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Questions to Ask?

o Which in-groups and out-groups exist in your organization? Which ones are perceived as powerful
and which ones are perceived as lacking power?

o Are there successful teams comprised of both in-group and out-group members, and if so, can you
identify the dynamics that enable or support their success?

o Canyou share stories of out-group members with the workforce to build empathy for out-group
employees and support inclusion?

o Canyou increase focus on achieving the mission so that achieving the mission is the “true north”
and minimizes the impact of in-group/out-group dynamics?
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