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Catalyst is a global nonprofit working with some of the 
world’s most powerful CEOs and leading companies to 
help build workplaces that work for women. Founded in 
1962, Catalyst drives change with pioneering research, 
practical tools, and proven solutions to accelerate and 
advance women into leadership—because progress 
for women is progress for everyone.

OUR VISION

WORKPLACES 
THAT WORK 

FOR WOMEN
OUR MISSION 

Accelerating progress 
for women through 

workplace inclusion.
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Catalyst, Covid-19: Women, Equity, and Inclusion in the Future of Work (May 28, 2020).
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PRIORITIES
THE FUTURE OF WORK: THE FUTURE IS NOW

1
IMPACT OF 
TECHNOLOGY

SHIFTING 
PARADIGM OF 
WORK & LIFE

3

2

RESKILLING & 
EXPANDED 
TALENT POOL
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INCLUSIVE,  
FLEXIBLE 
TEAMS

Make sure organizations enable people to thrive in 
the 21st-century workplace

CREATE A MORE 
EQUITABLE 

FUTURE OF WORK 
THROUGH 
INCLUSIVE 

WORKPLACES



Pulse Survey:
The Impact of Covid-19 on
Workplace Incluson
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Key Takeaways

Å OPTIMISM: Most employees are optimistic about the changing workplace and believe that 
workplaces will accelerate gender equity in the wake of Covid-19.

Å SKEPTICISM: However, employees are skeptical of their employer—they do not perceive that their 
company is fully committed to taking action to build a more inclusive working environment.

Å DISCONNECTS:
– Business leaders are more likely than employees to believe that Covid-19 provides companies with an 

opportunity to create more inclusive workplaces for women.
– More employees than business leaders fear that Covid-19 has negatively impacted their prospects for a 

promotion. This fear is greater for women employees than for men employees.

Å PARADIGM SHIFT:  One in three men said they have taken on more household chores during the 
pandemic.

© Catalyst 2021

Source:  https://www.catalyst.org/research/workplace-inclusion-covid-19/
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EQUITY AND INCLUSION IN THE FUTURE OF WORK

SOURCE: Catalyst, Covid-19: Women, Equity, and Inclusion in the Future of Work (May 28, 2020).



LEADING DURING TIMES OF CRISIS
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OPENNESS AND VULNERABILITY ARE LACKING

Source: Shaffer, E. & Neal, S. (2021). Why leaders must connect more during times of crisis. Catalyst.

OPENNESS: 
Share information about yourself and show genuine 
interest in learning more about your employees. 

VULNERABILITY: 
Share your own emotions (e.g., happiness, 
sadness, anxiety, disappointment, surprise), even 
when doing so may be uncomfortable. 



Inclusive Communication Skills

1
Inquire Across Differences

2
Suspend Judgment

Demonstrate Vulnerability

Self-Disclose

1

3

4
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POLL

Å Which Inclusive Communication Skill is most difficult for you:

Å Inquire Across Differences
Å Suspend Judgement
Å Demonstrate Vulnerability
Å Self-Disclose
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TACKLING INEQUITIES



Equality vs. Equity
Equality

Equity



What Does it Mean to be an “Other?”
Barriers to Advancement

People who felt like “others” were more likely to:
• Be in lower ranks—work experience does not explain why.
• Receive fewer promotions.
• Lack access to visible work assignments “Hot Jobs”
• Have mentors in non-executive/non-senior level ranks 

therefore not in sponsorship role. 
• Difficulty navigating the unwritten rules.  
• Downsize career aspirations.
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Managers Have Influence

Source: Dnika J. Travis, Emily Shaffer, and Jennifer Thorpe-Moscon, Getting Real About Inclusive Leadership: Why Change Starts With You (Catalyst, 2019).
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Benefits 
of 
Inclusion

Dnika J. Travis, Emily Shaffer, and Jennifer Thorpe-Moscon, Getting Real About Inclusive Leadership: Why Change Starts With You (Catalyst, 2019).© 
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5 HALLMARKS OF INCLUSION

Dnika J. Travis, Emily Shaffer, and Jennifer Thorpe-Moscon, Getting Real About Inclusive Leadership: Why Change Starts With You (Catalyst, 2019).
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Poll

Which Hallmark of Inclusion resonates with you most?

–Valued
–Trusted
–Authentic
–Psychological Safety – Latitude
–Psychological Safety – Risk Taking
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POLL

Which Hallmark of Inclusion do you think is most difficult to 
achieve at your company?

Å Valued
Å Trusted
Å Authentic
Å Psychological Safety – Latitude
Å Psychological Safety – Risk Taking



LEADING OUTWARD BEHAVIORS

Dnika J. Travis, Emily Shaffer, and Jennifer Thorpe-Moscon, Getting Real About Inclusive Leadership: Why Change Starts With You (Catalyst, 2019).
@Catalyst 2021



LEADING INWARD BEHAVIORS

Dnika J. Travis, Emily Shaffer, and Jennifer Thorpe-Moscon, Getting Real About Inclusive Leadership: Why Change Starts With You (Catalyst, 2019).
@Catalyst 2021



Source: https://www.catalyst.org/research/leading-outward-infographic/

Flip the Script - Allyship
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Flip the Script
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Source: https://www.catalyst.org/research/leading-inward-infographic/
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Flip the script
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Source: https://www.catalyst.org/research/leading-inward-infographic
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CONNECT WITH EMPATHY



Source: Catalyst, Covid-19: Women, Equity, and Inclusion in the Future of Work (May 28, 
2020)
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Source: https://www.catalyst.org/research/empathy-workplace-infographic/ 
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Flip the Script
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Flip the Script

Source: https://www.catalyst.org/research/empathy-workplace-infographic/ 
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Flip the Script

Source: https://www.catalyst.org/research/empathy-workplace-infographic/ 
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FLIP THE SCRIPT

Source: https://www.catalyst.org/research/empathy-workplace-infographic/ 
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TRUST GAP
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How Do 
We Define 
Trust?

Source: Shaffer, E. (2021). The trust gap: The impact on employees in Europe. Catalyst.

• We often think about trust through the lens of 
the person granting trust (e.g., whether a 
manager trusts an employee) and whether trust 
is present or absent. 

• In this report, we instead focus on employees’ 
experience of trust—what it means to be 
trusted in the workplace on a day-to-day basis. 
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Key Findings
• Only 46% of employees report often or always being trusted at 

work.
Women (43%)    Men(49%).

• The experience of being trusted significantly predicts:
• team innovation
• team citizenship
• team problem-solving

• As teams become more cohesive, and as leaders become more 
inclusive, employees experience higher levels of trust.

Source: Shaffer, E. (2021). The trust gap: The impact on employees in Europe. Catalyst.



© Catalyst 2021 33

How Do Leaders Establish Trust?

Source: Shaffer, E. (2021). The trust gap: The impact on employees in Europe. Catalyst.
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PAPER EXERCISE
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Actions Leaders Can Take

Source: Shaffer, E. (2021). The trust gap: The impact on employees in Europe. Catalyst.

Leaders

Accountability • Provide constructive, real-time feedback so employees can course-correct to 
contribute to organizational goals.

Ownership • Avoid micromanaging, including “hovering” virtually or literally over an 
employee, frequently checking their actions or words, or telling them exactly 
what to do and how to do it.

Allyship • Advocate for employees who belong to marginalized groups and make time for 
courageous conversations.
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Source: Brassel, S., Ohm, J., & Travis, D. J. (2021). Allyship and curiosity drive inclusion for people of color at work. Catalyst.

Allyship and Curiosity Drive Inclusion for 
People of Color at Work

Key Findings
• 68% of people of color in the United States are on 

guard to protect against bias and unfair treatment 
within their work teams.

• Of that group, 70% report they are on guard 
specifically because of their race or ethnicity.

• Through allyship and curiosity, leaders are 
responsible for nearly 40% of the experience of 
inclusion for people of color.

• When leaders demonstrate allyship and curiosity, 
people of color are less on guard to racial bias at 
work. 

• In turn, this reduced burden links to increased 
inclusion and ultimately intentions to stay at 
their organization.

Definitions
Allyship: Actively supporting people from 
marginalized groups. It’s about using as much 
institutional, social, and/or cultural privilege or power 
as you have to advocate for people who face 
oppression. 

Curiosity: Proactively seeking out different points of 
view, listening to others, learning, and reflecting on 
what you’ve heard. People who are curious are open 
to new perspectives, welcome respectful exchanges 
of ideas, and channel their learning into action. 

Performative allyship: Saying you’re against a 
certain type of injustice without doing the hard work of 
changing your behavior or the structures that uphold 
it.
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FUELING ALLYSHIP WITH CURIOSITY 
ACCELERATES WORKPLACE INCLUSION

Together,
allyship and curiosity explain 

nearly 40%
of experiences of inclusion

for people of color.
Source: Brassel, S., Ohm, J., & Travis, D. J. (2021). Allyship and curiosity drive inclusion for people of color at work. Catalyst.
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Flip the Script 
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Source: https://www.catalyst.org/research/leading-outward-infographic/
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Flip the Script

Source: https://www.catalyst.org/research/leading-inward-infographic
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Text Styles as Defined on the Master

Å Level 1, octagon bullet, 18-pt Arial
– Level 2, n-dash bullet, 16-pt Arial

• Level 3, round bullet, 14-pt Arial
– Level 4, n-dash bullet, 12-pt Arial

§ Level 5, round bullet, 12-pt Arial

Your text picks up the styles defined on the master page when you use slide layouts with placeholder boxes 
(Home> Slides>Layout). Using these placeholder boxes will ensure that you maintain branding standards.



Color Palette
Top row uses brand colors

Å The Theme Colors palette has been designed to 
use the brand colors

Å Use this palette when drawing items

Å Charts and tables pick up these colors 
automatically
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