related to 
race, color, sex, and/or national origin.

• Early 2021, ED visits for suspected suicide attempts increased 51% for 
adolescent girls and 4% for adolescent boys compared to the same period in 
early 2019.
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SCENARIO

Through your work with the departmental team, it was apparent to you that 3 to 4 
members of your team, named Aki, Munni, and Tam rarely participated or spoke up 
in the meetings. 

You later learn that Tam recently lost her cousin to a brutal hate crime a year ago. 
Tam has personally experienced anonymous, anti-Asian American sentiments at 
work as well. 

Tam had been a stellar employee for the past 10 years but now is withdrawn and 
requests PTO often, impacting other members of Tam’s team. 

How do you handle the situation?



WHAT IS TRAUMA?



TRAUMA IS LIKE A BIG BALL 
OF YARN, LAYERED WITH NEW 
AND OLD CHEWING GUM 



YOU CAN’T REMOVE THE 
EFFECTS OF TRAUMA WITH A 
LINT BRUSH OR CHANGING THE 
COLOR OF YOUR CLOTHES



THE 3 E’S OF 
TRAUMA



Our social location (i.e. our gender, race, class, sexuality, traumatic experiences, etc.) and everyone else’s statuses in our organization affects our experiences
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THE POWER OF 3
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MACROINFLUENCES
Political environment, funding, emerging issues

Strategic Apex
Executive Leadership

Strategic Planning
Innovation and Quality 

Improvement
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TRAUMA INFORMED SYSTEMS
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DIVERSITY, EQUITY, AND INCLUSION

• WHO IS IN THE ROOM?

DIVERSITY ASKS

• WHO IS TRYING TO GET INTO THE ROOM BUT CAN’T?

EQUITY ASKS

• HAVE EVERYONE'S IDEAS BEEN HEARD?

INCLUSION ASKS



DIVERSITY, EQUITY, AND INCLUSION



DIVERSITY, EQUITY, AND INCLUSION
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LET’S GET TO WORK
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LEADERSHIP & CULTURE AMBASSADORS

•HELPS DEVELOP A CULTURE OF TRUST
•TRAINED IN MENTAL HEALTH FIRST AID AND 

HARM REDUCTION
•ANTI-STIGMA / BIAS WORK
•PROVIDES PEERS / STAFF WITH SUPPORT AND 

ACCESS TO RESOURCES
•COACHES PEERS / STAFF THROUGH CHANGE 

INITIATIVES

ENGAGEMENT 
LEAD BY EXAMPLE
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BENCHMARKING

• CHANGE READINESS
• CAPACITY
• TRUST / MORALE
• TRAUMA-INFORMED PRINCIPLES



CHANGE READINESS
CAPACITY



TRUST
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Trust
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Trauma Informed Principles
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Trauma Informed Principles
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DETERMINE PRIORITIES



WHAT ARE YOUR GUIDING PRINCIPLES?



DEVELOP WORKPLAN AND METRICS





CHANGE GRIEF MODEL



PROSCI CHANGE MANAGEMENT 

AWARENESS
I fully understand the 

reasons for the change

DESIRE
I have chosen to support 

and participate in this 
change

KNOWLEDGE
I have the knowledge I 
need of how to change 
and see successful in 

this change

ABILITY
I have the ability to 

implement the change 
and perform the 

required skills and 
behaviors successfully

REINFORCE
MENT
Meaningful 

reinforcements are in 
place that will help me 

continue and sustain the 
change

STRONGLY AGREE 5

AGREE 4

NEUTRAL 3

DISAGREE 2

STRONGLY DISAGREE 1

Barrier Point



SCENARIO

Through your work with the departmental team, it was apparent to you that 3 to 4 
members of your team, named Aki, Munni, and Tam rarely participated or spoke up 
in the meetings. 

You later learn that Tam recently lost her cousin to a brutal hate crime a year ago. 
Tam has personally experienced anonymous, anti-Asian American sentiments at 
work as well. 

Tam had been a stellar employee for the past 10 years but now is withdrawn and 
requests PTO often, impacting other members of Tam’s team. 

How do you handle the situation?
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QUESTIONS?
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