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DEDICATIONS 
 

 

To my beloved crew, 

 

Luke, Vinny, Nico, Stella, and Luna, you all are not-so-little wonders, 

each one of you is a source of inspiration and pride. Your unique 

talents, personalities, and commitment to being good humans fills me 

with gratitude and admiration. I’m so lucky I get to be your mom, 

your teacher, your guide, and your friend in life. I love you more. 

Nope, stop, I wrote it in a book, so it’s definitely true.  

 

Devon and Riley, getting the opportunity to raise you for the past six 

years, and on into your adulthood nearly now, has expanded my heart 

and given me with love. Thank you for adding to our family in such 

unique ways and know that I love you beyond what you could ever 

imagine.  

 

To my mom, Gloria, and aunt, Nissa. Your unwavering love and 

support have been invaluable to me throughout my life. Your love 

continues to sustain me even in the absence of Dad and Dada, who I 

miss so much. Thank you for keeping your promises and giving me 

the strength, I’ve needed, especially these past few years.  

 

And to my Justey. Even. 

 

You know I’m forever yours.  
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FOREWORD 
 

There comes a time in every person's life, and it is different for us all, 

when something inside of you clicks. For me, it happened in 2018 at 

the very beginning of a 90-minute massage. 

 

I know you might be thinking that a life-changing massage must have 

been something amazing, but it wasn't. My now ex-husband and I just 

had another argument, and I knew I needed some time alone to relax. 

He didn't like to get couples massages in the same room, so I decided 

to get a massage on my own. 

 

I got into the room, undressed, and lay face down on the table. The 

spa was typical, adorned with flute music, bamboo, and vanilla 

candles. The massage therapist came in, a man who as it would turn 

out, seemed to have never massaged anyone before. Great. 

 

His body was directly in front of my head when the first of three 

things happened. He slopped some lotion onto my bare back and 

began by putting his hands on each shoulder, then slowly wiggled 

down, reaching my mid-back when his phone buzzed. And then it 

buzzed again. It was then that I noticed his keys, jingling in the pocket 

of his too-loose for 2018, perhaps 90's-style jeans. 

 

The final act was when he leaned his belly onto my head, squashing 

me. I've had a massage or two, and this is not how it's supposed to 

work. 

 

As a Chief People Officer at the time, I typically preferred to praise, 

but I do express concern when the service is just terrible. They need 

to know, and I feel inclined to make it an opportunity to gain 

experience. Not in a shitty way, if I can help it. 

 

I have never stopped a massage before, but that changed on this day. I 

sat up, told the worker to leave, got dressed and came out where my 

ex's door was open. He looked at me and asked what was wrong. I  
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told him briefly that I wasn't enjoying the massage and wanted to 

leave. He said, "Ok." 

 

A few minutes passed and his female therapist came out to let me 

know he was going to stay. I got up from the plastic chair I was 

waiting in, paid for the massage and went out to my car and drove 

home. 

 

It was from that day on, everything was different. I realized that I was 

the only one responsible for my own happiness, and if something 

wasn't up to my standards, I had the power to change it. This 

experience was a turning point for me, and a reminder of the 

importance of self-care and self-advocacy. 

 

I have never told the whole story until now, but that day marked the 

beginning of my journey as "Not the HR Lady." That small act of 

rebellion, by walking out of a massage, something I had never done 

before, made me really think. 

 

Flashes of the bullying I had put up with both at home and at work, 

images of sweeping bad behavior under the rug in both settings too, 

and memories of excusing harassment and neglect were what I 

replayed as I drove the 13 miles to my house. 

 

Instead of anger, as one might expect, I felt relief. It was the first time 

I had acknowledged my feelings as valid and, in fact, the first time I 

had acknowledged my feelings in quite some time. 

 

Several relationships, both personally and professionally, needed to 

be evaluated. In many instances, I had written off treatment that I 

would encourage others not to take. 

 

I needed to put an end to all the bullshit in my life, and I did. 

 

This book is the culmination of 20 years in the workforce, continual 

learning, a hunger to do better than we’ve done in the past, my 

experiences, expertise, and perspective. Of course, I didn’t just use  
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my voice and my own bias. Throughout the book you’ll be treated to 

history lessons, news stories, studies, data, and facts that support my 

position on equity and inclusivity. And it wouldn’t be a ‘Not the HR 

Lady’ book if it didn’t include movie and song lyrics, quotes by the 

artists I am inspired by, a healthy dose of humor and actionable ways 

to do better, both individual leaders and organizations holistically.   

 

I hope that these words resonate and better yet, inspire you to act, 

whether personally or professionally, to make the changes you have 

been meaning to make. Maybe this will give you the nudge you need, 

much like that massage did for me.  

 

It, by itself, didn't solve anything, but it acted as a catalyst for action 

and came at a time when I least expected it. I was overwhelmed then 

with the feeling that everything was wrong, and suddenly, I knew 

what I needed to do and took action to do it. It has been anything but 

easy, but I would not change a thing. I needed to take care of myself, 

to save my life. I know that I'm not alone in those thoughts, however 

hard they are to write. 

 

Perhaps now, you will consider giving yourself the care and respect 

you deserve, making changes that make you happy and ultimately, 

help you thrive. Learning about how we got here and considering 

where we need to go are critical and it’s up to you to decide if you’ll 

take the plunge and commit to discovery, growth and doing your part 

in making the world of work better for everyone. 

 

We are in a time of great change, a time filled with uncertainty for so 

many people, businesses, and the future. Will you open your eyes to 

valuing yourself and standing up for yourself, the way you would for 

others? Will you demand more from companies and hold them 

accountable for their wrongdoings? Ultimately, we determine our own 

worth and collectively, we hold a lot of power over the worth of a 

company. 

 

Why do companies have customer service departments to ensure 

guest satisfaction, but fail to invest thoughtfully in the people running 

those departments and more, who are also potentially customers? 
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We've been taught to be grateful and loyal to companies, who, as time 

passed, technology grew, and things evolved, took more and more 

opportunities to spend less and less on 'people.' The bottom line: perks 

replaced pensions, greed replaced decency, and people became a 

commodity. 

 

And sadly, we, the employees, let it happen, almost encouraged it to 

become a 'thing.' 

 

It is not an easy pill to swallow, but just like when pensions lost favor 

to the less expensive and risk-averse 401k's and ancillary things, we 

are in a similarly pivotal time in the workplace. We have been in a 

place of uncertainty, during Covid-19 and social unrest, for the last 

few years. Reflection and a fair amount of self-introspection has led 

many to consider what really matters. 

 

It is time for us to act, to demand more for ourselves and for others. It 

is time for us to value people over profit and to hold companies 

accountable for their actions. It is time for us to take control of our 

own worth and to create the workplace we deserve. 

 

As a leader, I encourage you to reflect on your own experiences, and 

to make the changes that are necessary for you to thrive. The power to 

create a better workplace is within our grasp, let's take it. 

 

If this pandemic had to be some sort of 'lesson,' then perhaps the 

takeaway for us all is that it took away quite literally everything, so 

we can see more clearly, whatever that means to you. 

 

To me, Covid allowed me to use my voice more widely than just 

working for one company, as I previously had. The impact and results 

I've seen, the words of encouragement and support in disrupting tired 

norms and creating dialogue over the outdated professionalism of  

 

yesteryear, has been the motivation I've needed and thrived on to 

continue work that comes with a lot of trolls, backlash, and hate. No 

one said dismantling the systemic issues facing the world of work was 

easy, but I'm committed to the fight. 
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I'm invested in creating safe spaces for dialogue, normalizing mental 

wellness, and ensuring diversity, equity, inclusion, and belonging 

aren't just a part of some public relations strategy, but deeply 

engrained in the actions of every company and the values of every 

person, because people are what matter and in the world of work, 

'people' is how you win. 

 

For those of you who really need this book but refuse to read it 

because I'm just a 'B*tch HR Lady,' 'Ugly Feminist A**hole,' and my 

personal favorite, to which I bought the .com (seriously, type that 

phrase below in and it takes you to my Instagram, follow me for more 

fun) … 'Idiot C*nt Executive Housewife'… I have a special section 

just for you, a 'recap' of sorts, if you will. 

 

This will save you the time of attempting to mansplain back to me 

about my own book, which you seem to enjoy doing on LinkedIn, 

Twitter, Instagram, YouTube, Reddit, and Facebook… with my posts. 

 

I present… "Mansplaining with Justin" 

 

At the end of each chapter, you will see a section titled "Mansplaining 

with Justin" where I will provide a quick summary of the main points 

covered in that chapter in a way that is easy to understand and digest, 

without the need for any condescending explanations or unsolicited 

advice. Yes me, he didn’t even do it. Seem about right, right?  

 

  

 

 

 

 

 

 

 

 

 

 

 

‘Mansplaining with Justin’, Chapter #, “Key Word” 

 

“Yes, seriously” - Tara thought this would be funny.  
 

(This will be where we credit our source) 
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The road to revolution and reinvention begins with all of us. We must 

understand how we got here and then hold ourselves and those 

around us accountable for creating a better tomorrow. We must take 

bold action and incite true change, together! 

 

In the words of my favorite band, Incubus…  

 

“If not now, when?”  
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CHAPTER 1 

 

… WE WANT RESPECT 
 

 

Respect in the workplace is a crucial and often overlooked topic, but 

isn't that what we all truly desire? As Aretha Franklin sang, "Find out 

what it means to me." 

 

In the past, employees referred to their superiors as "Mr." or "Mrs." 

regardless of whether they had earned it or not. However, times have 

changed, and the concept of respect has evolved. 

 

To me, respect is essential and should be mutual. Respect is trust. 

Respect is valuing diversity. Respect is actively listening to learn. 

Respect is understanding different lived experiences. Respect is 

acknowledging one's own limitations. Respect is embracing new 

perspectives. Respect is effective communication. Respect is proper 

name pronunciation. Respect is a fundamental human right. 

 

Sadly, the modern workplace can resemble a distorted version of high 

school, complete with a cast of characters and cliques. We must strive 

to create a culture of respect and inclusivity, where everyone feels 

valued and heard. It's time to move beyond the outdated hierarchies 

and create a workplace that truly values and respects its employees. 

 

Progress has been made in addressing several issues in both 

educational and professional settings, yet there is still a long way to 

go. Respect in the workplace is a tricky thing, isn't it?  
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It's something that many of us desire, but few of us truly receive. And 

when it comes to racism in the workplace, well, that's a whole 

different ballgame. It's a game that's been played for far too long and 

it's one that we need to finally put an end to.  

 

Racism in the workplace is not just about being called a racial slur or 

experiencing discrimination. It's about being denied opportunities and 

access to resources that others have simply because of the color of 

your skin. It's about being treated as a second-class citizen and being 

made to feel invisible. It's about being forced to navigate a workplace 

that is not designed for your success, but for the success of those in 

power. 

 

Let's take a trip down memory lane and dive into the history of 

workplace racism. Way back in the day, racism was a normal part of 

the office culture. It was considered acceptable to make racist jokes, 

use racial slurs, and deny job opportunities to certain groups of 

people. Just revisit any movie, set in an office from the 1990’s and 

earlier and you’ll be appalled (I hope) and the flippant nature of 

casual racism.  

 

It was a time when "whites only" signs were commonplace and 

discrimination was the norm. But, as time progressed, society began 

to realize that this type of behavior was not only morally wrong, but it 

also held back progress and prosperity for all. 

 

The Civil Rights Act of 1964 was a game-changer in the fight against 

workplace racism. This law made it illegal for employers to 

discriminate based on race, color, religion, sex, or national origin. 

This was a huge step forward in the fight for equal rights and 

opportunities for all. However, it's important to note that the 

implementation of this law did not immediately eradicate racism in 

the workplace. It's still an ongoing battle to this day. 

 

We now have laws backed by the Equal Employment Opportunity 

Commission (EEOC) that are specifically designed to protect against 

discrimination in the workplace. The EEOC is a federal agency that  
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enforces laws prohibiting employment discrimination, including the 

Civil Rights Act of 1964. They investigate complaints of 

discrimination and take legal action against employers who violate the 

law. 

 

But let's be real, laws alone can't fix everything. It takes a 

commitment from individuals and organizations to actively work 

towards creating a more inclusive and equitable work environment. 

It's not enough to simply not be racist, we must actively work to be 

anti-racist. And that means calling out racist behavior, educating 

ourselves, and using our privilege to create change. 

  

For many women in the workforce, respect has been an elusive goal. 

The idea that women are somehow less competent, less capable, or 

less deserving of respect is a notion that has been around for 

centuries.  

 

The history of sexism in the workplace is a long and winding one, 

with laws and policies put in place to protect women's rights, but all 

too often falling short.  

 

The 1978 Pregnancy Discrimination Act was a step in the right 

direction, protecting women from being fired for choosing to have a 

child.  

 

But even with that law in place, women still face discrimination in the 

workplace based on their gender. The Paycheck Fairness Act, passed 

in 1963, aimed to close the wage gap between men and women but to 

this day, the gap persists. 

 

It's not just about equal pay, it's about equal respect.  

  

The history of misogyny is filled with tales of powerful men belittling 

and undermining the capabilities of their female colleagues.  

 

From the Mad Men era of the 60s, where women were expected to 

fetch coffee and type up memos, to the #MeToo movement of the 

2010s, where a plethora of high-profile executives were finally held  
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accountable for their abusive behavior towards women, misogyny in 

the workplace has been a persistent problem. 

 

One of the most notable examples of executive misogyny in recent 

history is the downfall of former Fox News CEO, Roger Ailes. In 

2016, multiple women came forward with allegations of sexual 

harassment against Ailes, leading to his resignation and the eventual 

settlement of a lawsuit for $20 million. 

 

But it's not just individual men committing these atrocities, 

institutional misogyny is also prevalent. In 2019, Google was hit with 

a class action lawsuit by female employees who claimed that the 

company systematically pays women less than men for similar work. 

The case is still ongoing at the time of this print. 

 

The Civil Rights Act of 1964 prohibited discrimination on the basis of 

sex in the workplace, but it's clear that this law alone is not enough to 

eradicate misogyny. It requires a culture shift and a commitment to 

holding individuals and institutions accountable for their actions. 

   

The history of bigotry in the workplace is a shameful one, dating back 

to the days when discrimination was not only accepted, but actively 

encouraged. Despite the progress that has been made in recent 

decades, bigotry remains a pervasive problem in many workplaces 

today. 

 

A notable example is the case of former Google employee James 

Damore, who wrote a controversial memo in which he claimed that 

women were biologically less suited for certain types of work, and 

that Google's diversity initiatives were unnecessary and harmful. 

Damore's memo sparked widespread outrage and led to his firing 

from the company. 

 

In terms of laws and protections specifically around bigotry, the 

Equality Act of 2020, which amends the Civil Rights Act of 1964 to 

include sex, sexual orientation, gender identity, and pregnancy or 

childbirth as protected classes.  
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This act prohibits discrimination in the workplace based on these 

factors and expands the definition of public accommodations to 

include retail stores, services, and online platforms. 

   

Ableism in the workplace is a complex issue, marked by countless 

instances of discrimination, marginalization, and mistreatment.  

 

Despite the progress that has been made in recent decades, people 

with disabilities continue to face significant barriers when it comes to 

finding and maintaining employment. From the days when individuals 

with disabilities were considered "unworthy" of work, to the present, 

where unemployment rates among this population remain alarmingly 

high, the fight for equal opportunities has been ongoing. 

 

One of the earliest laws to address this issue was the Rehabilitation 

Act of 1973, which aimed to prevent discrimination against people 

with disabilities in programs and activities that received federal 

funding. This law was followed by the Americans with Disabilities 

Act (ADA) in 1990, which extended these protections to the private 

sector, and further prohibited discrimination in areas such as 

employment, housing, and access to goods and services. 

 

The reality for many people with disabilities in the workplace is one 

of constant discrimination, mistreatment, and marginalization. From 

being passed over for promotions and job opportunities, to being 

bullied, harassed, and even fired, the obstacles faced by people with 

disabilities in the workplace are many. 

 

One of the most notable examples of this is the case of Walmart, 

which in 2014 was forced to pay a $7.5 million settlement after being 

sued by the U.S. Equal Employment Opportunity Commission 

(EEOC) for discrimination against employees with disabilities. 

Walmart was found to have refused to provide reasonable 

accommodations to its employees with disabilities, and even went so 

far as to fire them. 

 

Mark O'Brien, a journalist, and poet who used an iron lung to breathe, 

wrote an article on his experiences of ableism in the workplace, where  
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he mentioned how his employer refused to give him a job as a 

proofreader because of his disability. 

  

Workplace bullying has a sordid history, marked by tales of power 

imbalances and the abuse of authority. From the schoolyard bully who 

grew up to become the tyrannical boss, to the co-worker who delights 

in undermining and belittling their peers, the problem of harassment 

at work is all too prevalent. 

 

However, while workplace bullying may have been an accepted norm 

in the past, today, laws and regulations are in place to protect 

employees for this kind of fuckeroni. The Occupational Safety and 

Health Administration (OSHA) recognizes workplace bullying as a 

form of harassment and encourages employers to create policies and 

procedures to address it. Additionally, several states have enacted 

their own laws and policies to address workplace bullying. 

 

There are several examples of workplace bullying in the news, one 

example is the case of an ex-employee of the Australian Broadcasting 

Corporation (ABC) who filed a complaint with the Fair Work 

Commission, claiming that she was bullied and harassed by her 

manager, leading to her resignation. This case has sparked a wider 

conversation about the issue of workplace bullying in Australia, with 

many calling for stronger laws to protect employees. 

 

But laws and policies are only as effective as their enforcement, and 

the onus is on individuals to speak out against such behavior, and for 

employers to take swift and decisive action when such behavior is 

reported. 

 

In 2020, we witnessed a woman ascend to the role of Vice President 

in the United States. However, the lack of respect shown to this 

accomplished, trailblazing leader was truly disheartening.  

 

Not only were we subjected to the usual disrespect from the old guard 

of white cisgender men, but we also saw a disturbing display of 

hostility from some white women, who should have been celebrating 

this historic achievement. 
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I have a conscious bias that most cisgender white men will behave in 

this way, but it's up to them to prove me wrong. I collaborate with 

many white men, and those who truly respect women understand that 

when we talk about "white men" universally, we aren't talking about 

them specifically. They can help, and potentially you too, by using the 

privilege they or you have been afforded, for those who haven't. It's 

not a hard or unreasonable ask. 

 

What was particularly disturbing was the behavior from some white 

women towards Kamala. The hate and condemnation from those who 

consider themselves "professionals" was truly unprecedented. Just 57 

years ago, Kamala, and these so-called "professionals," could have 

been denied this very job because of their gender. 

 

And yet here we are, with some women tearing down another female 

leader who just made history for all women. We should be celebrating 

each other, not condemning, competing, or criticizing. 

   

I wonder, would all these White Women (and White Men), be so vile 

and nasty if the Woman elected looked like me?  

 

We will never get respect in the workplace or anywhere if we 

continually seek to harm one another.  

 

It's time to take a hard look at the way we treat our female colleagues 

in the workplace. From the insidious microaggressions to the outright 

hostility, the way we speak to and about women leaders is 

unacceptable. Where does this hostility stem from? Is it a desperate  

 

need for validation from the white patriarchal system? Or is it the 

belief that there is only room for a limited number of women in 

positions of power? 

 

We must also take responsibility for our own thoughts and actions, 

and actively work to dismantle the systems of oppression that fuel this 

unnecessary aggression toward each other. So, let's put down the 

rolling pins and aprons of the past, and let’s all join the fight for true 
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equality. Together, instead of against one another, we can create a 

workplace where everyone can succeed. 

 

Respect is a fundamental aspect of human interaction, and it takes on 

different forms depending on the culture, society, and context. In the 

workplace, respect is essential for building healthy and productive 

relationships, fostering teamwork, and promoting inclusion.  

 

However, in the past, the concept of respect was often tied to rigid 

hierarchies and patriarchal structures, where certain groups, such as 

women and people of color, were denied basic rights and privileges. 

 

We have progressed with legal protections and societal attitudes 

towards respect in the workplace. Laws such as the Civil Rights Act 

and the Americans with Disabilities Act have helped to combat 

discrimination and promote equal opportunities for all.  

 

Ageism in the workplace is a topic that has been gaining attention in 

recent years. But let's not forget, it's not just the older generation that 

faces discrimination, the new generation of workers, often referred to 

as "Millennials" also faces ageism. Despite being the most educated 

and diverse generation, they are often criticized for being entitled, 

lazy, and addicted to technology. But let's be real, where would we be 

without our smartphones? 

 

The facts are clear, age discrimination is real, and it is happening in 

the workplace. Studies have shown that both older and younger 

workers face discrimination in hiring, promotions, and even layoffs. 

According to AARP, nearly two-thirds of workers aged 45 and older 

 

have experienced age discrimination in the workplace. And let's not 

forget the hate millennials, gen y, xennials, gen z and others have and 

continue to receive. 

 

The root of this problem lies in the stereotypes and biases that exist in 

our society. We often assume that older workers are less adaptable, 

less tech-savvy, or less productive, and on the other hand, that the 

new generation of workers are entitled and lazy. These assumptions 
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are not only untrue but also harmful. A study by the Center for 

Retirement Research at Boston College found that older workers are 

just as productive as their younger counterparts, if not more so. 

 

The NFL is a great example of how age diversity can lead to success. 

Take Drew Brees, the former longtime quarterback for the New 

Orleans Saints. At 42, he was on the older side of the spectrum in 

terms of NFL players, yet he continued to break records, even through 

his final season. He's one of the most successful quarterbacks in NFL 

history, he's been selected to the Pro Bowl 13 times and has been 

named the Super Bowl MVP once. He's a true testament to the fact 

that age is just a number and that older workers can still make 

valuable contributions to their field. 

 

On the other hand, we have players like Taysom Hill, also a Saint at 

the time of print, who at 29 is on the younger side of the spectrum but 

has proven himself to be an asset to the team. Taysom Hill is a 

quarterback, tight end, and special teams’ player, he's known for his 

versatility, and he's been used in different positions and packages on 

the field, showing that he's not just a one-dimensional player. He's a 

great example of how the new generation of players can bring fresh 

ideas, energy, and a different perspective to the game. 

 

The NFL demonstrates that both older and younger players can make 

valuable contributions to the team, and that age diversity is an asset to 

any organization. The key is to value the contributions of all workers, 

regardless of their age and break down the stereotypes and biases that 

limit their potential. 

 

But, while a great example of how age diversity can lead to success, is 

also plagued by issues such as racism, pay disparity, sexism, 

harassment, and unsafe working conditions.  

 

A 2020 study by the Institute for Diversity and Ethics in Sport found 

that only 12.5% of head coaches and 4.6% of general managers in the 

NFL were people of color. 
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Players of color are often paid less than their white counterparts. A 

2019 study by the University of California-Berkeley found that NFL 

players of color were paid on average 20% less than white players. 

 

Female coaches, referees, and even administration face discrimination 

and harassment in the NFL, which is no shock in a male dominated 

business. In 2020, the NFL hired its first full-time female coach, but 

she still faces discrimination and harassment from her colleagues and 

the public. 

 

The physical nature of the sport puts players at a high risk of injury, 

leading to long-term health problems. A 2020 study by the National 

Center for Biotechnology Information found that NFL players had a 

higher risk of dying from degenerative brain disorders compared to 

the general population. 

 

You can get some things right and still have other systemic issues. It’s 

important to acknowledge and address these issues, and to create a 

more inclusive and equitable workplace, on a larger scale. Without 

doing so, we can forget about ever being respected.  

 

How can companies & leaders demonstrate respect 

toward their employees? 
 

The first step is to recognize and acknowledge that it exists. 

Employers should make a conscious effort to create an inclusive and 

respectful work environment. This includes offering training and 

education on age diversity and inclusion, as well as implementing 

policies that prohibit age discrimination. 

 

Leaders should also be mindful of their own biases and actively work 

to challenge them. This includes actively seeking out and valuing the 

contributions of workers of all ages and creating opportunities for 

them to share their knowledge and experience. 

 

Respect in the workplace isn't just a buzzword, it's a fundamental 

principle that leaders and companies must embody to create a 

productive and inclusive environment.  



Fuck Your Office Snacks 

 

21 

Hiring practices and norms likely need an overhaul too. Eliminating 

the "why do you want to work here" question and assuming that 

candidates are there because they need a job, and you have one 

available that appeals to them goes a long way toward mutual respect, 

we don’t need our asses kissed, do we?  

 

Showing respect for candidates' time and building trust can go a long 

way in creating a positive and productive work environment. 

 

Another way is through fair compensation and benefits that recognize 

the humanity of employees. Living wages, robust benefits, and profit 

sharing are all ways to show that employees are valued and respected.  

 

Creating a culture that is intolerant of harassment, bullying, sexism, 

racism, and hate is crucial for fostering a positive work environment. 

And it exists, you have to deal with it. 

 

Fuck your office snacks… We want respect! 
 

As employees, we're all too familiar with the frustration of not being 

respected by our colleagues or superiors. We're tired of the constant 

dismissiveness, the condescending remarks, and the general lack of 

understanding for our perspectives. It's like the character Atticus 

Finch from "To Kill a Mockingbird" so eloquently put it, "You never 

really understand a person until you consider things from his point of 

view." But in the office, it seems like that's something that's always in 

short supply. 

 

We're annoyed at the constant gossiping, the spreading of rumors, and 

the passive-aggressive behavior that's all too common in the 

workplace. It's like the Yoda once said in "Star Wars: The Empire 

Strikes Back," "Treat others the way you wish to be treated." But it 

seems like that's a lesson that some people never learn. 

 

We don’t want cold brew in place of respect, why is this so hard to  

grasp? 
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Ask yourself… 
 

How do I ensure that I am respected in the workplace? What actions 

do I take to communicate my boundaries and expectations for how I 

should be treated? 

 

In what ways do I show respect to my colleagues and superiors in the 

workplace?  

 

How do I respond when I feel disrespected or when I witness 

disrespectful behavior in the workplace?  

 

How do I balance the need to be respected and assert my boundaries 

with being empathetic and understanding of others' perspectives? 

 

How do I ensure that my own biases and prejudices do not hinder my 

ability to respect and value diversity in the workplace? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

‘Mansplaining with Justin’, Chapter 1, “Respect” 

 

“Be Excellent To Each Other” 
- Bill S. Preston Esquire 

 

(From the Movie, Bill & Ted’s Excellent Adventure, 1989, MGM) 
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CHAPTER 2 

 

… WE WANT TO BE PAID 
 

 

When I first entered the workforce, I was employed by a company 

that specialized in building luxury multifamily housing in Southern 

California. At the time, this was a relatively new concept, and these 

communities were known for their high-end amenities, such as resort-

style pools, state-of-the-art fitness centers, and upscale interior 

finishes. 

 

However, with these luxurious features came a steep price tag. Our 

rental rates were significantly higher than our competitors, and we 

had to work hard to justify the added expense to potential tenants. We 

relied on storytelling and marketing tactics to appeal to the target 

demographic of young professionals and affluent renters. We 

emphasized the convenience and exclusivity of our communities, as 

well as the cost savings associated with not having to pay for 

additional memberships such as gym or movie theater memberships. 

 

In retrospect, I now understand that the company had a less-than-

stellar reputation. The luxury amenities were often short-lived, as the 

company's goal was to "lease up" the buildings and then sell them off 

to another property management company. This meant that, despite 

the initial allure of luxurious features, residents were often left 

disappointed and disillusioned within a year or two of signing their 

leases. 

 

The "stuff" that was used to entice them to rent for more, has become 

irrelevant. The fancy office spaces, the free meals, the on-site gyms 

and yoga classes, they all meant nothing now.  
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Covid exposed the emptiness of using "stuff" as a way to compensate 

for low pay or inadequate benefits. And it's a reminder that true value 

lies in treating employees and customers with respect and offering 

them fair compensation and genuine benefits, and reasonable prices. 

The bells and whistles can be nice, but they're not a substitute for 

treating people with dignity and fairness. 

 

The age-old adage of "you can't put a price on happiness" rings true in 

the world of business as well. Companies, in a bid to attract and retain 

top talent, have long resorted to offering a plethora of perks and 

incentives. But as the events of the past few years have shown, these 

bells and whistles can be temporary band-aid that mask deeper issues. 

 

When the pandemic hit and employees were forced to work from 

home, the fancy office spaces, and on-site gyms suddenly became 

irrelevant. And while companies may have saved on overhead costs, 

they also cut employee salaries and benefits, in a lot of instances. The 

result is a workforce left feeling shortchanged and undervalued. 

 

It's time for companies to reevaluate their priorities and realize that 

true employee satisfaction and retention can't be bought with a ping-

pong table or a free latte. It comes from fair compensation, job 

security, and a culture that values and respects its employees. Because 

in the end, it's not the perks that will keep your employees loyal, it's 

the respect and value you show them. 

 

It's a depressing but all too familiar story of being undervalued and 

underpaid in the workplace. And it's not just limited to women, 

people of color and those with disabilities also experience wage gaps 

and discrimination. It's a systemic issue that needs to be addressed 

head-on.  

 

Organizations and leaders need to take a hard look at their hiring and 

compensation practices and implement policies that promote pay 

equity and fair treatment for all employees. It's not just the right thing 

to do, it's also good for business.  
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A diverse and inclusive workforce leads to better decision-making 

and increased productivity. Let's hope that more companies will take 

the necessary steps to close the wage gap and create a truly equitable 

workplace for all. 

 

The pay gap tends to be larger for women of color and in some cases 

the gap appears to be widening. According to data from the National 

Women's Law Center, in 2020, the median weekly earnings for white, 

non-Hispanic women were $769, while Black women earned $660, 

Latinas earned $624, and Asian women earned $874. This translates 

to a pay gap of 82 cents on the dollar for white women, compared to 

63 cents on the dollar for Black women, 54 cents on the dollar for 

Latinas, and 85 cents on the dollar for Asian women. 

 

It's no secret that the playing field for women in the workforce is far 

from level. From the "Motherhood Penalty" to the "Glass Ceiling," 

we've got a lot of hurdles to overcome just to get paid a fraction of 

what our male counterparts earn.  

 

Sure, there are a few bright spots where the gap is narrow, like in the 

fields of food service, authorship, and therapy. But for the most part, 

it's a bloodbath out there. Sales agents, financial administrators, and 

consultants? Good luck trying to earn even two-thirds of what the 

guys make. And don't even get me started on the pay gap for working 

moms. But fear not, we’ll get there later.  

 

So, what can we do about it? Raise the federal minimum wage. 14 

years without a raise? That's just cruel and unusual punishment. And 

don't give me that "it'll make things too expensive" nonsense. In-N-

Out Burger has been paying their employees a fair wage since 1948 

and their burgers still aren't $5. Let that sink in. 

 

It's a shame that in 2023, we're still talking about this. But here we 

are, humans, still fighting for equal pay for equal work. And say the 

seemingly hard stuff, it's not just about equal pay for men and women, 

it's about equal pay for people of color and the LGBTQ+ community 

too, there’s nuances that some black box or rainbow flag won’t help 

make better. 
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Stop being cheap and start paying a living wage. I mean, do you really 

need that fifth vacation home? Can't you sacrifice a little for the well-

being of your employees? 

 

We should also look to our past for solutions. Unions were created to 

protect employees from their employers. They demand standardized 

wages, pay transparency, and have specific procedures in place in 

cases of discrimination. But somewhere along the way, unions got a 

bad rap. But let's not forget, unions helped create the middle class.  

 

And where is the middle class now? 

 

At the national level, policies like the Paycheck Fairness Act could 

also help. This act prohibits retaliation against employees who 

disclose their wages and increases penalties for wage discrimination. 

 

How can companies & leaders aid in pay equity? 
 

When companies achieve significant financial success, it is only fair 

to compensate those who contributed to that success with fair wages 

and benefits. Unfortunately, there are still ongoing efforts to prevent 

this from happening, including lobbying and legal battles. Many 

companies take a stance on employee compensation that also benefits 

the company in some way, as if there's a constant "what's in it for me" 

mentality when it comes to treating employees fairly. 

 

It's unfortunate when recruiters view salary negotiation as a "red flag" 

during the hiring process. This is a basic aspect of the job, not a 

volunteer opportunity or community service. Companies must invest 

in a comprehensive "People Strategy" which values and compensates 

employees accordingly. 

 

Transparency is crucial in this process. If a company is facing 

financial difficulties, it's important to be open and honest about it with 

employees. This can foster a sense of understanding and cooperation 

during trying times. In the hiring process, including the base salary 

range in job descriptions is a simple and fair request. 
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Leaders must advocate for their team and strive for equity in 

compensation. Across-the-board increases of a few percentage points 

are insufficient. Deciding on individual raises based on bias or 

subjective criteria must be eliminated. Headcount budgeting meetings, 

which display bias, should be avoided. 

 

Work in exchange for money is just that, nothing more, nothing less. 

Any additional perks such as benefits, unique workspaces, wellness 

programs, meals, swag, or trips should be viewed as bonuses, not 

replacements for fair compensation.  

 

Fuck your office snacks… We want to be paid! 

 

Workplace pay disparity and lack of transparency are ongoing issues 

that need to be addressed. In the film "Selma" by Ava DuVernay, the 

character Dr. Martin Luther King Jr. says, "Change is never easy, but 

always possible."  

 

Pay transparency is crucial in closing the wage gap. In the film "Black 

Panther" by Ryan Coogler, the character T'Challa says "In times of 

crisis, the wise build bridges, while the foolish build barriers." This 

quote serves as a reminder that true progress and change can only be 

intentional, communicative, and transparent. 

 

In the film "Mudbound" by Dee Rees, the character Ronsel Jackson 

says "We ain't treated the same. Not even close." This quote 

highlights the importance of valuing the unique perspectives and  

 

experiences that marginalized groups bring to the table and should be 

reflected in their pay. 

 

We don’t want sleeping pods in place of being paid fairly and 

equitably, why is this so hard to understand? 
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Ask yourself… 
 

Are you currently able to evaluate your own worth and actively seek 

out an organization that will financially compensate you accordingly? 

 

Are you interested in taking on a role on the compensation committee 

within your organization, to use your skills and passion to help create 

a fairer and more equitable workplace in terms of pay? 

 

Will you speak up, advocate for transparency, and support others, 

even if it doesn't directly affect you? 

 

Will you make sure to vote in upcoming elections, to support 

candidates who align with your values on fair and equitable 

compensation? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

‘Mansplaining with Justin, Chapter 2, “Paid” 
 

 
 

“There aren’t any small parts, only small paychecks”  
Joe Pantoliano  

 
 

(Joey Pants said this in an interview) 
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CHAPTER 3 

 

… WE WANT TO BE SEEN 
 

 

"But I thought you didn’t want us looking at you" - Real quote from a 

Cis White Privileged Male C-Level Executive. 

 

"I don’t want you looking at my tits, Steve*. There’s a difference 

between acknowledging people and objectifying their physical 

appearance like a teenager with their first crush" - What I said back to 

him (in reality). 

 

It's unfortunate, but there's always one at every company who hold 

these views, and their time is running out. Some of these men still 

believe that their inappropriate and harassing behavior is funny and 

charming and that we find it amusing. 

 

Let’s talk about the concept of being “seen”. I don’t want you to 

notice my new eyeshadow, it’s for my own enjoyment, not for your 

pleasure. I want you to notice the quality of our recent hires, the 

success of our recruiting and onboarding teams, and our 

organization's commitment to valuing and treating employees fairly. 

 

See that when you see me, not my appearance. 

 

It may seem like a small thing, but it's important to keep in mind that 

it's not appropriate to comment on someone's looks in a professional 

setting, unless it's in the context of a complimenting their work. 

People, for the most part, are not objects to be objectified. 
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When we say we want to be seen, we're talking about being 

acknowledged and valued for our contributions to the company, not 

our physical appearance. As a woman, my lived experience is 

different than the majority of Corporate America. I want you to see 

that and value what's been missing from a mostly one-dimensional 

team. 

 

Keep your eyes up, ears ready and minds open to the possibility that 

we can bring something to the table besides coffee. 

 

The history of employers seeing and embracing employees for their 

unique value, lived experiences, educational variations and 

contribution is a long and complex one. We can trace it back to the 

industrial revolution when employers began to recognize the value of 

hiring and retaining workers with different talents, skills, and 

backgrounds.  

 

In the 1960s, the rise of the civil rights movement saw a shift towards 

more inclusive employment practices, with employers beginning to 

embrace these concepts. This was followed by the passage of the 

Civil Rights Act of 1964, which prohibited discrimination based on 

race, sex, color, religion, or national origin. Since then, employers 

have become increasingly aware of the importance of creating an 

inclusive workplace, where all employees are valued and respected. 

 

In the 1970s, we saw the emergence of the “employee feedback loop”, 

where employees were encouraged to provide their feedback on the 

organization’s policies and procedures, as well as their experiences in 

the workplace. This allowed employers to gain insight into their 

employees’ perspectives, which helped them to create a more positive 

work environment. 

 

The 1980s saw the emergence of the term “employee engagement”, 

which focused on the concept of creating an environment where 

employees felt valued, respected, and engaged. This concept has been 

further developed in recent years, with employers looking to create an 

environment where employees can feel safe and supported. 
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In the 1990s, the concept of “work-life balance” began to gain 

traction, with employers recognizing the importance of allowing their 

employees to maintain a healthy balance between their work and 

personal lives. This has led to the creation of flexible work schedules 

and the introduction of policies such as parental leave and paternity 

leave. 

 

In the 2000s, the rise of technology has allowed employers to better 

understand the needs of their employees. Through the use of surveys, 

focus groups, and other forms of feedback, employers have been able 

to gain a deeper insight into their employees’ needs and expectations. 

This has allowed them to create a workplace where employees are 

appreciated, and their contributions are valued. 

 

Today, employers are increasingly recognizing the importance of 

cultivating a diverse and inclusive workplace, where everyone's 

unique talents, lived experiences, and educational backgrounds are 

valued and embraced. Using anonymous feedback systems, employers 

are able to get an accurate picture of how their employees feel about 

their work environment, without fear of repercussions. This has 

allowed them to create policies and procedures that are tailored to the 

individual needs of their employees, creating a workplace where 

everyone feels safe and respected. 

 

It's a delicate balance for marginalized groups to navigate the world of 

work, where authenticity and conformity often clash. My friend, 

Anthony*, coaches Black Men on how to "play the game" and 

conform to corporate expectations to advance in their careers. He 

believes that to move up the ladder, Black men must present 

themselves as non-threatening. 

 

This is the antithesis of being seen and it's something that 

marginalized groups often must do to be successful in a mostly white, 

cis, male-dominated corporate environment. While there are 

exceptions to this rule, marginalized groups are often expected to 

conform. 
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In recent years, the concept of organizational culture has been re-

examined and redefined in various works written by women, LGBTQ, 

and Black authors. In her book, Dare to Lead: Brave Work, Tough 

Conversations, Whole Hearts, Brené Brown posits that culture is not 

about conformity, but rather an understanding and appreciation of 

different perspectives and values. She argues that “culture is the 

collective experience of belonging, connection, and purpose that we 

create together.”  

 

In his book, The Culture Code: The Secrets of Highly Successful 

Groups, Daniel Coyle argues that organizational culture is more than 

just shared values and customs; it is a collective mindset that is 

shaped by the relationships and interactions of its members. He 

believes that successful cultures are those that foster trust, safety, and 

collaboration among its members. Coyle states that “Culture is the 

sum total of the stories, habits, and emotional cues that create a safe 

and productive environment.”  

 

Kim Scott, in her book Radical Candor: Be a Kick-Ass Boss Without 

Losing Your Humanity, argues that true organizational culture is built 

on caring personally and challenging directly. She believes that to 

create a culture of trust, transparency, and mutual respect, it is 

important for leaders to be open and honest with their teams and to 

create a safe space for difficult conversations.  

 

Remember that the culture within a company influences whether 

individuals are seen for the unique value they bring to the table or not. 

Do you want conformity or innovation? By being open to the idea that 

we often don't do much beyond what we've always done and 

recognizing that things have been changing, organizations can unlock 

new layers of potential and strive to catch up with the times. 

 

How can companies & leaders really “see” their 

employees? 
 

It's no secret that many companies struggle with seeing their 

employees as individuals with unique needs and contributions. One 

way to combat this is by re-examining and eliminating unnecessary 
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policies and regulations, such as dress codes. As Netflix famously 

stated in their famous "Netflix Deck", "We don't have a dress code 

and so far, no one has shown up naked." This statement highlights the 

trust that a company should have in their employees to dress 

appropriately for the workplace, and the realization that policing 

employees' clothing choices is unnecessary and unproductive. 

 

Another way for companies to truly see their employees is by 

embracing flexibility and accommodating arrangements other than the 

traditional 9-5 schedule. The pandemic has proven that many jobs can 

be done just as effectively from home and forcing employees back 

into the office post-pandemic could lead to difficulty in retaining or 

attracting top talent. By offering flexible work arrangements, 

companies can show that they see and value the unique needs and 

circumstances of their them members.  

 

The past few years have seen an increased focus on mental health, 

neurodiversity, and LGBTQ+ rights in the workplace. Companies 

must make it safe for employees to talk about these issues and provide 

the necessary resources and support. The normalization of these 

topics in the workplace can help create a culture where employees 

feel seen and valued for their unique identifiers and experiences. 

 

Leaders should actively listen to their employees and seek feedback 

on how they can improve and create a more inclusive environment. 

This can be done through regular one-on-one meetings, employee 

surveys, and focus groups. 

 

Organizations can promote diversity and inclusivity in the workplace 

by encouraging employees to share their unique perspectives and          

experiences. This can be done through employee resource groups, 

diversity and inclusion training, and other initiatives. 

 

Provide opportunities for employee development and recognition. 

This can be done through employee development programs, 

mentoring, and regular performance evaluations. 
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Create a culture of belonging. This can be done through team building 

activities, employee recognition programs, and regular town hall 

meetings. 

 

Leaders should lead by example by modeling the behaviors they want 

to see in the organization and role modeling the values they want to 

promote. They should also hold themselves and others accountable 

for creating an inclusive culture. 

 

Encourage and facilitate cross-functional teams to work together, this 

will expose employees to different perspectives and ideas, and help 

them learn from each other. 

 

Get to know your employees: Leaders should take the time to get to 

know their employees on a personal level. This can be done through 

regular check-ins, informal conversations, and team-building 

activities. By getting to know employees beyond their job 

responsibilities, leaders can better understand their unique strengths 

and interests and find ways to leverage them in the workplace. 

 

Encourage employee autonomy. By giving employees the freedom to 

make decisions about their work, leaders can see how employees 

approach problem-solving, and how they prioritize their work which 

will help in understanding their unique value. 

 

Companies should promote a growth mindset by encouraging 

employees to take risks and try new things. By fostering an 

environment where employees are encouraged to experiment and 

innovate, leaders can see how employees approach challenges and 

how they evolve over time. 

 

Celebrate and acknowledge differences. This can be done through 

employee recognition programs, diversity and inclusion initiatives, 

and other activities that celebrate the unique contributions of 

everyone. 

 

Seeing employees' uniqueness requires a combination of active 

listening, fostering a culture of belonging, providing opportunities for 
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employee development and recognition, celebrating, and 

acknowledging differences and leading by example. It's crucial for 

leaders and organizations to make an effort to understand and 

appreciate the unique contributions of each employee, which will lead 

to a more inclusive and productive workplace. 

 

Fuck your office snacks… We want to be seen! 
 

"I'm not invisible," says Octavia Spencer's character Minny in the film 

The Help. In the corporate world, it is important for employees to not 

only be seen as valuable individuals, but also as valuable members of 

a team, a community, and the larger society. 

 

Having the courage to speak up and be heard, whether it's fighting for 

recognition in the workplace or building bridges to connect with 

others, is leadership. Is the right thing.   

 

We don’t want gift cards in place of being seen and valued for what 

we add to the company, why is this so hard to understand? 

 

 

 

 

 

 

 
 

Ask yourself…  
 

How do I ensure that my presence and contributions are 

acknowledged and valued in the workplace? In what ways do I 

actively strive to make myself seen and heard? 

 

How do I create an environment where authenticity and individuality 

are celebrated?  

 

 

‘Mansplaining with Justin’, Chapter 3, “Seen” 

 

"I don't know how to put this but I'm kind of a big deal. People know 
me. I'm very important. I have many leather-bound books and my 
apartment smells of rich mahogany." - Ron Burgundy 

 

(From the Movie, Anchorman: The Legend of Ron Burgundy, 2004, DreamWorks) 
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In what ways do I challenge my own biases and prejudices to promote 

a more inclusive and equitable workplace? 

 

How do I ensure that all employees feel safe to express their authentic 

selves without fear of discrimination or retaliation? 

 

How do I actively seek out and amplify diverse perspectives and 

voices in decision-making and leadership roles? 
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CHAPTER 4 

 

… WE WANT MENTAL 

WELLNESS 
 

There are 13 text messages that I haven’t returned in over a month. I 

just… can’t. It’s hard to explain your own depression. It’s hard to 

explain why opening an email led to an overwhelming sense of 

anxiety and panic, even if you know it’s not a “bad” email. It’s hard.  

 

I remember my first corporate job like it was yesterday, rather than 

the 20+ years ago that it was. I had the same feelings on that day, that 

I did on every first day of school. A nervous ball in my stomach that 

can decide if it’s going to make me throw up or force me to eat 

something.  

 

You know the feeling.  

 

It didn’t take me long to find my stride and I was leasing these luxury 

apartment homes left and right… to the delight and sometimes, 

dismay, of my boss. She was a full-on mean girl, though the term 

hadn’t been coined yet and Tina Fey hadn’t yet made the film. If there 

was a chance to cut me down, she took it. She was Regina George. 

 

Back then, I was not the well-heeled fashionista I fancy myself to be 

now. She, however, only carried a Kate Spade bag and her $300 

Gucci sunglasses was her prized possession. On one particularly 

humiliating exchange, she was with a newly hired team member in 

her office, and she called me in with them.  
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When I got there, I started to sit down and she said, “No no, stay 

standing, I want her to see your outfit.” I was flattered that this great 

smelling, high end clothes wearing, super model looking woman 

wanted to show ME off…  

 

And she did. But, not like that. Not good… at all.  

 

She told the new team member, through laughter which I suddenly 

found obnoxious instead of endearing, that what I was wearing (a 

pencil skirt, blouse, and blazer) is what NOT what to wear and that I 

hadn’t receive my shopping allowance yet (the company gave you 

$1,000 annually to spend on “approved” business attire from the INC. 

line at Macy’s, I know… great perk).  

 

She continued “see how cheap the fabric is?” while she grasped it like 

it was going to infect her with my obvious poor.  

 

I had never been so conflicted on emotions in my whole life. I looked 

up to this Woman… she was my first boss and, aesthetically, she was 

perfect. I was young and that mattered in Los Angeles in the early 

2000’s, whether you’re in the entertainment business or multifamily 

housing, looks were important and I just got railed for mine. I 

simultaneously wanted to cry, hit her, and go shopping. I chose the 

latter.  

 

This led to a near lifetime of never feeling adequate, never feeling like 

I had enough, and like I had to be a notch above everyone when it 

came to how I was perceived. I’ve spent more money on designer shit 

that I can tell you and I was ashamed and embarrassed at the way we 

were living. So ashamed that when I started going to therapy in 2013, 

I sold almost every “name brand” thing that I had acquired. It wasn’t 

me and I didn’t need them to be impressive.  

 

I am impressive in Faded Glory from Walmart or in a wool and silk 

blend jacket from Saint Laurent.  

 

The person makes the clothes, not the other way around.  
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I didn’t realize how deeply this was rooted into my psyche. How 

badly this workplace experience damaged my mental health, for the 

long term, until I found myself crying in my closet because I’d gained 

so much weight during my pregnancy that none of my designer shoes 

fit and I was worried, deeply concerned, that I would somehow now 

be “less than” if I showed up to work in my off label “fat shoes” 

instead of my Jimmy Choo’s. What would Carrie Bradshaw think of 

me? How ridiculous now.   

 

At the time, I called my mom who said “You’ve got to be fucking 

kidding me, girl” … “You’re crying, not because your feet are fat, but 

because you’re concerned the shoes that do fit you aren’t good 

enough to wear”?... Who’s looking at your damn feet?”  

 

Point taken.  

 

She’s usually right, Moms are like that. 

 

It was a startling moment, to which I am forever grateful. What the 

hell was wrong with me? My shoes somehow determine my worth 

now.  

 

Who was I?  

 

In fairness, I did live in Orange County, CA where the pretense is 

damn high… but I grew up there, pretense-free, for the most part. I 

certainly never had designer shoes growing up, but no one I knew 

really did and yet still was a popular, smart, student and no one cared 

that nearly every day I wore my Puma Cheer shoes and donned some 

sort of Fighting Irish ‘spirit wear’, our mascot.  

 

Like I said, I make the clothes, the clothes don’t make me, but I was 

way off track in my 20’s and my work environment, didn’t help. 

 

The history of workplace mental health is a complex and nuanced 

one, starting from the early 20th century as the industrialization and 

urbanization brought new challenges to the mental well-being of  
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workers. In the 1920s and 1930s, organizations such as the National 

Committee for Mental Hygiene and the National Mental Health  

 

Association started to advocate for better mental health services and 

support in the workplace. 

 

During the WWII, the government and military recognized the 

importance of mental health for the workforce productivity and 

implemented programs to support the mental well-being of soldiers 

and workers in essential industries. 

 

In the decades that followed, the topic of workplace mental health 

was largely ignored by employers and policymakers but started to 

gain attention again in the 1980s and 1990s as the cost of untreated 

mental health conditions began to be felt in terms of lost productivity 

and increased healthcare expenses. 

 

Mental health and stress at work are major issues that continue to 

plague the modern workforce. According to a study by the World 

Health Organization, depression and anxiety alone cost the global 

economy an astounding $1 trillion per year in lost productivity. But, 

as the WHO also points out, investing in mental wellness is a smart 

move - for every $1 put into scaled up treatment for common mental 

disorders, there is an ROI of $4 in improved health and productivity. 

 

Despite the clear benefits, many workers are still struggling to get the 

support they need. A report by Capita found that 79% of workers have 

experienced stress at work in the past year, with 22% feeling stressed 

often or all the time. Even more concerning, 45% have considered 

leaving a job due to the stress it has created and 53% have known 

colleagues forced to give up work due to stress. 

 

The most common response to stress, according to the report, is 

increased irritability in the workplace, with 44% of workers reporting 

being more irritable at work.  
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Other negative coping mechanisms include drinking more alcohol 

(25%), taking it out on family members (28%), and smoking more 

cigarettes (15%). 

 

It also found that 24% of workers have taken time off because of 

stress, but only 41% of those reported that the absence was stress 

related. Only 37% of workers feel comfortable telling coworkers they 

took time off because of mental health issues. 

 

These statistics highlight the urgent need for organizations to address 

the ongoing effects of workplace stress and its direct link to mental 

health. It's time for mental health to be considered and prioritized just 

like "regular" health insurance and "regular" sickness.  

 

"Wellness" in the workplace is a term that's thrown around a lot these 

days. Insurance companies make so much money that they give us 

"free" wellness money as a thank you (for all the money we made 

them, which is substantially more than the $40 per employee 'rebate' 

they gave us for wellness), but the first year this was a 'thing', 

everyone was on the Weight Watchers and Biggest Loser train, 

because apparently, someone thought that sharing our weights with 

co-workers was motivating. 

 

But, as time went on, that money was used for giving everyone a 

Fitbit, in-office massages, memberships to the gym, installing a gym 

in the office, and various other physical wellness things. The best we 

had for mental health was an EAP (which quite literally weeks ago, 

someone my age, a professional, who’s used one before asked me if 

they’re reeeaaalllly confidential… they are, it’s a third party in nearly 

all instances).  

 

It wasn’t until more recently that apps and alternative providers like 

Confidant, Illumma Ketamine Clinics, TalkSpace and Calm became 

more mainstream (and calling these benefits mainstream is generous, 

it’s mostly reserved for start-ups and progressive companies who 

seem to care about this ‘stuff’). Hell, most insurance plans to this very 

day limit your mental health visits and/or charge a larger co-pay than 

a “regular” doctor visit. 
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According to the World Health Organization, depression and anxiety 

cost the global economy US$ 1 trillion per year in lost productivity. 

Investing in mental wellness is worth it, as for every $1 put into  

 

scaled up treatment for common mental disorders, there is an ROI of 

$4 in improved health and productivity.  

 

A study by Capita also found that 79% of workers have experienced 

stress at work during the last 12 months, and 45% have considered 

leaving a job due to the stress it has created. 

 

Companies need to start thinking about mental health as just as 

'normal' and 'important' as a general doctor or dentist visit. Unless 

there’s an FMLA claim, do you really need a doctor’s note? Instead of 

using write ups, see how you can best support their performance. 

 

How can companies & leaders support mental wellness? 
 

Leaders and organizations can do a lot to support better mental health 

in the workplace. Taking actionable steps to create a supportive 

environment that promotes mental well-being can have a positive and 

lasting impact on employee morale and performance.  

 

One of the most important things leaders can do is to create an open 

and accepting atmosphere where employees feel comfortable talking 

about their mental health. Offering mental health resources, like 

employee assistance programs, or providing educational materials like 

mental health awareness workshops can help employees feel 

supported. 

 

Leaders can also take steps to reduce workplace stressors. Flexible 

scheduling, providing access to mental health professionals, or 

offering mental health days can all help reduce stress and improve 

well-being. Organizations should also make sure to create a culture of 

respect and inclusion. This can include encouraging open dialogue, 

providing training and resources that promote respect and 

understanding and having a zero-tolerance policy for harassment and 

discrimination.  
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Companies can offer their employees the opportunity to work 

remotely, create flexible work hours, or provide discounts on gym  

memberships or healthy meal plans. These initiatives can help to 

reduce stress and improve overall mental health.  

 

Leaders should ensure that their employees have access to the tools 

and resources they need to do their job. Providing employees with the 

necessary support, technology, and resources can help to reduce 

stress, increase productivity, and improve overall mental health.  

 

When it comes to supporting better mental health in the workplace, 

research shows that organizations that prioritize mental health see 

improved employee engagement, retention, and productivity. 

Investing in initiatives that promote mental health can have a long-

term positive impact on employee morale and performance and can 

ultimately benefit the organization as a whole. 

 

Fuck your office snacks… we want mental wellness! 
 

"I'm not crazy, my mother had me tested," says Keke Palmer's 

character in the film Hustlers. Just like the character, many 

individuals may feel the pressure to hide their mental health struggles 

for fear of being seen as "crazy" or weak. 

 

Boots Riley also addresses the impact of mental health in his film 

Sorry to Bother You. The film explores the psychological toll of 

corporate exploitation and capitalism on its main character, played by  

 

Lakeith Stanfield, who states "You gotta get a little crazy to survive in 

this world" This quote illustrates the importance of recognizing and 

addressing the mental health challenges that can arise from the 

pressures and demands of the corporate world. 

 

Mental health must be taken seriously and treated with the same 

importance as physical health. Employers should provide resources  
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and support for employees to take care of their mental well-being and 

create a culture that encourages open communication and 

understanding. 

 

We don’t want company branded swag in place of resources and an 

investment in our mental health, why is this so hard to understand? 

 

 

 

 

 

 

 

 

Ask Yourself…  
 

How do I prioritize my own mental health in the workplace?  

 

Does my company support my mental health, or does it add to my 

mental stress? 

 

How can I create a culture of openness and understanding around 

mental health issues in the workplace?  

 

How can I lead by example in addressing and destigmatizing mental 

health? 

 

How do our company's policies and practices contribute to employee 

stress and burnout? 

 

 

 

 

 

 

 

 

‘Mansplaining with Justin’, Chapter 4, “Wellness” 

 

“I don’t want to survive, I want to live” 
- Captain 

 
 

(From the Movie, WALL-E, 2008, Walt Disney Studios) 
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CHAPTER 5 

 

… WE WANT TO BE 

PARENTS 
 

 

No one ever believes me when I say that I was a person who didn't 

want children. I can understand why since I now have seven. But let 

me assure you, I never planned on having a family until I did. 

 

As a kid, I wanted to be an actress, to make people laugh and talk 

about things that were important to me. I wanted to write and perform 

songs. I wanted to be an artist and, much like Bette Midler's character 

in Beaches, kids were not a part of that equation. 

 

But, as I grew older and became a young professional, ascending the 

corporate ladder quickly, I realized that not having children, at least 

for women, was also frowned upon. It reminds me of the movie 

Picture Perfect with Jennifer Aniston, Kevin Bacon and Jay Mohr. 

Jen's character needed more "stability" and that meant a fiancé, a 

husband, and a family. Yet, Kevin Bacon's character, a peer, was 

never under pressure to tame his bachelor ways. 

 

I knew this sort of double standard and I lived it in the late 90's and 

early 2000's. But I'm not saying that I had kids to get ahead in my 

career, because there's a huge stigma around parenthood and its 

impact on an organization's bottom line. 

 

Sadly, it didn't take long to realize the pressure, discrimination, and 

insensitive comments that parents and parents-to-be 
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experience, particularly women. I was in new, uncharted territory for 

me. 

 

I've been fortunate enough to mostly work for companies that provide 

parental leave (even before it was popular). But many are not as 

lucky. When I had my second child, my water broke at the office and 

a co-worker drove me to the hospital. But before I left my soaking 

wet office chair, I emailed my boss (the CEO) to let him know some 

of the things on my list for our meeting later that day and that I would 

have to facilitate our brand new, New Hire Orientation from the 

hospital because baby Vinny was on his way. 

 

Why did I offer to facilitate the orientation from the hospital? Because 

we didn't have paid leave and I was the only breadwinner in my 

growing family. I couldn't afford to take time off and I knew my boss 

wouldn't be pleased that I was going to miss it, even if the reason was 

to have a baby. 

 

It wasn't a great environment to be a parent, especially if you were the 

parent giving birth and I didn't make it any better. As a leader, I talk 

candidly about my missteps early on in my career. I should have been 

trying to be a role model for the women on my team. 

 

It's humbling to admit that despite my wanting to change the world of 

work, I too have succumbed to the pressure of "fitting in." For me, 

fitting in was being "childless" when needed, but a mom on paper to 

show the board, the executive team, that I'm a grown-up too. And 

they expected it to be on paper only with someone else raising my 

kids (like their wives presumably did), there was little sympathy for 

any 'child' related reason I wasn't in the office. 

 

The history of working parents is a complex and ever-evolving 

narrative, tracing back to the early days of America. In colonial times, 

it was typical for fathers to be the sole breadwinners for their families, 

with mothers primarily responsible for raising children and managing  

the household. By the early 20th century, the traditional nuclear 

family model of “breadwinning father” and “homemaking mother” 

had become the norm. 
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During World War II, the labor shortage brought on by men serving 

in the military led to a significant increase in the number of women 

entering the workforce. After the war, many women were expected to 

return to their traditional roles as homemakers, but a new wave of 

women, many of them married with children, began entering the 

workforce in the 1960s. According to the Bureau of Labor Statistics, 

in 1960, about 37% of mothers with children under the age of 18 were 

in the labor force, by 2000, the percentage had risen to 63%. 

 

While the number of working parents has steadily increased, the 

number of working fathers has also grown. According to a study by 

the Pew Research Center, the number of fathers who say they would 

prefer to work part-time or not at all in order to care for their family 

has nearly tripled since 1994. Additionally, the number of stay-at-

home parents has also been on the rise, with the U.S. Census Bureau 

reporting that in 2019, there were an estimated 190,000 stay-at-home 

dads in the U.S. 

 

It's important to note that the challenges and discrimination faced by 

working parents vary greatly based on factors such as race and sexual 

orientation. LGBTQ+ parents, particularly those of color, face 

significant barriers in terms of legal recognition and discrimination in 

the workplace. According to a 2020 report by the Movement 

Advancement Project, only 22 states and the District of Columbia 

have laws that specifically prohibit discrimination against LGBTQ 

parents in adoption and foster care. Black and Brown parents, 

meanwhile, have historically faced discrimination in the workplace, 

as well as a lack of access to affordable childcare and other family-

friendly policies. 

 

One of the most significant issues facing working parents today is the 

lack of paid parental leave. The United States is the only 

industrialized country that does not mandate paid maternity leave, and 

only a handful of states have paid family leave programs. In 

comparison, countries such as Canada, the United Kingdom, and 

Australia offer at least 12 weeks of paid maternity leave, and many 

European countries offer even more. 
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Despite progress, working parents still face significant challenges, 

particularly when it comes to balancing work and family 

responsibilities. According to a 2019 study by the Pew Research 

Center, 41% of mothers said they have had to make significant 

sacrifices for their family, such as reducing their work hours or 

quitting their jobs, compared with 28% of fathers. Additionally, 

mothers are more likely than fathers to say they have faced 

discrimination at work due to their responsibilities as parents. One 

notable case of parental discrimination was in 2015 when a court 

ruled that a woman had been unfairly dismissed by her employer for 

requesting flexible working hours to look after her children. This case 

brought attention to the issue of discrimination against working 

parents and the need for better work-life balance policies. 

 

Research has consistently shown that parental leave policies, flexible 

working hours, and on-site childcare facilities lead to improved 

employee satisfaction and productivity, as well as reduced turnover 

rates. Employers who provide these benefits are also more likely to 

attract top talent, especially among women. 

 

It’s important for employers to acknowledge the challenges that come 

with balancing parenthood and work, and to provide support and 

resources that help employees navigate these challenges. This can 

include offering counseling services, providing access to mental 

health resources, and fostering a culture of open communication and 

empathy. 

 

Companies must recognize and support the fact that parenthood is a 

shared responsibility and should not be a hindrance to career 

progression. With the right policies and support in place, we can 

create a more inclusive and equitable workplace for all parents, 

regardless of their gender. 

 

It's no surprise that the pandemic has had a disproportionate impact 

on working mothers. According to a 2020 study by the US 

Department of Labor, out-of-work moms were nearly three times as 

likely as out-of-work dads to cite COVID-related childcare issues as 

the reason they were not employed. The burden of homeschooling and 
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childcare has fallen heavily on women, and it's a trend that has been 

exacerbated by the pandemic. 

 

The statistics are staggering, between January 2020 and January 2021, 

11% of Asian working moms with children 12 or younger and 10% of 

Black moms left the workforce. In comparison, 8% of white mothers 

did so, as did 7% of Hispanic moms. These racial and ethnic 

variations are due in part to systemic racism, reflected in factors such 

as occupational segregation and disparities in unemployment and 

access to paid leave. 

 

But it's not just the pandemic that has affected working mothers, the 

statistics have been grim for a long time. The labor force participation  

rate of mothers with children under 18 was 72.3% in 2019. For single, 

widowed, or divorced moms, the rate was 77.6%, according to the 

Bureau of Labor Statistics. Furthermore, 96% of employed fathers 

worked full time, compared with 78% of employed mothers. 

 

The penalties for taking time out of the workforce are high, 

particularly for women. According to the Institute for Women’s 

Policy Research, about 43% of women workers had at least one year 

with no earnings: This is at least twice the rate of men. For women 

who took just one year off from work, their annual earnings were 39% 

lower than women who worked all 15 years between 2001 and 2015. 

 

It's clear that the pandemic has highlighted the inequalities that 

working mothers face, but it's important to remember that these issues 

have existed long before the pandemic hit. It's time for organizations 

to take a hard look at their policies and practices and make the 

necessary changes to support working mothers and end the systemic 

discrimination they face. 

 

How can companies & leaders support working 

parents?  
 

Supporting working parents is not only the right thing to do, but it's 

also good for business. Companies that offer comprehensive family- 
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friendly policies, such as paid parental leave, flexible work 

arrangements, and affordable childcare, are more likely to attract and 

retain talented employees. Here are a few ways that companies and 

leaders can support working parents: 

 

According to a study by the Society for Human Resource 

Management, companies that offer paid parental leave have lower 

turnover rates and higher employee satisfaction. Offering paid 

parental leave allows parents to bond with their new child without 

worrying about losing income. Furthermore, it also sends a message 

that the company values family and is committed to creating a 

supportive work-life balance. 

 

Flexible arrangements, such as working from home, hybrid schedules, 

and part-time work, can be a game-changer for working parents. 

These policies allow them to better balance their work and family 

responsibilities, leading to increased productivity and job satisfaction. 

 

According to a study by the National Women's Law Center, childcare 

is the single largest expense for families with children, and it's a 

significant barrier for many parents, particularly those from low-

income backgrounds. Companies can help alleviate this burden by 

offering on-site childcare, subsidies for off-site care, or flexible 

spending accounts for childcare expenses. 

 

Leaders play a critical role in creating a culture of support for 

working parents. This means being transparent about your own family 

responsibilities and being open to discussing flexible work. By setting 

an example, you can help break down the stereotypes and stigma 

surrounding working parents and make it clear that it's okay to 

prioritize family. 

 

Supporting working parents also means creating an inclusive and 

equitable workplace. Recognizing and addressing the unique 

challenges faced by parents from marginalized communities and 

ensuring that policies and practices are inclusive of all families, is 

critical to building a culture that supports life beyond the workday.  
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Fuck your office snacks… We want to be parents, too! 
 

I'm not just a mom, I'm a person," says Tessa Thompson's character in 

the film Little Woods. In the corporate world, working parents often 

must fight against the stereotype of being less dedicated or less 

capable than their non-birthing parent colleagues. 

 

Employers should provide resources and support for working parents, 

such as flexible schedules, paid parental leave and affordable 

childcare options.  

 

Being a parent is just one aspect of a person's identity and it should 

not define them in their career. Being a working parent can be a 

challenge, but it can also be a source of strength and determination.  

 

We don’t want weekly happy hours in place of being able to be 

parents & have work/life balance, why can’t anybody understand 

this? 

 

 

  

 

 

 

 
 

Ask yourself…  
 

How can I actively champion and advocate for the rights of other 

working parents in the office, and address any prejudices or 

mistreatment they may encounter? 

 

How can I prioritize the well-being of my family, while fulfilling my 

job responsibilities in an office culture that may not be 

accommodating of working parents? 

 

 

‘Mansplaining with Justin’, Chapter 5, “Parenting” 
 

"I'm a mom, yes. But I'm also a person. And when I go to work and 
somebody hands me a baby, I don't magically turn into a goat." - Tina 

Fey as Kate 

 

(From the Movie, Baby Mama, 2008, Universal Pictures) 
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How do I manage the emotional toll of being a working parent, 

compounded by discrimination and biases in the workplace? 

 

How can I communicate my needs as a working parent to my 

employer and colleagues in a manner that confronts and challenges 

any biases they may hold? 

 

How can I embed the principles of inclusivity and support for 

working parents into my leadership style, and ensure that my team 

members are supported in this regard? 
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CHAPTER 6 

 

… WE WANT TO BELONG 
 

 

From a young age, I always had a burning desire to "belong." For me, 

that meant having friends, being popular at school, and making people 

smile. I wanted to make my family proud and strove to be the ultimate 

cool kid, like Soleil Moon Frye in "Punky Brewster." In a strange 

twist of fate, it turns out she lived my literal "make believe" life... and 

I even learned from her incredible movie, "Kid90," that she lost her 

virginity to my childhood crush, Charlie Sheen. 

 

Instead of feeling jealous, because let's face it, we're talking about 

Ricky Vaughn here, I raised my glass high and continued drinking my 

morning Cabernet with wild abandon. The way Charlie would have 

wanted it.  

 

But I digress... 

 

I've always wanted to be liked, admired, respected, and sought-after. 

That's what makes me feel like I truly belong somewhere. But I know 

that everyone's version of belonging is different. We all have our own 

unique paths to follow. 

 

There was a time when I knew, without a shadow of a doubt, that I 

didn't belong and never would. When I started High School, I begged 

my Mom and Dad to let me try out for the cheer squad at Mater Dei in 

Santa Ana, CA. It was the epitome of academic and cheer excellence,  

and at 14, I was ready for both. Reluctantly, my parents indulged me, 

and I was accepted... but I missed the cheerleading tryouts. 
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I was devastated.  

 

At the time, I'd cheered for the National Champion Anaheim Cougar 

Pop Warner Cheer Squad, and we were legends (at least in our own 

minds). You know that scene in Bring It On where East Compton 

comes to show Rancho Carne who's boss? Yeah, we were the East 

Compton Clovers, and we were as badass as it got on the 12-14 

Regional Pop Warner Cheer circuit. 

 

My identity was wrapped up in cheerleading, and now I was supposed 

to enter high school as a Freshman... NOT a cheerleader?  

 

Honestly, it felt like some horrible nightmare, privileged I know, but 

it was soul-crushing at the time. I reluctantly went to this, more 

expensive than my parents could afford, school that was the antithesis 

of who I was as a person. That's not to say that it's not a wonderful 

private school with a high success rate, it is. But it was not the high 

school for me. 

 

During my time at Mater Dei,, I felt like an outsider. I struggled to 

make friends and often felt isolated, eating lunch alone in a bathroom 

stall. I had lost part of my identity at, at 14, cheer was a big part of 

who I was. This was not how it was supposed to be. 

 

Seriously, I was the “nerd” in every movie I’d ever seen. 

 

Feeling out of place, I was overjoyed when my parents decided to 

move to a new neighborhood with a better public school, John F. 

Kennedy High School in La Palma, CA. I was excited to be reunited 

with some of my old cheer teammates, and to start fresh at a new 

school. So, maybe I wouldn’t be on the #1 High School Cheerleading 

team in the country, but at least I wouldn’t be hiding in a bathroom. 

 

On my first day at JFK, I met a girl who would become a dear friend. 

She was in my health class and had a warm smile. I felt like I finally 

belonged somewhere. We bonded over our shared love of  
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cheerleading and leadership. We may not have been similar people, 

but we both had a kind word for anyone who needed it. She had one 

for me that first day. 

 

Over the next 3.5 years, I thrived at Kennedy. I was the captain of the 

cheer squad, sang in choir, was the president of the speech and debate  

team, voted most spirited, and was the class speaker at graduation. I 

was able to be my authentic self, rather than trying to fit into a mold 

that didn't suit me. This change in environment and mindset propelled 

my future success. I couldn't have been true to myself if I hadn't 

listened to my gut and made a change. 

 

Not every place you go, no matter how much research you do to "see 

if it's a fit," will work out the way you hope it will. If it's not for you, 

don't settle. Keep searching for a place where you truly belong. 

 

As leaders, we can't just try to fit people into our already established 

culture. Instead, we should be constantly evolving and seeking to add 

more diversity to iy. 

 

My experience at Mater Dei was primarily full of a similar 

demographic of student: affluent, white, Orange County kids. On 

paper and in appearance, I fit the mold. But when my Black father 

accompanied me to "Back to School Night," I faced a lot of sudden 

hate and discrimination, including remarks about my "nappy hair," 

when just a week prior, no one would have suspected me of being 

anything other than a white student. I didn't belong, and not a single 

teacher or administrator attempted to make me feel welcome. Are 

they all racist? I don’t know but being there now felt icky.  

 

This was in stark contrast to my experience at Kennedy High School, 

where my teacher, Lucy Moon-Shoulders, made me feel like I 

belonged. She was a true leader who helped her students, grow, and 

learn. And as a leader, she was also learning and growing, modeling 

that for us. She didn’t know everything, and she didn’t pretend to. 

 

That’s leadership. 
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The concept of belonging in the workplace has a rich and complex 

history. In the past, belonging in the workplace often meant 

conforming to a narrow and homogenous definition of what it meant 

to be a "good employee." But as our understanding of diversity and 

inclusion has evolved, so too has our understanding of what it means 

to belong in the workplace. 

 

In the early 20th century, the U.S. workforce was primarily composed 

of white, able-bodied men. Women, people of color, and individuals 

with disabilities were often excluded from certain jobs and faced 

discrimination in the workplace. In the 1960s and 1970s, the Civil 

Rights Movement and the Feminist Movement helped to break down 

some of these barriers, but discrimination and bias persisted. 

 

In recent years, studies have shown that a lack of belonging in the 

workplace can have detrimental effects on employee well-being and 

productivity. McKinsey found that companies in the top quartile for 

racial and ethnic diversity were 35% more likely to have financial 

returns above their industry median. Similarly, Deloitte found that 

companies in the top quartile for gender diversity on their executive 

teams were 21% more likely to have above-average profitability. 

 

Despite these findings, many marginalized groups still report feeling a 

lack of belonging in the workplace. In 2019, a survey by the Center 

for Talent Innovation found that 55% of Black employees, 48% of 

Latinx employees, and 41% of Asian employees felt that they had to 

"prove themselves over and over" to get the same opportunities as 

their white colleagues. 

 

Additionally, there have been several notable cases in recent years 

that have brought the issue of belonging in the workplace to the 

forefront. In 2020, Google was sued by the National Labor Relations 

Board for allegedly firing employees who spoke out against 

discrimination and harassment. And in 2021, a group of Black 

employees at Microsoft filed a class-action lawsuit alleging that the 

company fostered a racist work environment. 
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To promote a sense of belonging in the workplace, companies must 

go beyond simply promoting diversity and inclusion and actively 

work to create a culture of belonging. This means recognizing and 

valuing the unique perspectives and experiences of all employees, 

providing opportunities for employee engagement and empowerment, 

and addressing and preventing discrimination and bias. 

 

Belonging in the workplace is not just a feel-good concept, it's a 

business imperative. When employees feel like they belong, they are 

more engaged, more productive, and more likely to stay with their 

company. By fostering a culture of belonging, companies can tap into 

the full potential of their workforce and build a more equitable and 

prosperous future for all. 

 

When we have a mutual respect, value diversity of thought and 

experience, and are open to belonging, we can create a space that 

benefits everyone, ethically, fiscally, and positionally.  

 

Belonging is truly a win-win-win. 

 

How can companies & leaders create a place where 

people feel like they belong?  
 

Everything from your employment brand (and if you don't have one, 

you need to create one) to your hiring processes (and real-life 

practices, which may be different than what you say they are) and 

your onboarding strategy (and action) directly impact the feeling of 

belonging within an organization. Getting this nailed down in a way 

that truly lives the culture you say you have, will ease that "new kid" 

feeling that we all have when starting a new job. 

 

One of the most important things that companies, and leaders can do 

to ensure belonging at work is to clearly define and communicate 

their company's values and culture in their employment brand. This 

should be reflected in their hiring processes and onboarding strategy. 

It should also be reinforced in day-to-day work life. This way, 

employees will have a clear understanding of what is expected of 

them. Allowing them to decide if this is a place they could “belong”. 
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Creating a sense of belonging and inclusion is an ongoing process that 

requires continuous effort and attention. Leaders and managers need 

to build trust, open communication, and transparency with their 

employees. They should make sure that everyone feels heard and 

understood and should actively work to create a culture where 

everyone feels like they belong. 

 

Leaders and managers also have the responsibility to address and act 

on any form of discrimination, micro-aggressions, or exclusionary 

behavior in the workplace. This kind of behavior creates a toxic work 

environment, and it's essential that it's not tolerated. Disagreements, 

tension, and conflict can be healthy at work, but not when it's laced 

with divisive and toxic behavior. 

 

It's important to recognize that toxic behavior is not just limited to 

overt discrimination, but also includes micro-aggressions and 

exclusionary behavior. We have an obligation to call out this behavior 

and act on those who seek to exclude.  

 

There can't be any tolerance for "Brilliant Assholes" in workplaces 

today or in the future. It's these micro (sometimes macro) aggressions 

and acts of exclusion that often result in organizations having to pay 

hefty severance packages and/or settle with those who've been 

wronged. Can we stop with the NDAs already?  

 

Fuck your office snacks… We want to belong! 
 

"I am who I am, and I'm not ashamed," says Pedro Almodovar's 

character Raimunda in the film Volver. At work, individuals from 

underrepresented groups often must navigate the pressures of fitting 

in, while also staying true to themselves. Double the work. 

 

Dee Rees also addresses the theme of belonging in her film Pariah. 

The film follows the coming out story of a teenage girl, Alike, played 

by Adepero Oduye, who says "I just want to be who I am, and be 

accepted for who I am."  
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Belonging means feeling valued and included, regardless of one's 

background or identity. It's important for everyone to have a sense of 

belonging, to be able to bring their whole selves to work, which will 

result in a more productive, innovative, and engaged workforce. 

 

We don’t want a performative black box in place of feeling like we 

belong, why don’t you want to know me?  

 

 

 

 

 

 

 

Ask yourself…  
 

How do I create a sense of belonging for myself and my team in the 

workplace? What steps do I take to foster a culture of acceptance and 

inclusivity? 

 

How do I ensure that my team members feel seen, heard, and valued 

in the workplace? What steps do I take to create opportunities for 

them to share their unique perspectives and ideas? 

 

How do I address and challenge any biases or prejudices that may 

exist in the workplace? What steps do I take to create a more inclusive 

and equitable environment? 

 

How do I promote a sense of community and connection among my 

team members? What strategies do I use to foster a sense of 

belonging? 

 

How do I measure the level of belonging and inclusivity in the 

workplace? What metrics do I use to evaluate our progress and 

identify areas for improvement? 

 

How do I celebrate and honor the diversity of my team members?  

‘Mansplaining with Justin’, Chapter 6, “Belonging” 

 

“I’m a citizen of the world, and I belong wherever I hang my hat” 
- Rick Blain, Played by Humphrey Bogart 

 

(From the Movie, Casablanca, 1942, Warner Bros. Pictures) 
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How do I ensure that all employees feel safe to express their authentic 

selves without fear of discrimination or retaliation? 

 

How do I actively seek out and amplify diverse perspectives and 

voices in decision-making and leadership roles? 

 

How do I support and empower employees from underrepresented 

groups to achieve their full potential? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Fuck Your Office Snacks 

 

61 

 

 

 

CHAPTER 7 

 

… WE WANT TO BE HEARD 
 

 

Being heard is a powerful concept that signifies understanding and 

comprehension. In the hospitality industry, "heard" is often used to 

indicate agreement and respect. The same holds true in the business 

world, where it's crucial for employees to feel heard and valued by 

their leaders. 

 

Effective communication is key for creating a successful workplace 

where employees feel engaged and invested in the organization's 

success. This includes providing a platform for employees to share 

their thoughts and actively listening to and engaging with their 

feedback. Leaders must also create a culture of openness, 

transparency, and mutual respect, where employees can share their 

thoughts without fear of retaliation. 

 

Regularly seeking feedback and showing that it's being used to 

improve the organization can encourage open communication and 

foster a sense of engagement among employees. Additionally, it's 

crucial for leaders to take feedback in with an open mind and not 

perceive it as a personal attack. 

 

By actively listening to and valuing the opinions and feedback of their 

teams, leaders can create a workplace where employees feel heard, 

respected, and valued. This leads to a more engaged, productive, and 

committed workforce, which is essential for the long-term success of 

any organization. 
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It's imperative to remember that the feedback and opinions of 

employees hold immense value, and it is the leader's duty to cultivate 

an environment where individuals feel free to express themselves and 

are heard. This not only promotes a positive work culture but also 

ensures the organization is moving in the right direction. 

 

During my tenure as a consultant for a large tech firm, I coach a Chief 

Marketing Officer named Jericho*, who despite his enthusiasm and 

dedication, felt his ideas and opinions were ignored by his superiors. I 

counseled Jericho to speak up, and after a few weeks of hesitation, he 

finally did. 

 

Jericho's manager, Alma*, presented a new project that he believed 

would revolutionize the company. But he noticed several flaws in the 

plan and, despite his nerves, decided to voice his concerns. His 

manager not only listened to his feedback but thanked him for it and 

asked for him to be on the team. The project was a huge success.  

 

The news of Jericho’s contributions quickly spread throughout the 

company, and soon other employees began to feel more comfortable 

sharing their ideas and feedback. The company's leaders soon realized 

that by fostering a safe space for employees to speak up and be heard, 

they were unlocking a wealth of valuable insights and ideas that were 

positively impacting the business. 

 

This was the company's "culture issue."  

 

The manager made a conscious effort to actively seek out and 

encourage employee feedback, and the company's culture shifted 

towards a more collaborative and innovative environment. 

 

Voila.  

 

It’s not rocket science.  

 

Historically, the standard work environment was one of strict 

hierarchy, where the boss held all the power, and the workers were  

 



Fuck Your Office Snacks 

 

63 

expected to obey. However, as time progressed, the balance of power 

began to shift. 

 

In the early 1900s, the emergence of unionization in industrialized 

nations such as the United States provided a way for employees to 

come together and advocate for better wages, working conditions, and 

job security. This led to the establishment of formidable labor 

movements that improved the lives of many working Americans. 

 

Despite these advancements, a significant number of employees still 

felt their voices were not being acknowledged.  

 

In the latter half of the 20th century, a new wave of worker activism 

emerged, focusing on topics such as workplace safety, racial and 

gender equality, and environmental responsibility. Organizations like 

the Occupational Safety and Health Administration (OSHA) and the 

Environmental Protection Agency (EPA) were established, providing 

employees with a powerful tool to defend their rights and hold 

employers accountable. 

 

However, in recent years, there has been a pushback against employee 

rights, with employers implementing policies that limit workers' 

ability to organize, speak out, and advocate for themselves.  

 

A study by the Economic Policy Institute found that union 

membership in the United States has been on the decline for decades, 

with only 10.8% of the American workforce being unionized. 

 

Additionally, there have been numerous cases in recent years where 

employees have been terminated or retaliated against for raising 

concerns in the workplace.  

 

One example is the case of Google employee James Damore, who 

was fired in 2018 for writing a memo criticizing the company's 

diversity policies.  
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Another example is that of Amazon employee Chris Smalls, who was 

fired in 2020 after leading a walkout to protest the company's 

handling of the COVID-19 pandemic. 

 

To foster a culture of employee voice, employers must acknowledge 

that their employees are an integral and valuable part of the company, 

and that their opinions and feedback are crucial to the success of the 

organization. This entails creating opportunities for employees to 

express themselves, providing a platform for them to share their ideas 

and concerns, and acting on their feedback.  

 

Employers should also respect and support employees' rights to 

organize, join a union and advocate for themselves and their 

colleagues. 

 

Employee voice is not just a desirable aspect, but a business necessity. 

When employees feel that their voices are being heard, they are more 

invested, motivated, and likely to remain with the company. 

 

In any work environment, it is important that employees feel 

comfortable and confident enough to speak their minds, share their 

ideas and voice their concerns.  

 

When individuals are given a platform to express themselves, they are 

more likely to be invested in the success of the organization, and in 

turn, this leads to a more dynamic, innovative, and efficient 

workplace. 

 

One of the most significant advantages of “saying something” at work 

is the ability to drive open and transparent communication. When 

employees feel that their opinions and feedback are being heard, they 

are more likely to share their thoughts and ideas, which can lead to 

better decision-making and problem-solving. Open communication 

can prevent misunderstandings and conflicts, leading to a more 

congenial and harmonious work environment. 
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Another important aspect is the identification and resolution of 

problems and issues that might otherwise go unnoticed.  

 

Employees often have a unique perspective on their work and the 

organization, and their input can be invaluable in identifying areas for 

improvement. Furthermore, when employees are encouraged to share, 

they are more likely to take ownership of their work, leading to a 

more engaged and committed workforce. 

 

Speaking up promotes diversity and inclusivity in the workplace.  

 

When employees feel comfortable sharing their unique perspectives 

and experiences, it leads to a more diverse and inclusive work 

environment. This diversity can lead to more innovative and creative 

solutions, as well as improved customer service.  

 

When we speak up, we begin to break down power imbalances and 

hierarchies within the workplace. When employees are encouraged to 

share their thoughts and ideas, regardless of their position or seniority, 

it can lead to a more democratic and equitable work environment. 

 

How can companies & leaders create a place where 

people feel like they’re heard?  
 

For employees to feel comfortable speaking up, leaders must create a 

culture of openness, transparency, and mutual respect. This includes 

actively seeking out and encouraging employee feedback, as well as 

providing a safe space for employees to express themselves without 

fear of retaliation or negative consequences. 

 

You must create a feedback environment that goes both ways, to 

establish a culture of transparency and dialogue. This can be achieved  

by regularly holding team meetings where employees are encouraged 

to share their thoughts and ideas, and where leaders actively listen and  

respond to feedback.  
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Implementing an anonymous feedback system, such as an online 

survey or suggestion box, can provide a safe space for employees to 

share their thoughts without fear of retaliation. 

 

Another strategy is to empower employees to give comments to their 

peers and managers through training programs and workshops that 

teach effective communication and feedback skills. This can aid in 

breaking down hierarchies and create a more egalitarian feedback 

environment. 

 

Leaders can also model the behavior they wish to see by actively 

seeking out and responding to feedback themselves. This sends the 

message that it’s valued and that everyone, including leaders, are 

open to improvement. 

 

Fuck your office snacks… We want to be heard! 
 

"I'm not just a sidekick, I have a story too," says Awkwafina's 

character in the film The Farewell. In many workplaces, 

underrepresented individuals often must fight for their voices to be 

heard and for their ideas to be taken seriously, let alone occupy a seat 

at the table.  

 

Jordan Peele also addresses the theme of being heard in his film Get 

Out. The film follows the story of a young Black man, Chris, played 

by Daniel Kaluuya, says, "I just want to be seen as a human being" 

This quote illustrates the importance of being recognized and treated 

with humanity and respect, regardless of one's background or identity. 

 

In workplaces being heard means having one's ideas and contributions 

recognized and valued.  

 

Employers should create an environment where diverse perspectives 

are encouraged, and everyone's voices are heard. This means actively 

seeking out those perspectives, listening and acting on feedback, and 

creating opportunities for underrepresented individuals to take on 

leadership roles. 
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It's important to remember that being heard is not just about speaking 

up, it's about being able to express oneself freely and being taken 

seriously, regardless of one's background or identity. 

 

We don’t want beer kegs in place of being heard, why does it seem 

like listening, understanding, and appreciating are too much of an 

ask?  

 

 

 

 

 

 

 

 

Ask yourself…   
 

How do I ensure that my own voice is heard in the workplace? What 

strategies do I use to communicate effectively and assertively? 

 

How do I create opportunities for my team members to be heard and 

have their ideas and perspectives heard, too? What steps do I take to 

actively listen and engage with them? 

 

How do I address and challenge any power imbalances or biases that 

may exist in the workplace and prevent certain voices from being 

heard? 

 

How do I create a culture of open communication and transparency? 

What steps do I take to foster trust and mutual understanding? 

 

How do I measure the level of open communication and active 

listening in the workplace? What metrics do I use to evaluate our 

progress and identify areas for improvement? 

 

 

 

‘Mansplaining with Justin’, Chapter 7, “Heard” 

 

"I just want to be heard, you know? I just want my voice to matter.”- 
Jimmy MacElroy, Played by Jon Heder 

 

(from the Movie, Blades of Glory, 2007, DreamWorks Pictures) 
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How do I ensure that all voices are heard and valued, particularly 

those from underrepresented groups? 

 

How do I actively seek out and amplify diverse perspectives and 

voices in decision-making and leadership roles? 

 

How do I address and prevent any form of retaliation or punishment 

for employees who speak up? 

 

How do I promote a culture of accountability and ownership among 

my team members? How do I ensure that they feel heard and valued? 

 

How do I incorporate the principles of active listening and open 

communication in my leadership and management style? How do I 

ensure that my team members are supported in this regard? 
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CHAPTER 8 

 

… WE WANT TIME OFF 
 

 

In the summer of 2008, I embarked on my first real vacation. Nine 

long years had passed since I entered the cutthroat corporate world, 

and I had reached the position of Vice President. Usually, I would opt 

for the payout of time off, that I’d accrued at the end of the year (back 

then, a lot of companies did this, sort of like a bonus) but in 2008, the 

money was no longer important to me. I needed time off. I needed a 

break from the grind.  

 

During those years, I had traveled extensively for work, visiting every 

corner of the globe. But it was not the same as a true vacation. My 

time was spent in drab conference rooms, sitting in chairs that made 

your backside numb and lighting that induced drowsiness. It was a far 

cry from the luxury getaways I had always dreamed of. 

 

Despite earning over $100,000 a year then, I had never taken the time 

to indulge in a proper vacation. I couldn't help but wonder where all 

my money had gone. The truth was, I had been indulging in all the 

wrong things to cope with the stress of my job. Wine, food, and 

excessive shopping were my vices. I knew I needed a vacation, but I 

didn't believe I had the ability to take one. 

 

It wasn't until a work trip to Seattle, where I was having dinner with a 

Senior Vice President, that I realized the error of my ways. She 

mentioned her upcoming trip to Napa, and it hit me that I had always 

wanted to visit there. But in the past, I had always been "too busy" to 

make the two-hour drive from San Francisco. My colleague was 

shocked that I had never prioritized self-care. I shrugged and told her  
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that I didn't want anyone to think less of me for missing work. I was 

young, didn't have children, and this was all I knew about work- being 

dedicated. But it wasn't dedication, it was fear- fear of being replaced 

and eventually forgotten if I took time off. 

 

That conversation opened my eyes to the importance of taking care of 

oneself. It was a wake-up call that made me realize that my job would 

never love me back and that it was okay to take a break. From that 

day on, I made sure to prioritize my well-being, and I encourage 

others to do the same. 

 

The United States is one of the few industrialized countries without 

national mandates for paid leave. The EU requires a minimum of 

twenty leave days, not counting national holidays. Australia has 

similar laws. 

 

Amazingly, while the U.S. currently lags, the push for paid leave 

started here. More than 100 years ago, in 1910, President William 

Taft proposed that every American worker needed 2 to 3 months of 

vacation. He said it was “in order to continue his work next year with 

the energy and effectiveness which it ought to have.” 

 

Taft hammered away at Congress, but his law never passed. However, 

around this time, Sweden and Germany took the American president's 

lead, and both passed legislation mandating seven weeks of paid 

vacation per year. 

 

By 1930, the United States Department of Labor looked at the issue 

again, I mean, over 30 nations had already implemented legislation 

mandating paid time off for their citizens. It was a trend that 

continued, and many countries followed suit, adding similar mandates 

to their laws. By the mid and late twentieth century, many nations had 

policies in place that provided an average of seven weeks of paid 

leave time. 

 

Finally, the U.S. responded, not with minimum leave mandates, but 

the Family Medical Leave Act.  
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FMLA, passed in 1993 (yes, you’re reading this correctly… we just 

skipped ahead with absolutely no progress for 63 years) guarantees a 

minimum of 12 weeks unpaid time off so workers can deal with 

extended medical issues of immediate family members. 

  

In 2009, Congress refused to vote on “The Paid Vacation Act," with 

opponents saying it would kill jobs.  

 

By 2013, Paid sick time rules began in San Francisco, Washington 

D.C., Milwaukee, and Connecticut, which require a guaranteed 

minimum number of sick days per year for workers.  

 

According to Project: Time Off, Americans used 17.2 vacation days 

in 2018, the most since 2010. Yet despite this marked improvement, 

over half of U.S. employees (52%) reported leaving vacation days 

unused at the end of the year. A few years ago, the U.S. workforce 

relinquished a staggering 212 million days of unused leave, resulting 

in a loss of $62.2 billion in benefits. This equates to an average of 

$561 per worker, effectively donated to their employer. 

 

A study conducted by the Center for Economic and Policy Research 

in 2019, the United States is the only advanced economy among the 

top 21 wealthiest nations in the world that does not provide a 

guarantee of paid vacation for its workers. This means that while 

other countries have ensured this benefit for their citizens, the U.S. 

lags in this aspect. The report added that “without a federal paid 

vacation policy, close to one in four Americans have no paid 

vacation… and no paid holidays.” 

 

While most developed nations offer a minimum of six paid holidays 

annually, the United States is an exception to this trend, offering 

none, as stated in a recent report. This puts the U.S. at a disadvantage 

compared to other countries in terms of ensuring work-life balance for 

its citizens. 

 

And, even if employees are getting paid days off, the average private 

sector worker is only likely to see about 10 paid vacation days and 6  
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paid holidays — which is “far less than in almost every advanced 

economy except Japan.” 

 

In stark contrast, European nations, thanks to the regulations set forth 

by the European Union, ensure a minimum of four weeks or 20 

working days of paid vacation for all employees within EU member 

countries. This serves as a powerful illustration of the EU's 

commitment to promoting work-life balance and ensuring the well-

being of its citizens. Spain ranked as the most generous, offering 

workers 14 paid holidays, followed by Austria, Germany, Portugal, 

and others. 

 

How can companies & leaders create an environment 

where balance is valued & time off is assumed? 
 

Companies and leaders can create a culture where balance is valued 

and time off is assumed by setting clear boundaries and expectations 

around work hours and availability. This can be done by promoting a 

healthy work-life balance and encouraging employees to take time off 

when needed. 

 

One way to promote balance is to provide flexible work 

arrangements, such as remote work or flexible scheduling. This 

allows employees to better manage their time and responsibilities 

outside of work. 

 

Leaders can also set an example by taking time off themselves and 

not being overly available outside of work hours. This sends the 

message that it is okay to disconnect and prioritize personal time. 

 

Companies can offer paid time off and paid parental leave policies, 

and support employees in taking time off to recharge and re-energize.  

 

Employers can also provide resources such as counseling services or 

employee assistance programs to support mental and physical well-

being. 
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Another way to create a balance-valuing culture is to measure 

employee performance not only based on their output but also the way 

they deliver it, taking in consideration their work-life balance, mental 

and physical well-being. 

 

Fuck your office snacks… We want paid time off! 
 

“I'm not a machine, I need a break," says John Boyega's character in 

the film Attack the Block. In many workplaces, individuals are 

expected to work non-stop, often neglecting their own well-being. 

 

Ryan Coogler also addresses the theme of taking time off in his film 

Creed. The film follows the story of Adonis Creed, a boxer played by 

Michael B. Jordan, who states "I gotta take a break, I gotta step back, 

I gotta see the bigger picture." 

 

In business, taking time off means valuing the well-being of 

employees as much as their productivity. Employers should provide 

resources and support for employees to take time off, whether it's 

parental leave, vacation, or personal days, and create a culture that 

encourages and supports taking time off. This not only benefits the 

employees, but also the company as a whole, as it will result in a 

more productive, innovative and engaged workforces. 

 

We don’t want an office gym in place of meaningful time off, doesn’t 

this hit for you too? 

 

 

 

 

 

 
 

 

 

 
 

‘Mansplaining with Justin’, Chapter 8, “Time Off” 
 

“Sometimes you gotta take time off. Time to smell the roses. Time to 
enjoy the simple things. Like… lunch.” – Mike Lowrey, Played by Will 

Smith 
 

(From the Movie, Bad Boys For Life, 2020, Columbia Pictures/Sony Pictures) 
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Ask yourself…  
 

How do I prioritize and plan for taking time off to recharge and 

refresh? What strategies do I use to ensure that I am able to 

disconnect and disconnect fully? 

 

How do I create a culture of balance in the workplace? What steps do 

I take to promote and encourage healthy work-life integration for 

myself and my team? 

 

How do I evaluate the effectiveness of my employer's work-life 

balance initiatives? What metrics do I use to assess their impact and 

identify areas for improvement? 

 

How do I ensure that my team members feel empowered and 

supported in their efforts to maintain balance in their lives? What 

steps do I take to create a more flexible and accommodating work 

environment? 

 

How do I address and challenge any cultural or systemic barriers that 

may exist in the workplace and prevent balance from being achieved? 

 

How do I actively promote and encourage the use of vacation time 

and other forms of time off among my team members? 

 

How do I foster a culture of self-care and self-awareness in the 

workplace? What steps do I take to create an environment that 

prioritizes well-being? 

 

How do I measure the level of balance and well-being among my 

team members? What metrics do I use to evaluate our progress and 

identify areas for improvement? 
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CHAPTER 9 

 

… WE WANT SAFETY 
 

 

Safety at work has been a long talked about priority… it just usually 

must do more with mitigating the company’s risk than with mitigating 

the risk to its employees.  

 

Workplace safety concerns began in Europe with the labor movement 

during the Industrial Revolution. Workers formed unions and began 

to demand better working conditions. In response to the pressing need 

for safer work environments, government organizations took decisive 

action by enacting regulations and implementing measures that 

enforced safer practices within the workplace. This demonstrated a 

commitment to ensuring the well-being and safety of employees, as 

well as a recognition of the importance of a healthy and safe work 

environment. Because most organizations were industry specific, 

industries developed safety regulations independent of each other.  

 

Created as part of the legendary Treaty of Versailles that helped bring 

World War I to an end, the International Labor Organization (ILO) 

arose from “security, humanitarian, political and economic 

considerations.”  

 

The ILO Constitution in 1919 by the Labor Commission, chaired by 

Samuel Gompers, head of the American Federation of Labor (AFL), 

and was originally made up of representatives from nine countries: 

Belgium, Cuba, Czechoslovakia, France, Italy, Japan, Poland, the 

United Kingdom as well as the United States. 
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In 1970, the United States government took a crucial step towards 

ensuring the well-being of its workforce by passing the Occupational  

Health and Safety (OHS) Act and establishing the Occupational 

Health and Safety Administration (OSHA). This agency was tasked 

with the development, enforcement, and maintenance of 

comprehensive health and safety standards, applicable to all workers 

across all industries, to improve the safety and working conditions for 

the American workforce. 

 

In 1978, Canada established the Canadian Centre for Occupational 

Health and Safety (CCOHS) through OHS legislation, joining the 

effort to improve working conditions for its citizens. The goals of the 

CCOHS are “for the advancement of safe and healthy workplaces and 

preventing work-related injuries, illnesses, and deaths.”  

 

Workplaces are safer, from a functional standpoint… but when it 

comes to true employee safety, there’s a long way to go.  

 

Bullying, harassment, sexual advances, racism, bigotry, and hate 

make our “safe” spaces… less so, when quick and intentional action 

isn’t taken. And things can escalate, up to and including homicide.  

 

Workplace homicides refer to instances of violence in which an 

individual is killed in the course of their employment. These incidents 

can include acts of murder, manslaughter, and justifiable homicide. 

According to the Bureau of Labor Statistics, there were 500 

workplace homicides in the United States in 2019, accounting for 

around 15% of all workplace fatalities. This number has been 

relatively consistent over the past decade, with an average of around 

500 workplace homicides per year. 

 

Men are more likely to be the victims of workplace killings than 

women, with 83% of all workplace homicide victims being male in 

2019. Additionally, the industries with the highest rates of workplace 

homicide are retail trade, transportation and warehousing, and 

healthcare and social assistance. 
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It's important to note that these numbers may be underreported, as not 

all workplace homicides are reported to the Bureau of Labor 

Statistics, and the National Safety Council estimates that these 

numbers are likely to be undercounted by as much as 20%. 

 

As a CPO, I’ve seen a lot… and I’ve experienced a lot.  

 

During a particularly tumultuous stint at an organization, I was called 

a cunt, a bitch, and was constantly belittled, bullied, and harassed by 

my male colleagues. One specifically, but none of them stood up for 

me and silence is complicity. They were all complicit, and one of 

them even acknowledged it to me later that day. “I should have said 

something,” he said. “Yes, you really should have,” I replied.  

 

I didn’t feel safe, I felt dread and saying something about it ultimately 

cost me my job (I was leaving anyway, for clarity, this place was 

toxic).  

 

There’s an opportunity in front of all of us to stop normalizing bad 

behavior by saying “that’s just Name of Harasser” and instead, work 

with those people to change or part ways with them.  

 

They create an unsafe workplace. They are the problem. Not me. Not 

us.  

 

It took very little time for companies to ensure worker and workplace 

physical safety… shouldn’t we expect workplaces and leaders create 

an emotionally safe space too?  

 

Since I’m “Not the HR Lady” … it’s worth noting that HR 

professionals are at a higher risk for being targeted in workplace 

violence than employees in other roles. This is because HR 

professionals often deal with sensitive and potentially contentious 

issues such as terminations, disciplinary actions, and complaints of 

harassment or discrimination. 

 

According to a study by the Society for Human Resource 

Management (SHRM), 14% of workplace violence incidents involve  
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HR professionals as the target. This contrasts with the National Safety 

Council's estimate that only 2% of workplace violence incidents 

involve HR professionals. But it’s probably somewhere in between. 

 

Additionally, a study by the International Association of Human 

Resource Professionals found that 45% of HR professionals have 

experienced some form of workplace violence, either directly or 

indirectly. The study also found that nearly 25% of HR professionals 

have been threatened with violence in the workplace, and that 15% 

have been physically assaulted. 

 

I can tell you firsthand that we are at a higher risk of being targeted in 

workplace violence, I have experience it firsthand, back in 2002.  

 

I had to terminate an employee for repeatedly not showing up for 

work (she was a Marketing Director, I was overseeing Talent), she 

spit in and scratched my face, broke into my vehicle sometime later, 

and nearly a year after the event, attempted to break into my 

apartment, which I didn’t live at anymore.  

 

Sadly, It comes with the territory of dealing with sensitive and 

potentially contentious issues such as terminations, disciplinary 

actions, and complaints of harassment or discrimination. But, that 

doesn't mean we have to just accept it and live in fear. We can take 

steps to protect ourselves and our employees. 

 

How can companies & leaders create a physically, 

psychologically, and emotionally safe space for 

employees at work? 
 

Companies and leaders can create a physically, psychologically, and 

emotionally safe space for employees at work by implementing 

policies and procedures that promote safety, respect, and inclusivity. 

First, we must be aware of the warning signs. We need to know what 

to look out for - changes in behavior, threats, and a history of 

violence. And, when we do come across any of these red flags, we 

need to take them seriously. Even if a threat seems minor or not 
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credible, we need to report it to the appropriate authorities and follow 

the organization's protocol. No threat should be overlooked. 

 

Next, we need to establish a clear protocol and set of policies for 

reporting incidents. We need to make sure everyone knows how to 

report a potential threat or incident of violence. 

 

Training is key. We need to make sure that all employees receive 

training on how to recognize and report potential threats of violence, 

as well as how to respond to an active shooter situation. This will 

empower them to act if the need arises. 

 

Creating a positive and respectful workplace culture is also crucial. 

As HR professionals, we have the power to foster a culture that does 

not tolerate violence, bullying, or harassment. This means standing up 

against any kind of abusive behavior and promoting a culture of 

mutual respect. 

 

Lastly, we need to document everything. We should keep records of 

any incidents of workplace violence and document any preventive 

measures taken. This will help us identify patterns and make 

improvements to our safety protocols. 

 

Fuck your office snacks… we want to feel safe at work! 
 

"I will not be silenced," says Regina King's character in the film If 

Beale Street Could Talk. In many workplaces, individuals may feel 

afraid to speak out against unsafe conditions or discrimination for fear 

of retaliation. 

 

Barry Jenkins, also addresses the theme of safety in his film 

Moonlight. The film explores the life of a young African American 

man, Chiron, played by Trevante Rhodes, who states, "I'm not going  

 

to be weak anymore," This quote illustrates the importance of 

standing up for oneself. 
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Workplace safety means creating a safe and inclusive environment for 

all employees, physical, psychological, and emotional. 

 

Employers should provide resources and support for employees to 

report incidents and create a culture that encourages open 

communication and zero tolerance for discrimination and harassment. 

 

We don’t want anything in place of feeling and being safe while at 

work, why can’t this be comprehended? 

 

 

 

 

 

 

 

 

Ask yourself…  
 

How can I personally ensure my own physical safety in the 

workplace? 

 

To what extent does the company promote and protect psychological 

safety for its employees? 

 

How can I address and prevent instances of bullying, harassment, or 

discrimination to promote a safe and inclusive work environment? 

 

How can I support my team members' autonomy and agency in 

matters related to their safety and well-being? 

 

 

 

 

 

 

 

‘Mansplaining with Justin’, Chapter 9, “Safety” 

 

“Safety is first, second and third.” – Dr. Perry Cox,  
Played by John C. McGinley  

 
 

(from the Show, Scrubs, 2001-2010, NBC Universal Television) 
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CHAPTER 10 

 

… WE WANT TO BE VALUED 
 

 

Have you ever given your notice only to have your current employer 

asks how much it would be to keep you or “what are they offering 

you” … the answer should always be “if you valued me properly from 

the beginning, I wouldn’t be standing here turning in my notice. It’s 

not just about money, it never is, it’s about how we’re valued, and I 

wasn’t until now and only because I’m leaving.”  

 

Ouch.  

 

Many of us have said these words or had them said to us. 

Relationships between employers and employees are complicated, it’s 

transactional, but it’s very personal too.  

 

Studies have shown, and it’s no surprise, that employees who feel 

valued in the workplace are more likely to be happy, engaged, and 

committed to their jobs. This not only leads to higher retention rates, 

but also results in a more productive and successful business. When 

employees feel valued, they are more likely to go above and beyond 

in their work, which ultimately benefits the company. 

 

A friend reached out to me to share a story and I asked if I could 

include it in the book, she said “of course, friend, tell everyone.”  

 

So, I am! 

 

Meet LaShonda. LaShonda is awesome at what she does, and she’s 

been with her company for seven years. She was a top performer,  
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consistently meeting and exceeding her goals and was very respected 

by her peers and team. 

 

Despite her contributions to the company, LaShonda often felt 

unappreciated and undervalued by her superiors. She shared as much 

with me during numerous walks around the neighborhood. She often 

found herself passed over for promotions and recognition, and her 

ideas and suggestions were often ignored. 

 

Feeling frustrated and demotivated, LaShonda decided to voice her 

concerns to her superior, hoping that something would change (I may 

have nudged her to do this). But, as you can guess, her complaints fell 

on deaf ears, and nothing changed. She realized that the company did 

not truly value her contributions and that her efforts were always 

going to go unrecognized. 

 

She called on her LinkedIn network to help, and she found a new job 

at a competitor and decided to leave the company. 

 

They were shocked and saddened by LaShonda's decision to leave, as 

she was an asset to the team and she was a top performer.  

 

But that’s just it, she was merely an asset. Merely a performer.  

 

She was replaceable.  

 

She knew, right then, that she’d made the right decision. They lost a 

talented employee that day, who could have contributed more if she 

had felt valued and appreciated.  

 

Valuing employees in the workplace has been a topic of much debate 

and evolution throughout history. In the past, the traditional view of 

employees was that they were nothing more than cogs in a machine, 

interchangeable and disposable. This mindset was reflected in the way 

employees were treated, with little to no investment in their 

professional development or well-being. 
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However, as the industrial era gave way to the information age, the 

value of human capital became increasingly apparent. Companies 

began to realize that their employees were not just a means to an end, 

but rather a vital part of their success. This shift in thinking led to the 

emergence of human resource management, a field dedicated to 

managing and developing the human assets of an organization. 

 

Despite this progress, the issue of employee value remains a 

contentious one. A study by Gallup found that only 34% of American 

employees feel engaged and connected to their work. This is a 

concerning statistic, research shows that engaged employees are more 

productive, have lower turnover rates, and are more likely to be loyal 

to their employer. 

 

One of the most notable cases of companies not valuing employees is 

the 2008 financial crisis. Banks and other financial institutions were 

found to have been valuing short-term profits over the well-being of 

their employees and their customers. Many of these employees were 

then laid off and left to suffer the consequences of the actions of their 

employers. 

 

To truly value employees, companies must go beyond offering 

competitive pay and benefits. They must create a culture where 

employees feel that their contributions are valued and that their 

growth and development are supported. This means providing 

opportunities for professional development, fostering a sense of 

belonging and community, and encouraging open communication and 

feedback. 

 

When employees feel valued, they are more likely to be satisfied with 

their jobs, which in turn leads to better performance, lower turnover, 

and increased productivity. It's time for employers to recognize that 

their employees are not just a cost, but a vital part of their success. 

 

The role of a Chief People Officer (CPO) or Chief Human Resources 

Officer (CHRO) is a crucial one that is often overlooked or 

undervalued by organizations. These leaders are responsible for  
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overseeing a wide range of activities that are critical to the success of 

a company. While COOs and CFOs are also important leaders, their 

focus is on operations and finance respectively, whereas a CPO or 

CHRO is responsible for the people aspect of the business solely.  

 

That doesn’t mean they’re for the people and not the company, they 

must balance both.  

 

A CPO develops and implements policies and programs that promote 

employee engagement, development, and well-being. This includes 

things like flexible work arrangements, mental health support, and 

professional growth opportunities.  

 

They also oversee the recruitment, hiring, training and on-boarding 

process to ensure that the right people are brought into the 

organization and trained to be successful.  

 

Additionally, they aid other departments in teambuilding, select and 

implement HR related technology, evaluate, and build strategic plans 

& a budget and financially manage their own P&L, while also 

providing expert insight and recommendations for compensation and 

benefits, total rewards.  

 

Further, they’re generally the executive coach for their peers and an 

advisor to the board, while being a confidant to the CEO.  

 

CHRO’s play a key role in creating a positive and inclusive culture 

within the company. They lead diversity, equity, and inclusion 

initiatives, ensuring that all employees feel valued and respected 

regardless of their background or perspective.  

 

They also work to promote the company's employer brand, which is 

the image and reputation of the company as a place to work. 

 

CPOs and CHROs also play a critical role in managing the legal and 

compliance aspects of the business too.  
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They ensure that the company follows all labor laws and regulations, 

and that the company's policies and procedures are up to date. They 

also handle any legal disputes that may arise, such as discrimination 

or harassment cases. 

 

A CPO typically also oversees the Diversity Equity and Inclusion 

efforts of the company, with a dotted line to the Board for added 

visibility. It’s important to note, that HR has often played a role that 

upholds the systemic issues within an organization, like racism and 

sexism. We’re seeing less and less of that, but it’s still prevalent in a 

lot of organizations today. With that in mind, DEIB work should be 

overseen by a DEI professional, not just dumped in HR’s lap, if 

they’re not qualified.  

 

Human Resources, Talent or People is a profession responsible for 

strategizing, leading, building, and managing risk, legal, hiring, 

culture, team building, employee on-boarding, training, development, 

coaching, performance management, DEIB and so much more.  

 

As time goes on, it’s becoming more and more clear that this role is 

essential and it can no longer report to the COO or CFO, ‘People’ 

need a seat at the table, just as they have dedicated leaders for finance, 

operations, sales, and marketing.  

 

Data shows that companies with engaged employees tend to have 

higher financial performance, lower turnover, and better customer 

satisfaction.  

 

Valuing the people aspect of the business should be viewed as a vital 

part of any smart company's overall strategy. 

 

How can companies & leaders show their employees 

that they value them and their work before they lose 

them? 
 

Companies and leaders can ensure they keep their top talent by 

showing their employees that they value and appreciate them and  
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their work. One of the best ways to do this is to communicate 

regularly with your employees and actively seek their input and 

feedback.  

 

This helps to build trust and shows that their opinions matter. When 

employees feel heard and understood, they are more likely to feel 

valued and engaged in their work. 

 

Another effective way to show employees that they are valued is by 

providing them with opportunities for professional development and 

growth. This can include training programs, mentorship opportunities, 

and clear paths for advancement. When employees see that there is 

room for them to grow and develop within the company, they are 

more likely to feel invested in its success and less likely to seek 

opportunities elsewhere. 

 

Recognition and rewards are also great ways to show employees that 

they are valued. Acknowledge their achievements, be it big or small, 

and make sure they know that their hard work is not going unnoticed. 

A simple “Thank you” or “Great job” can go a long way in making 

employees feel appreciated and valued. 

 

Creating a positive and inclusive culture that values diversity and 

promotes a sense of belonging for all employees is another key aspect 

of showing employees that they are valued. Show that you care about 

your employees' well-being by providing resources and support for 

underrepresented groups, and actively working to create a culture of 

respect and understanding. 

 

Hire a capable leader who is responsible for the entire people 

experience, just like you would with the other business disciplines and 

invest similarly.  

 

Fuck your office snacks… We want to be valued!  
 

"I'm not just a number, I'm a person," says Lulu Wang's character in 

the film The Farewell. Employees may feel like their value is  
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determined solely by their productivity, rather than their unique 

talents and skills. 

 

Melina Matsoukas also addresses the theme of value in her film 

Queen & Slim. The film follows the story of a young couple, played 

by Daniel Kaluuya and Jodie Turner-Smith, who says, "I'm not just a 

criminal, I'm a human being".  

 

Valuing employees means recognizing the unique talents and skills 

that everyone brings to the table. Employers should create an 

inclusive culture that embraces diversity and encourages open 

communication and provide opportunities for underrepresented 

individuals to take on leadership roles. By valuing each employee, a 

company can foster a more productive, innovative, and engaged 

workforce. 

 

We don’t want granola bars in place of being valued for what we 

bring to the organization, why aren’t our needs considered?  

 

 

 

 

 

 

 

 

Ask yourself…  
 

How do you ensure that your team members feel valued and 

appreciated for their contributions? 

 

To what extent do you believe that the company's culture reflects a 

genuine appreciation for its employees? 

 

How does the company's compensation and benefits package align 

with its stated values of valuing its employees? 

 

Mansplaining with Justin’, Chapter 10, “Valued” 

 

“We are the music makers, we are the dreamer of dreams.” 
 – Willy Wonka, Played by Gene Wilder 

 
 

(From the Movie, Willy Wonka & the Chocolate Factory, 1971, Paramount Pictures) 
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How does the company's leadership effectively communicate its 

vision and mission to the employees, and how does it align with the 

value of its workforce? 

 

How does the company's approach to employee development and 

career advancement reflect its values of valuing its employees? 
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CHAPTER 11 

 

… WE WANT TO BE 

TREATED LIKE ADULTS 
 

 

The first time I openly questioned why I needed to give a 2-week 

notice to take a single day off when I’m quite literally responsible for 

managing a $40M apartment community… Well, if looks could kill, 

I’d be dead right now. 

 

Shit happens… to all of us. Yet, it’s been upheld routinely, that 

punishments including up to termination can be imposed if you’re 5 

minutes late three times or more. 

 

Termination. For running a little behind.  

 

If CEO’s, C-Levels, EVP’s, SVP’s, VP’s, Directors or even managers 

were held to the same standards… perhaps you could win some of 

this argument with me… but let’s face it, most of us would be 

unemployable if every 3x we were late to something we were 

terminated. 

 

Doesn’t reading this make you laugh at the absurdity? But, if you’re 

like me… you also get some of the reasoning. Abuse.  

 

It does happen… not as often as employers would like us all to think, 

but it does.  
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I’m not for doing away with rules, I’m for doing away with the 

unnecessary to the business norms and strategies that are quite 

frankly… outdated, harmful, and biased.  

 

We all have human things that go on in our lives and sometimes, 

those things can’t just stick to Saturday & Sundays like we tell them 

too… sometimes they interrupt the traditional work hours.  

 

That’s life.  

 

Back in 2012, my occasional babysitter, Sarah, was also a bright and 

ambitious young professional, who had just started her first 

“corporate” job at a local non-profit. Despite her enthusiasm, she 

quickly realized that the company had outdated rules and norms that 

treated employees like children, rather than adults. She came to me 

for help.  

 

The situation was that Sarah couldn’t have a key to the building, so 

she had no flexibility with her hours (it was a small office), she would 

have to ask permission to take breaks or even to use the restroom and 

the dress code was something out of the 80s and included pantyhose 

wearing with suits, every day. As a note, this wasn’t a customer 

facing job that required someone to greet people or physically be 

present, she was working as an HR Coordinator, just processing 

people through Workday in a back cubicle.  

 

Feeling frustrated and demotivated, Sarah decided to speak up. 

During an orientation follow-up meeting, when she was asked about 

her experience as a newly hired employee. She didn’t hold back. 

 

“This feels like high school, not even college, high school,” she said. 

“I didn’t expect it to be like this, I don’t even own pantyhose,”.  

 

To her surprise, others in the meeting felt the same, and her speaking 

up allowed them to feel like they could too, so they did.  

 

The organization’s leadership did, in fact, listen that day and began to 

make meaningful updates to their people policies, enough so that 
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Sarah is still with them today; some 11 years later and so is almost 

everyone she sat through orientation with.  

 

The evolution of the employer-employee relationship has been a 

gradual one, marked by a change in the way workers are viewed 

within the workplace. In the early days of industrialization, laborers 

were often seen as nothing more than a body doing a job, with 

minimal autonomy or influence. As time progressed, employers began 

to understand the importance of treating employees as mature 

individuals, rather than kids. 

 

A significant development in this regard was the emergence of the 

"scientific management" concept in the early 20th century. The 

advocates of this approach, such as Frederick Winslow Taylor, argued 

that by dividing tasks into smaller, more manageable segments, 

managers could enhance efficiency and productivity. This marked a 

shift towards a more systematic approach to management, which 

recognized the importance of the individual worker in the success of 

the organization. 

 

This shift towards treating employees as adults rather than children, 

led to the development of new management strategies and techniques.  

 

One of the most notable of these was the Human Relations 

Movement, which emerged in the 1930s. The movement, led by 

researchers such as Elton Mayo, sought to understand the social and 

psychological factors that influence worker behavior and motivation. 

This led to the recognition of the importance of factors such as job 

satisfaction, employee engagement, and workplace culture in the 

overall success of an organization. 

 

The Human Relations Movement also brought attention to the role of 

effective communication, teamwork, and employee participation in 

improving organizational performance. As a result, employers began 

to place greater emphasis on these factors in their management 

strategies. 
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Another key development was the rise of Employee Empowerment 

and Self-Management. This approach, which emerged in the 1960s 

and 70s, recognized the importance of giving employees more 

autonomy and control over their work. It emphasized the importance  

 

of providing employees with the tools and resources they need to be 

successful, as well as fostering an environment that encourages 

creativity and innovation. 

 

In recent years, there has been a growing awareness of the importance 

of treating employees as adults in the workplace. Companies are 

increasingly recognizing that when employees feel respected, valued, 

and treated like adults, they are more likely to be engaged, motivated 

and productive.  

 

Employers are implementing policies such as flexible working hours, 

remote work, and more open communication to create a more mature 

work environment.  

 

Many organizations are also investing in leadership development 

programs and employee engagement initiatives to support the 

professional growth and well-being of their employees at all levels.  

 

Surprisingly, development tapers off in most organizations past the 

‘Manager’ level, but we’re seeing Director levels + demanding to 

continue their growth and that the company provide it to them too.  

 

Overall, it's clear that the employer-employee relationship has come a 

long way since the days of industrialization, and today's organizations 

are placing a greater emphasis on treating employees like adults, 

recognizing the importance of their contributions, and creating a 

workplace culture that supports their growth and development. 

 

How can companies and leaders treat their employees 

more like adults and with less bias?  
 

Companies and leaders can ensure their policies and practices aren't 

rooted in bias by implementing diversity and inclusion initiatives, 
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conducting regular bias training for employees, and regularly 

evaluating and adjusting their policies and practices to ensure they are 

equitable for all. 

 

Treating employees like adults at work requires a shift in leadership 

mindset, where the focus is on fostering autonomy, trust, and mutual 

respect.  

 

Employees perform better when they feel a sense of ownership over 

their tasks and projects. Encourage them to take initiative, provide 

them with autonomy to make decisions, and trust them to deliver 

results. 

 

Employees thrive when they know what is expected of them.  

 

Acknowledge and appreciate employees when they do well. Showing 

employees that their hard work is valued, will motivate them to 

continue to excel. 

 

Employees want to feel like they are growing professionally and 

personally. Offer opportunities for training, mentoring, and coaching 

to help employees achieve their career goals. 

 

Fuck your office snacks… We want to be  

treated like adults! 
 

"I'm not a little boy, I'm a man," says Diego Luna's character in the 

film Y Tu Mamá También. In many workplaces, employees may feel 

like they are not given the trust or responsibility to make important 

decisions. 

 

In the corporate world, treating employees like adults means giving 

them the trust, responsibility, and autonomy to make important 

decisions and take ownership of their work. By treating employees 

like adults, a company can foster a more productive, innovative, and 

engaged workforce. 
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We don’t want to do team building in place of being treated like 

adults, why would I want to build a team with people who think I’m 

less than? 

 

 

 

 

 

 

 

 

Ask yourself…  
 

How do you ensure that your team members are treated with propriety 

and given opportunities to be treated as autonomous adults? 

 

How do you, as an individual, articulate your expectations of being 

treated with the decorum and respect befitting a professional adult to 

your colleagues and superiors? 

 

How does the company's approach to employee development and 

career advancement reflect its values of treating employees as 

professionals? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

‘Mansplaining with Justin’, Chapter 11, “Treat Me Like an Adult” 

 

“The key to business is personal relationships.”  
- Dickie Fox  

 

(from the Movie, Jerry Maguire, 1996, Sony) 
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CHAPTER 12 

 

… WE WANT 

RESPRESENTATION 
 

According to the McKinsey study “Why Diversity Matters,” 

companies in the top quartile for having gender-diverse executives 

were 15% more likely to generate above-average profitability 

compared to the bottom quartile of companies whose executive teams 

were predominantly white and male. When it comes to staffing, 

companies that have higher degrees of racially and ethnically diverse 

employees have a 35% performance advantage over companies 

relying on a "culture fit" that tends to trend white and monocultural. 

 

Per that same McKinsey study, companies with more gender-diverse 

executive teams in the highest quartile outperformed male-dominated 

companies by 21% in terms of EBITA (earnings before interest and 

taxes and amortization) and 27% in terms of creating long-term value. 

Racially diverse executive teams provided an advantage of 35% 

higher EBITA and 33% more long-term value creation over the least 

racially diverse companies.  

 

Subsequently, companies with diverse talent and executives are more 

likely to retain the best talent and engage in decision-making that 

accounts for orienting to larger varieties of customers than companies 

with a more monolithic customer base. 

 

As an Executive Coach, I had the privilege of working with Maria*, 

the Chief Financial Officer at a tech hospitality startup. Maria had 

been with the company for a few years and had worked her way up to 

the CFO role. She was highly skilled, ambitious, and passionate about  



Tara Furiani 

96 

 

her work. However, she came to me seeking help with an issue that 

she had been facing. 

 

Maria had been the only woman on the executive team, and she felt 

undervalued and invisible. Her male colleagues didn't seem to take 

her seriously, and she was often left out of important meetings and 

conversations. She felt like her contributions were not being 

recognized and that her voice was not being heard. 

 

I listened attentively to her concerns and together we came up with a 

plan of action. We talked about ways to assert herself and make her 

presence known, without being aggressive. We also identified key 

individuals in the organization who could be her allies and advocates. 

 

Maria began to implement the strategies we had discussed. She started 

speaking up more in meetings and ensuring that her ideas were heard. 

She also formed an internal mentorship program for women. 

 

As a result of her efforts, Maria began to see a change in the way she 

was perceived by her colleagues. They began to see her as a valuable 

member of the team and her contributions were recognized. She is my 

favorite example of how one person can make a positive change in the 

workplace, and it's a proof that representation matters. 

 

Diverse companies attain 19% higher revenue than monolithic 

companies on account of greater innovation. Providing education and 

training that underrepresented groups may not have had access to in 

the past can foster innovation by exposing employees to new skills 

and ideas.  

 

With millennials and Gen-Z becoming the dominant generation in the 

workforce, attracting young talent must take diversity into account 

given that they are the most diverse generation in American history.  

 

But companies don’t always get it right.  
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The history of representation in the workplace is a complex and ever 

evolving one. From the earliest days of industrialization, when 

working conditions were often brutal and exploitative, to the present 

day, where representation and inclusion are at the forefront of many 

conversations about creating fair and equitable workplaces. 

 

One of the most significant milestones in the history of representation 

in the workplace was the creation of affirmative action policies. 

Affirmative action policies, first introduced in the 1960s, were 

designed to correct the systemic discrimination and 

underrepresentation of marginalized groups in the workplace, such as 

people of color, women, and individuals with disabilities. These 

policies aimed to level the playing field by actively seeking out and 

hiring candidates from underrepresented groups, and by implementing 

targeted outreach and recruitment efforts. 

 

Data shows that affirmative action policies have had a meaningful 

impact on representation in the workplace. According to a report by 

the National Women's Law Center, the percentage of women in 

management and professional occupations has more than doubled 

since the 1970s, thanks in part to affirmative action policies. 

Similarly, the percentage of people of color in management and 

professional occupations has also increased significantly over the past 

several decades. 

 

However, affirmative action policies have faced significant pushback 

and legal challenges, with some arguing that they are reverse 

discrimination (which we know isn’t real) and that they should be 

abolished. Despite these challenges, many experts argue that 

affirmative action is still necessary to address ongoing discrimination 

and underrepresentation in the workplace. The debate and legal fight 

continues.  

 

Another important aspect of representation in the workplace is the 

inclusion and acceptance of the LGBTQ+ community. The history of 

LGBTQ+ representation in the workplace is a relatively recent one, 

with the first laws protecting LGBTQIA individuals from workplace 

discrimination only being passed in the early 21st century. However,  
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the LGBTQ+ community has been fighting for representation and 

inclusion in the workplace for much longer. In the 1970s and 1980s, 

LGBTQ+ individuals and allies formed organizations such as the 

National Gay and Lesbian Task Force, which worked to end 

discrimination against LGBTQ+ individuals in the workplace and 

advocated for laws protecting their rights. 

 

Despite these efforts, discrimination against LGBTQ+ individuals in 

the workplace remains a significant issue. According to a 2020 report 

by the Human Rights Campaign, nearly two-thirds of LGBTQ+ 

individuals report experiencing discrimination on the job, and a 

majority of LGBTQ+ individuals report hiding their identity at work. 

This is not just a moral issue, but also a business one. Studies have 

shown that companies with a more diverse and inclusive workforce 

tend to perform better financially. 

 

Similarly, the representation of individuals with disabilities in the 

workplace has a long and complicated history. For much of the 20th 

century, individuals with disabilities were often segregated and 

discriminated against too. However, the passage of the Americans 

with Disabilities Act (ADA) in 1990 marked a significant step 

forward in protecting the rights of those workers with disabilities. The 

ADA prohibits discrimination and requires employers to make 

reasonable accommodations to enable everyone to perform their jobs. 

 

Despite these protections, individuals with disabilities still face 

significant barriers to representation in the workplace. According to a 

2020 report by the National Center for Disability Employment, the 

unemployment rate for individuals with disabilities was more than 

double that of those without. Moreover, individuals who identify as 

having a disability, are often paid less and are less likely to be 

promoted to management positions. 

 

Ahn*, is a charismatic and ambitious SVP of Sales at a fast-growing 

fintech company, and an old friend from school, had come to me 

seeking help with a nagging issue at work.  
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Despite his track record of driving sales and leading his team to 

success, Ahn felt like he wasn't being fully seen or understood by his 

colleagues and superiors. 

 

As a person of color and a gay man, Ahn had faced racist and 

misogynistic microaggressions throughout his tenure. He had grown 

tired of feeling like the "token minority" as he’d say, and of being 

reduced to a one-dimensional stereotype in the eyes of his colleagues. 

 

In our coaching sessions, Ahn shared specific instances of 

discrimination and bias that he had experienced. He felt like his 

unique perspectives and ideas were not being valued, and that he was 

not being given the same opportunities for growth as his white, 

cisgender, straight colleagues. 

 

Together, we worked on strategies for Ahn to assert himself and shift 

the mindset of his peers. Despite these efforts, Ahn ultimately felt that 

the company culture remained unchanged, and that leadership was not 

taking the issue seriously. He realized that the company was not 

committed to creating a truly inclusive and equitable workplace and 

decided to leave. He later said he shouldn’t have been surprised, “a 

bunch of straight, white dudes and me… I was some check a box 

hire”.   

 

And Ahn isn’t the only one.  

 

According to a study by Glassdoor, 67% of job seekers consider a 

diverse workforce to be an important factor when evaluating 

companies and job offers and The National Center for Transgender 

Equality (NCTE) found that 90% of transgender workers have 

experienced harassment, mistreatment, or discrimination on the job.  

 

Diversity and inclusion in the workplace is a hot topic, and for good 

reason. Studies have shown that a lack of diversity and inclusivity not 

only leads to a less engaged and satisfied workforce, but also has a 

negative impact on a company's bottom line.  
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But it's not just job seekers who are paying attention to diversity and 

inclusivity in the workplace. A report by the Kapor Center for Social 

Impact found that 60% of underrepresented minority employees in 

tech have experienced discrimination in the workplace.  

 

A survey by SHRM found that 49% of employees believe their 

organization does not do enough to promote diversity and inclusion. 

This highlights the importance for companies to not only have a 

diverse workforce but to also create an inclusive culture where all 

employees feel valued and respected. 

 

A study by the Center for Talent Innovation found that a lack of 

diversity and inclusivity in the workplace leads to a “double bind” for 

minority employees, who are more likely to leave their current 

employer than non-minority employees.  

 

A report by the Center for American Progress found that people of 

color face significant barriers to advancement in the workforce, with 

black workers facing the highest levels of discrimination in hiring and 

promotion. 

 

A survey by PwC found that 80% of employees believe that their 

company should be doing more to promote diversity and inclusion in 

the workplace. This is a clear indication that employees want and 

expect their companies to take action to promote diversity and 

inclusivity. 

 

Companies must take representation seriously and make it a priority. 

By creating a diverse and inclusive workplace, companies can attract 

and retain top talent, improve performance, and ultimately drive 

business success. 
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How can companies & leaders ensure there is 

representation across their boards, executive and 

leadership teams?  
 

Companies and leaders can ensure representation across their boards, 

executive and leadership teams by implementing a comprehensive 

and holistic approach towards diversity, equity, and inclusion (DEI).  

 

This begins with creating a culture that prioritizes DEIB and 

recognizing the importance of representation within the organization.  

 

Companies should make a concerted effort to actively seek out and 

recruit candidates from underrepresented groups. This can be 

achieved through targeted job postings, partnering with organizations 

that focus on diversity in the workforce, and attending job fairs and 

events.  

 

Employee resource groups (ERGs) provide a platform for employees 

from often marginalized groups to connect, share experiences, and 

advocate for change within the organization. 

 

All employees should receive regular training on diversity and 

inclusion, with a focus on understanding and addressing unconscious 

biases. This can help to create a more inclusive culture and ensure that 

all employees feel valued and respected. 

 

Companies should regularly assess their diversity and inclusivity 

efforts and make changes as needed. This can include analyzing data 

on the demographics of their workforce, conducting employee 

surveys, and soliciting feedback from employees from 

underrepresented groups. 

 

Leaders should actively promote from within and provide career 

development opportunities for underrepresented employees. This can 

help to increase representation at higher levels within the 

organization.  

 

 



Tara Furiani 

102 

 

Recruiting teams can partner with organizations that focus on 

diversity and inclusivity to gain insights, perspectives, and resources 

to support the company's commitment to growth and representation. 

 

Fuck your office snacks… We want representation at all 

levels! 
 

Don't just fill your diversity quota, put in the effort to truly see and 

value the unique talents and skills of all your employees.  

 

As Tony Ayres' character in The Home Song Stories reminds us, 'I'm 

not your ethnic quota, I'm here to do a job.'  

 

Representation is not just about numbers; it's about creating an 

inclusive culture that values and recognizes the perspectives and 

contributions of all individuals.  

 

And as Rachel Perkins character in Radiance states, 'I'm not just a 

statistic, I'm a human being.'  

 

Let's not reduce our employees to numbers, let's see them as the 

complex individuals they are and give them opportunities to thrive 

and succeed. 

 

We don’t want coffee gift cards in place of being seen and valued for 

what we add to the company, why do you want to represent me?  

 

 

 

 

 

 

 
 

 

 

 

‘Mansplaining with Justin’, Chapter 12, “Representation” 
 

“We need to lift up women and girls, including women of color, who 
have been left behind for too long. We need to ensure that our leaders 
look like America and that our institutions reflect the full diversity of 

our country.” – Michelle Obama 
 

(from her Book, Becoming, 2018, Crown Publishing Group/Random House) 
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Ask yourself…  
 

In what ways do you currently ensure representation within your 

team, department, or company? 

 

How do you actively seek out and recruit candidates from 

underrepresented groups? 

 

How do you ensure that your recruitment processes are fair and 

equitable? 

 

In what ways do you support the development and advancement of 

underrepresented individuals within the organization? 

 

How do you personally advocate for diversity, equity and inclusion 

within your team and the organization as a whole? 

 

How do you handle and address instances of discrimination, bias, and 

harassment within your company? 

 

How do you evaluate and measure the effectiveness of your efforts to 

promote representation within your business? 

 

In what ways can you personally improve in terms of fostering a 

culture of representation and inclusion within your team or 

department? 

 

How do you involve and engage underrepresented individuals in 

decision-making processes within your team?  

 

How do you ensure that your actions align with the company's goals 

related to representation? 

 

In what ways will you help stop microaggressions at work?  

 

Will you consider HR tech to aid in reducing bias and to help build a 

talent pipeline that full of diversity?  
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Will you commit to considering your own biases and attend 

leadership training, visibly, to show that self-growth and anti-racism 

is everyone’s job?  
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CHAPTER 13 

 

… WE WANT TO LEARN 
 

 

There’s this fallacy floating around boardrooms that people, in 

general, want to do the bare minimum and my experience has shown 

me that notion is just simply wrong. Now, are there some out there 

that do… sure, but that’s a small percentage of workers. 

 

Back in the late 90’s and early 2000’s, I was a young corporate 

trainer, just starting out in my career. Back then, the training world 

was a very different place. The Fish Philosophy was all the rage, and 

you couldn't go to a training session without hearing about the 

importance of "playing", "making someone's day" and "choosing your 

attitude."  

 

I remember the first course I ever built and facilitated, it was called 

"Coffee is for Closers" and I based it off the movie "Glen Garry Glen 

Ross" by David Mamet. 

 

As you can see, I may have evolved but my love of movies and using 

it to teach, hasn’t changed.  

 

I was so excited to share my unique approach to sales training, but 

little did I know, everything that could go wrong, would. The 

projector broke, the handouts didn't print, and I was running late. But, 

to my surprise, the trainees didn't even notice. They were too busy 

laughing at my movie references and getting inspired to go back to 

their jobs and implement these new sales techniques. 
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Fast forward 20+ years and the corporate training world has changed 

dramatically.  

 

While the Fish Philosophy is still a classic, it's no longer the only tool 

in the box. Microlearning, bite-sized chunks of information delivered 

through apps like TikTok, has taken the training world by storm. 

 

Gone are the days of boring, one-size-fits-all training sessions. Today, 

companies are looking for more interactive and personalized ways to 

help their employees grow and develop. And as a corporate trainer, 

it's been an exciting time to be a part of this evolution. 

 

I've seen firsthand the power of microlearning and how it can help 

employees retain information better and apply it to their jobs more 

quickly. And with the rise of virtual training, we're now able to reach 

a wider audience, no matter where they are in the world. 

 

But the one thing that hasn't changed in all these years is the 

importance of a unique approach to training.  

 

Just like that first course I facilitated all those years ago, it's still about 

making it fun, relatable, and most importantly, inspiring. 

 

President Franklin D. Roosevelt's New Deal legislation is widely 

considered to be the ignitor of federal workforce development 

initiatives. In response to the devastating economic conditions of the 

Great Depression, President Roosevelt and Congress devised a 

multifaceted program aimed at providing employment assistance and 

creating jobs for both urban and rural areas, while also investing in 

the nation's infrastructure.  

 

Over the course of eight years, this program generated more than 8.5 

million jobs nationwide, helping to set the stage for a gradual 

economic recovery that would continue through World War II. 

 

Recognizing the rising tide of unemployment and the widening skills 

gap in the face of a rapidly evolving economy, President John F.  
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Kennedy took decisive action in 1962. He proposed and passed the 

Manpower Development and Training Act, which aimed to provide 

training and education to unemployed adults, as well as a small 

number of youth workers, so that they could improve their skills and 

better integrate or reintegrate into the workforce. 

 

The Comprehensive Employment and Training Act (CETA) was a 

federal program aimed at addressing unemployment and providing 

job opportunities for unemployed adults, as well as summer jobs for 

high school students. It particularly emphasized on apprenticeships 

for those who were unemployed or under-employed, as a means of 

providing them with hands-on training and experience. CETA also 

streamlined federal training programs and services, placing more 

responsibility on states as the primary sponsors of these programs. 

 

The Job Training and Partnership Act (JTPA) aimed to streamline 

education and job training programs by establishing regional Service 

Delivery Areas (SDAs) within each state, while maintaining 

significant federal oversight. These SDAs eventually evolved into 

today's Workforce Investment Areas.  

 

Enacted during a period of full employment, the Workforce 

Investment Act (WIA) spearheaded by President William J. Clinton 

aimed to deliver workforce development programs and services 

through a network of community-based, one-stop career centers 

nationwide. These centers were designed to assist all individuals and 

brought together mandatory partners to offer a variety of related 

programs and services from a single location.  

 

WIA also established business-led Workforce Investment Boards to 

develop local strategies based on labor market data and to oversee 

programs in their communities. 

 

The Workforce Innovation and Opportunity Act of 2014 (WIOA), 

signed into law by President Barack Obama on July 22, 2014, marked 

a new chapter in the nation's workforce investment system.  
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This law superseded the Workforce Investment Act of 1998, and its 

implementation began on July 1, 2015, with states and local 

workforce development boards taking the lead. 

 

As early as the fifth century B.C, the Chinese developed a philosophy 

that enabled students to take an active role in their own education by 

engaging in discussions to arrive at the meaning of the material.  

 

Some centuries later, in the third century B.C, Socrates presented the 

Socratic method, a widely used technique in job training, where 

instructors pose questions to a group and guide them to discover 

answers for themselves. 

 

Scholasticism, a method of learning that emphasizes on experiential 

learning and encourages learners to interpret and discuss evidence 

through various methods, rose to popularity in the 12th century.  

 

A century later, John Locke, known for his influence on job training 

and education, stated that students learn best by starting with simple 

ideas and gradually building upon them to form more complex 

concepts. 

 

During the 20th century, the field of job training saw significant 

advancement, particularly with the emergence of adult learning theory 

pioneered by Malcolm Knowles.  

 

His research revealed that adults learn differently than children, and 

this understanding revolutionized the way job training was conducted. 

Prior to his findings, adult learners were taught in the same manner as 

children in a classroom setting.  

 

With the incorporation of adult-learning methodology, training 

became more self-directed and activity-based methods replaced 

traditional classroom instruction. 

 

Professional development and corporate training are essential for the 

growth and success of any organization. Today, technology and social  
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media have greatly impacted the way professional development is 

delivered and accessed. Online self-paced learning, for example, has 

become increasingly popular as it allows individuals to learn at their 

own pace and on their own schedule. This type of learning is ideal for 

busy professionals who may have limited time to attend hours in a 

classroom. 

 

However, classroom learning remains an important aspect of 

professional development, too. It provides an opportunity for 

individuals to learn from experienced trainers, collaborate with peers, 

and ask questions in real-time. In addition, classroom learning often 

includes hands-on exercises and case studies, which can help to 

deepen understanding and retention of the material. 

 

Executive development retreats are another popular form of 

professional development that can provide a unique and effective 

learning experience. These retreats typically involve a small group of 

executives and senior leaders who participate in training sessions and 

workshops led by experienced trainers and coaches. The retreat 

setting provides a relaxed and focused environment, where 

individuals can learn, network, and brainstorm with their peers. 

 

Many organizations are now using Learning Management Systems 

(LMS) to deliver and manage their training programs. This 

technology allows trainers to create and deliver customized training 

content to employees, track progress and measure the effectiveness of 

the courses.  

 

Professional development and corporate training have come a long 

way and have grown to encompass a wide range of delivery methods 

and technologies that can cater to the diverse needs of today's 

workforce.  

 

The most effective professional development and corporate training 

programs use a combination of methods and technologies to deliver 

the best learning experience. 
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What can companies & leaders do to ensure a culture of 

learning? 
 

One way that leaders and companies can support a culture of learning 

is by providing their employees with access to various training and 

 

development opportunities. This can include offering in-house 

training sessions, encouraging employees to attend conferences and 

workshops, or providing tuition reimbursement for employees who 

wish to pursue a further education. 

 

Another way to foster a culture of learning is by creating a mentorship 

program. This can involve pairing more experienced employees with 

newer or less experienced employees, allowing them to share their 

knowledge and skills. This can be done in-person or virtually. 

 

Leaders and companies can also support a culture of learning by 

encouraging open communication and fostering a culture of curiosity. 

By encouraging employees to ask questions and share their ideas, 

companies can create an environment where learning is not only 

encouraged, but also expected. 

 

Leaders and managers can also role model this culture of learning by 

themselves engaging in continuous learning activities, setting 

expectations for employees to do the same, and recognizing and 

rewarding learning activities. 

 

Companies can also create a culture of learning by encouraging 

employee participation in decision-making processes. By giving 

employees a voice and allowing them to contribute to the direction of 

the company, they will feel more invested in the success of the 

organization and will be more likely to take an active role in their own 

personal and professional growth. 

 

Fuck your office snacks… we want to learn! 
 

"You can't build a reputation on what you are going to do" - Henry 

Ford, as spoken in the film "Hidden Figures" directed by Theodore  
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Melfi. This quote serves as a reminder for leaders and companies to 

not just talk about their commitment to continual learning, but to 

make it a priority.  

 

"You can't climb the ladder of success with your hands in your 

pockets" - Arnold Schwarzenegger, as spoken in the film "Twins" 

directed by Ivan Reitman. Leaders and companies should encourage 

their employees to take ownership of their own growth and provide 

opportunities for them to do so.  

 

We don’t want a jelly of the month club in place of being able to 

grow and learn, don’t you want me to advance? 

 

 

 

 

 
 

 

 

Ask yourself…  
 

What are my current skills and how do they align with my long-term 

career goals? 

 

What additional support or resources do I need from my employer to 

reach my development goals? 

 

How can I take ownership of my own development and create 

opportunities for growth within my current role? 

 

How do the company's values and goals align with my own personal 

and professional development? 

 

How can I network and connect with other professionals within the 

company and outside of it, to gain new perspectives and ideas for 

growth? 

 

‘Mansplaining with Justin’, Chapter 13, “Learn” 
 
 

“The more your read, the more things you will know. The more that 
you learn, the more places you’ll go.” – Dr. Seuss  

 
 

(from his Book, I Can Read with My Eyes Shut, 1978, Random House Children’s Books) 
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How can I leverage technology, such as online resources or 

networking platforms, to support my development? 

 

 

 

How will I measure my development and success?  
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CHAPTER 14 

 

… WE WANT TO GROW OUR 

WEALTH, TOO! 
 

Growing up, I was never taught the value of financial literacy. My 

parents, who had their fair share of struggles, never drilled the 

importance of saving, investing, and building wealth into my head. I 

was never shown the ins and outs of credit cards, loans, and 

mortgages. I was never taught the difference between wants and 

needs. As a result, I found myself making mistake after mistake, 

racking up credit card debt, buying things I couldn't afford, and even 

having a car repossessed. 

 

But in those trying times, I realized that my financial future was in my 

own hands. I knew that I had to take responsibility for my own 

financial education and well-being. I began to educate myself on 

personal finance, reading books, listening to podcasts, and seeking 

advice from experts. I learned about the power of passive income, the 

importance of saving and investing, and the consequences of living 

beyond my means. 

 

And slowly but surely, I began to turn my financial life around. I paid 

off my debts, started saving for the future, and even began building 

passive income streams. It wasn't easy, but it was worth it. The 

journey taught me the importance of taking control of my own 

financial destiny and the power of financial literacy. 

 

It's never too late to begin, it's never too late to learn. 
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The rise of the 401(k) plan has fundamentally reshaped the way in 

which Americans prepare for their golden years. As of 2020, this  

 

investment vehicle has amassed a staggering $33.1 trillion, 

comprising nearly one-fifth of the entire retirement market, as 

reported by the Investment Company Institute. 

 

While 401(k) plans have become a popular choice for retirement 

savings, it is important to note that it marked a departure from the 

traditional pension system, where employers were responsible for 

saving on behalf of their employees and determining retirement 

benefits based on years of service and final salary. 

 

The origins of this shift can be traced back to 1978, with the 

implementation of the Revenue Act, which introduced the 401(k) 

provision in the Internal Revenue Code. This allowed employees to 

defer compensation from bonuses or stock options and paved the way 

for the proliferation of defined-contribution plans such as 401(k)s, 

which ultimately replaced traditional pensions. 

 

The wealth gap in the United States has been a persistent issue for 

decades, with executive and board compensation continuing to 

outpace that of most of the workforce. 

 

A study by the Economic Policy Institute (EPI) found that in 2018, 

the average CEO of a S&P 500 Index company made 278 times the 

average worker’s salary. This represents a significant increase from 

the 20-to-1 ratio in 1965 and the 58-to-1 ratio in 1989. 

 

Another study by the Institute for Policy Studies (IPS) found that the 

average CEO compensation for a company in the S&P 500 Index was 

$14.5 million in 2019, while the median worker for the same 

company earned only $77,800. 

 

A similar report by the AFL-CIO found that in 2019 the average 

compensation for a CEO in the S&P 500 Index was $13.7 million, 

while the average worker earned only $42,000. The report also found 

that the average CEO-to-worker pay ratio was 319-to-1. 
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This trend is not unique to the United States, it's happening globally, a 

2020 report by PwC found that the average CEO pay in the UK was 

129 times that of the average worker, while in Australia the CEO-to-

worker pay ratio was 99-to-1. 

 

The wealth gap extends to representation in the board room as well. 

According to a 2020 report by McKinsey, only 11% of board 

members in S&P 500 companies were from underrepresented groups, 

including women and people of color. 

 

These disparities are not only unjust, but they also have a negative 

impact on the economy and society. A 2020 report by the Federal 

Reserve Bank of St. Louis found that the widening wealth gap has led 

to decreased economic mobility, increased income volatility, and 

greater income inequality. The report also found that a more equitable 

distribution of income and wealth would lead to increased economic 

growth. Duh. 

 

To address the wealth gap and promote greater equity, companies 

should take steps to ensure that executive and board compensation is 

more closely aligned with that of the rest of the workforce. This can 

be achieved through implementing pay ratios, linking executive pay 

to company performance, and increasing the representation of 

underrepresented groups on boards. 

 

What can companies & leaders do to help their 

employees build wealth? 
 

Pay people equitably. It’s really that simple. Companies shouldn’t 

have a 100 to 1 gap between the C-level and the frontline.  

 

Advocate for a raise to the federal minimum wage in all states and for 

the wealthiest to pay their fair share in taxes.  

 

Offer financial education and resources such as workshops, seminars, 

and online courses to help employees understand and manage their 

finances. 
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Provide access to financial advisors and financial planning services, 

so employees can receive personalized advice and guidance. 

 

Offer matching contributions to 401(k) or other retirement savings 

plans, to help employees save more for their future. 

 

Encourage employees to take advantage of employee stock purchase 

plans (ESPPs) or create an equity program which allow employees to 

purchase company stock at a discounted rate or have a financial sense 

of ownership, however small.  

 

Offer bonuses or incentives for employees who meet certain financial 

milestones or goals. 

 

Provide flexible spending accounts (FSAs) or health savings accounts 

(HSAs) to help employees save for healthcare expenses. 

 

Create a culture of financial wellness by encouraging employees to 

prioritize their financial well-being and promoting financial literacy. 

 

Give additional perks like student loan repayment assistance, or 

tuition reimbursement for further education or certifications. 

 

Challenge employees to think about the long-term and build multiple 

streams of passive income by offering support and resources for side 

hustles or other entrepreneurial ventures. 

 

Recognize and reward employees for their financial achievements and 

promote a culture of continuous improvement and mutual wealth. 

 

But don’t do any of this, until you pay equitably! 

 

Fuck your office snacks… we want to build wealth 

alongside you! 
 

Leaders and employers can support their employees in building 

wealth by providing opportunities for education and skill  
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development, fostering a culture of transparency and open 

communication, and promoting a work-life balance. "The greatest 

glory in living lies not in never falling, but in rising every time we 

fall" - Nelson Mandela, as spoken in the film "Invictus" directed by 

Clint Eastwood.  

 

This can be done through offering internal training programs, 

mentorship opportunities, and encouraging employees to attend 

relevant conferences and workshops. "The first step to living the life  

 

you want is leaving the life you don't" - Oprah Winfrey as spoken in 

the film "A Wrinkle in Time" directed by Ava DuVernay.  

 

Additionally, providing fair compensation and benefits, and 

promoting diversity, equity, and inclusion in the workplace can also 

support employees in building wealth. "Don't put all your eggs in one 

basket" - Will Smith as spoken in the film "The Pursuit of 

Happyness" directed by Gabriele Muccino.  

 

We don’t want casual Fridays in place of being able to grow our 

personal wealth too, why do you want me to struggle?  

 

 

 

 

 
 

 

 

Ask Yourself…  
 

Am I saving enough for my retirement? 

 

Are my employer's benefits programs, such as 401(k) or pension 

plans, aligned with my financial goals? 

 

Do I understand the financial products and investments available to 

me, and how they fit into my overall financial plan? 

‘Mansplaining with Justin’, Chapter 14, “Wealth” 

 

“Show me the money!”  
– Rod Tidwell, Played by Cuba Gooding Jr. 

 

(from the Movie, Jerry Maguire, 1996, Tristar Pictures) 
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Am I taking advantage of all the financial education resources 

available to me, such as workshops or financial planning services 

offered by my employer? 

 

Have I considered the potential impact of unexpected life events, such 

as job loss or illness, on my financial future and do I have a plan in 

place to address them? 

 

Have I set clear financial goals for myself and am I taking the 

necessary steps to achieve them? 

 

Are my current spending habits sustainable in the long-term and 

aligned with my financial goals? 

 

Am I aware of my current financial situation and have I made a 

budget? 

 

What are my long-term financial goals and have I created a plan to 

achieve them? 

 

Have I diversified my investments and am I taking appropriate level 

of risk? 
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CHAPTER 15 

 

… WE ALSO WANT YOU TO 

GROW! 
 

 

The history of treating employees well in the workplace can be traced 

back to the early 20th century when progressive business leaders 

began to realize the importance of creating positive working 

environments for their employees.  

 

One notable example of this is the Rowntree's chocolate factory in 

York, England, which in the early 1900s implemented several 

progressive policies, such as shorter working hours and fair wages, 

resulting in a highly motivated and loyal workforce. 

 

This concept was further solidified by Frederick Winslow Taylor, 

who developed the theory of "scientific management," which 

emphasized the importance of analyzing work processes and finding 

ways to improve efficiency and productivity. 

 

Costco, which has long been known for its strong commitment to 

employee well-being. In fact, Costco pays its employees an average 

of $20 per hour, more than twice the federal minimum wage. This 

investment in employee well-being has led to numerous benefits for  

 

the company, including lower turnover rates, higher levels of 

employee engagement, and increased productivity. 

 

Another example of a company that has reaped the rewards of treating 

employees well is Patagonia, the outdoor clothing and gear retailer.  



Tara Furiani 

120 

 

Patagonia has a strong commitment to sustainability and fair labor 

practices, and as a result, has built a loyal customer base and a strong 

reputation as a socially responsible company. The company also 

offers its employees generous benefits, including paid time off for 

volunteer work and a sabbatical program that allows employees to 

take extended leaves of absence to pursue personal interests. 

 

However, not all organizations have been as successful in their efforts 

to treat employees well. In the late 2000s, the financial crisis led to 

widespread layoffs, much like we’re seeing now and cutbacks at 

many financial companies, representing tens of thousands of jobs lost.  

 

Wells Fargo, which was plagued by a series of scandals in recent 

years, was caught creating millions of fake accounts in its customers' 

names, and as a result, faced significant fines and penalties. The 

company's reputation was severely damaged as a result, and it has 

struggled to regain the trust of its customers and employees. 

 

It is a common misconception that treating employees well will 

impede a company's ability to meet its growth goals, but this could 

not be further from the truth.  

 

In fact, treating employees with respect, fairness, and providing them 

with an environment that prioritizes their well-being, leads to a more 

engaged, motivated, and productive workforce. When employees feel 

valued and respected, they are more likely to be invested in the 

success of the company and motivated to do their best work.  

 

Additionally, when employees are treated well, they are more likely 

to stay with the company for longer periods, reducing the costs and 

disruptions associated with high turnover. 

 

 

Providing fair compensation and benefits, promoting work-life 

balance, and fostering a culture of inclusion and representation, all 

contribute to an environment that promotes employee satisfaction and  

engagement. This, in turn, leads to increased productivity, creativity, 

and innovation within the company.  
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Companies that prioritize employee well-being tend to have a more 

positive reputation, which can help attract and retain top talent, as 

well as attract customers, investors, and partners. 

 

It is important to note that a standard raise of 3% is not enough to 

keep up with the cost of living in most places, and this lack of fair 

compensation and benefits can lead to disengaged and unhappy 

employees. Companies that truly value their employees, should strive 

to offer appropriate compensation and benefits, and not just rely on 

the standard raise percentage. 

 

There are several studies and research that support the idea that 

treating employees well leads to increased productivity and 

profitability. 

 

According to a study by Gallup, highly engaged employees are up to 

21% more productive than disengaged ones. 

 

A paper by the Boston Consulting Group found that companies with 

the most diverse executive teams financially outperform those with 

the least by 35%. 

 

A report by Deloitte found that companies that prioritize diversity, 

equity, and inclusion have better financial performance, higher 

employee engagement, and stronger innovation capabilities. 

 

A study by the Center for American Progress found that companies 

with more women on their boards and in executive positions tend to 

have better financial performance. 

 

A report by Mercer found that employers that provide a 

comprehensive and competitive benefits package will attract and 

retain top talent. 

 

What additional evidence do you need to start being equitable? 

There’s a huge upside to it for companies, you know, if doing it for 

the right reasons aren’t enough.  
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What can companies & leaders do ensure they’re 

creating an environment for everyone to do their best 

work and help the business grow?  
 

Fostering innovation within a company is crucial for driving growth 

and staying ahead of the competition. As a leader or company, there 

are several steps that can be taken to create an environment that 

nurtures and encourages innovative thinking and flexibility. 

 

It is essential to cultivate a culture that values creative thinking and 

risk-taking. This can be achieved by providing opportunities for 

employees to collaborate and share ideas, whether through formal 

brainstorming sessions or informal conversations. Encouraging 

experimentation and learning from failure can also help to foster a 

culture of innovation. When employees feel safe to explore new ideas, 

even if they don't always lead to success, they'll be more likely to 

come up with groundbreaking concepts. 

 

Another key aspect is providing resources and support for employee 

professional development and training. By investing in the 

professional growth of your employees, you are equipping them with 

the knowledge and skills they need to generate fresh and exciting 

ideas. This can include offering workshops, courses, or mentorship 

opportunities to help them stay up to date with the latest trends and 

technologies. 

 

Autonomy and flexibility are also important factors in fostering 

innovation. When employees have the freedom to make decisions and 

operate in a way that makes sense for them, they are more likely to 

come up with unique and impactful ideas.  

 

Providing them with the tools and resources they need to be 

successful, while giving them the freedom to work in a way that 

makes sense for them, is a recipe for innovation. 

 

Recognizing and rewarding innovative ideas and successful projects 

can also help to motivate employees to think outside the box. This can 

include everything from bonuses and promotions to public 
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recognition and opportunities to lead new projects. By providing 

tangible benefits for innovative thinking, employees will be more 

likely to take the initiative and come up with new and exciting ideas 

that drive the company forward. 

 

Fostering innovation within a company requires a combination of 

creating a culture that encourages creative thinking, providing 

resources and support for employee professional development, 

providing autonomy and flexibility, and recognizing and rewarding 

innovative ideas.  

 

These demonstrate that investing in employees and creating a culture 

that prioritizes their well-being, diversity, equity, and inclusion leads 

to increased productivity, reduced turnover, improved financial 

performance, and a stronger ability to attract and retain top talent. 

 

Loyal employees bring a sense of stability and continuity to a 

company, which can help it grow and thrive. They are more likely to 

be committed to the company's mission and vision, and to go above 

and beyond in their efforts to ensure the company's success.  

 

Fuck your office snacks… We want to  

help you grow, too! 
 

"I'm not telling you it's going to be easy; I'm telling you it's going to 

be worth it" - Arturo Castro as spoken in the film "Broad City" 

directed by Lucia Aniello.  

 

"The best way to predict your future is to create it" - Abraham 

Lincoln, as spoken in the film "Lincoln" directed by Steven Spielberg. 

 

Employers and leaders can actively create mutually beneficial 

workplace through strategies like involving employees in decision-

making, listening to their ideas and feedback, providing autonomy, 

making resources available and valuing and rewarding their 

contributions. 
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We don’t want bagels in place of being allowed to innovate, 

contribute, and build the company alongside you, why don’t you want 

me to help you in more meaningful ways? 

 

 

 

 

 
 

 

 

Ask yourself…  
 

Are you personally satisfied with the opportunities for growth and 

advancement within your organization? 

 

How are conflicts and grievances handled within your organization, 

and do they align with creating an environment where employees 

thrive? 

 

How does your organization communicate its mission, vision, and 

values to its employees, and do they align with your own personal 

values? 

 

How is the company's approach to diversity, equity, and inclusion, 

and how does it align with enabling loyalty among employees? 

 

Are there opportunities for open communication and feedback within 

the organization, and how does it align with team loyalty among 

employees? 

 

 
 

 

 

 

‘Mansplaining with Justin’, Chapter 15, “We Want You to Grow, 
Too” 

 

“What we've got here is failure to communicate.”  
- Cool Hand Luke  

 
 

(from the Movie, Cool Hand Luke, 1967, Warner Bros.) 
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CHAPTER 16 

 

… WE WANT DEI NOT PR 
 

Growing up in Orange County, California, I was raised by a Black 

father and White mother who were advocates for change and 

politically active. Their marriage, before the landmark ruling of 

Loving v Virginia, was a testament to their commitment to breaking 

down societal barriers and fighting for equality. In fact, I just learned 

through my dad’s family that we are related to Mildred Loving 

(Jeter), which is obviously incredibly exciting as I often discuss my 

parents being married prior to case, they just happened to live in a 

state that was already on the right side of history (shout out to 

Michigan).  

 

As a child, I was often faced with discrimination and hate because of 

my unique upbringing. This ignited a spark within me to eradicate 

racism, not just in my community, but in the world of work, where I 

knew I could make a meaningful impact. 

 

Throughout my career, I have been an ally and advocate for 

marginalized communities, particularly the Black and LGBTQIA+ 

communities, which I feel deeply connected to. I have dedicated my 

time and energy to championing for their rights, and working to create 

a more inclusive and equitable society. 

 

One of the most profound experiences that shaped my understanding 

of the world was a Christmas morning when my father could have 

been killed by police. One of our neighbors had called the police, 

claiming that my father looked suspicious. The officers arrived and 

pointed their guns at my father, ready to fire. My father was unarmed, 

and thankfully the police didn’t shoot. However, that experience was  
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a powerful reminder of the systemic racism and discrimination that 

exist in our society and the importance of continuing to fight for 

change. 

 

The Civil Rights Act of 1964, specifically Title VII, marked a pivotal 

moment in American history as it sought to eradicate discrimination 

in the workforce. We’ve already learned about this Act in other 

chapters, but it’s important to also note that this legislation was 

subsequently supplemented to also encompass discrimination based 

on pregnancy, age, and disability. Additionally, discrimination based 

on sexual orientation and sexual harassment are now considered 

illegal under Title VII. 

 

In the aftermath of its implementation, the EEOC received an influx 

of discrimination lawsuits. As a remedial measure, they would often 

blanketly mandate that organizations provide anti-discrimination 

training to all employees. 

 

In the 1980s, under the deregulation policies of President Ronald 

Reagan and the leadership of Clarence Thomas at the EEOC, the 

focus on compliance began to wane and diversity training became a 

cost-cutting measure for companies facing increased competition. 

Those companies that did continue to invest in diversity training 

shifted their approach, focusing on helping women and people of 

color assimilate into existing corporate cultures, rather than pushing 

for real change. 

 

The publication of "Workforce 2000" in the late 1980s forecasted a 

future workforce characterized by an influx of women and 

underrepresented minorities, which served as a catalyst for the 

development and justification of the diversity training industry. 

 

As the 1990s progressed, companies began to recognize the 

importance of a diverse workforce and implemented various forms of 

diversity training, from promoting social justice to fostering 

awareness and appreciation of differences, and even addressing issues 

like work-life balance, sexual orientation, age, and disabilities. 
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However, these efforts were not without controversy, with some 

individuals, particularly white men, feeling that these programs were 

discriminatory.  

 

The Allan Bakke case, also known as Regents of the University of 

California v. Bakke, was a landmark Supreme Court case that dealt 

with the issue of "reverse discrimination" in college admissions. In 

1973, Allan Bakke, a white male, applied to the University of 

California, Davis Medical School and was denied admission twice, 

despite having higher test scores and grades than some of the minority 

students who were admitted. Bakke argued that the medical school's 

use of racial quotas in its admissions process amounted to "reverse 

discrimination" and that it violated the Equal Protection Clause of the 

Fourteenth Amendment. 

 

The Supreme Court's decision in the Bakke case was a split one, with 

the court ruling that the use of racial quotas in college admissions was 

unconstitutional, but that the consideration of race in admissions 

decisions was not.  

 

The Court held that the medical school's use of a rigid quota system 

that set aside 16 out of 100 seats for minority applicants was a 

violation of the Equal Protection Clause, but that the consideration of 

race as a factor in admissions decisions was constitutional if it was 

done in a flexible and individualized manner. 

 

The outcome of the Bakke case was a victory for supporters of 

affirmative action, as the court upheld the principle that race could be 

considered as a factor in admissions decisions. However, it also 

established new limits on the use of racial quotas and set a precedent 

for future cases dealing with affirmative action in higher education.  

 

Diversity, Equity, and Inclusion (DEI) efforts have come a long way 

since the implementation of the Civil Rights Act of 1964, but there is 

still much work to be done. In recent years, there has been a 

heightened focus on DEI in the workplace, driven by both societal 

expectations and the recognition of the bottom-line benefits that 

diversity brings to organizations.  
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A study by McKinsey & Company found that companies in the top 

quartile for racial and ethnic diversity are more likely to out-perform 

their industry peers in terms of financial returns.  

 

However, despite the progress made, the underrepresentation of 

marginalized groups in the workplace and the continued issue of 

discrimination and harassment, highlights the continued need for DEI 

initiatives in corporate culture. 

 

Retail giant Target has made a commitment to creating a more 

inclusive and equitable workplace by setting measurable goals for 

diversity and inclusion and implementing training and education 

programs to ensure that all employees are aware of and understand the 

importance of DEI.  

 

They also have a Chief Diversity Officer that reports directly to the 

CEO. Additionally, they have several Employee Resource Groups 

(ERGs) that provide support and resources for  

 

underrepresented groups within the company, such as the Target Pride 

ERG for LGBTQIA+ employees. 

 

Recent legislation such as the Protecting Older Workers Against 

Discrimination Act (POWADA) which was passed in 2019, has also 

helped to strengthen protections for older workers from 

discrimination in the workplace. This law amends the Age 

Discrimination in Employment Act of 1967 (ADEA) to more clearly 

establish that the ADEA prohibits not just intentional age 

discrimination, but also practices that have the effect of 

discriminating against older workers. 

 

Performative allyship is a phenomenon that has been widely 

recognized in recent years. It refers to when a company or 

organization publicly declares their support for a social or political 

cause, but their actions do not align with their words.  
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This type of behavior can be both morally and legally problematic, as 

it can lead to misleading customers and violating laws that protect 

both workers and consumers. 

 

A study by Weber Shandwick, a global public relations firm, found 

that consumers are becoming more skeptical of corporate social 

responsibility (CSR) initiatives and are increasingly looking for 

genuine and authentic actions from companies.  

 

In the study, 61% of consumers said that CSR initiatives are 

important when considering whether to do business with a company, 

but only 53% of consumers trust companies to do the right thing. 

 

In 2020, The New York Times published an article about how several 

major beauty brands were criticized for their performative Black 

Lives Matter statements, as they had a history of not having diverse 

leadership or ownership, and not adequately addressing racism within 

their own companies.  

 

Amazon faced criticism for their Blackout Tuesday social media 

posts, which were seen as performative and insincere given the 

company's history of mistreatment of Black workers and lack of 

support for the Black Lives Matter movement. According to a report 

by the National Employment Law Project (NELP), Amazon 

warehouse workers are disproportionately people of color and face 

higher rates of injury, discrimination, and other forms of mistreatment 

on the job.  

 

In June 2021, a group of activists called out Coca-Cola for their Pride 

Month campaign, pointing out that the company has a history of 

opposing LGBTQ rights and has failed to adequately address 

discrimination within the company.  

 

Coca-Cola's behavior is a violation of anti-discrimination laws that 

protect LGBTQ individuals from discrimination based on their sexual 

orientation or gender identity. According to the Human Rights 

Campaign (HRC), Coca-Cola received a score of just 30 out of 100 on  
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the Corporate Equality Index, which measures LGBTQ-inclusive 

policies and practices. 

 

In the same year, Nike faced backlash for their "Don't Do It" 

campaign, which featured Colin Kaepernick, a former NFL player 

known for kneeling during the national anthem to protest police 

brutality (and he’s also in the name of an episode of Not the HR Lady, 

“Calling Kaepernick”).  

 

Activists pointed out that Nike has a history of exploitative labor 

practices, particularly in countries where workers are primarily people 

of color. According to a report by the Fair Labor Association (FLA), 

Nike has been criticized for poor labor standards in its supply chain, 

including low wages, forced overtime, and child labor.  

 

Peloton was criticized for their performative support of Black Lives 

Matter, which came on the heels of a report by the American Civil 

Liberties Union (ACLU), stating that Peloton's advertising and 

marketing promote a narrow and homogeneous body ideal and that 

they underrepresent people of color.  

 

Have companies made have made significant strides in promoting 

diversity, equity, and inclusion (DEI) in the workplace in recent 

years?  

 

Largely, yes!  

 

Many businesses have implemented DEI initiatives, such as employee 

resource groups, diversity training, and hiring practices aimed at 

increasing representation of underrepresented people. However, 

despite these efforts, the work is far from done to achieve true DEI in 

the workplace.  

 

The McKinsey study, that found companies with more diverse 

leadership teams financially outperform those with less diverse teams 

also found that progress in increasing diversity at the leadership level 

has been slow, and that underrepresented groups still face significant 

barriers to advancement in the workplace.  
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While recent laws and regulations have been put in place to promote 

DEI, it’s important for companies to continue to work towards a more 

inclusive and equitable workplace for all.  

 

What can companies & leaders do to ensure their DEI 

efforts are impactful and not performative? 

 

Companies and leaders can take several steps to ensure that their 

Diversity, Equity, and Inclusion initiatives are not just performative, 

but truly impactful. 

 

One key strategy is to make DEI a core component of the 

organization's overall mission and goals. This means setting 

measurable targets for increasing representation and promoting equity  

 

within the workforce, and regularly reporting on progress towards 

these goals. 

 

Another important aspect of effective DEI efforts is to ensure that 

they are truly inclusive and representative of all groups.  

 

We must start going beyond just recruiting and hiring from 

underrepresented groups, but also actively promoting and developing 

the careers of these individuals within the organization.  

 

Additionally, leaders should work to create a culture of inclusivity 

and belonging within the company, through initiatives such as 

employee resource groups, mentorship programs, and cultural 

competency training. 

 

We must hold all employees accountable for promoting DEI within 

the organization.  

 

This means not only holding managers and leaders responsible for 

creating an inclusive environment, but also holding all employees 

accountable for promoting equity and inclusion in their daily 

interactions and decision-making processes. 
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It's also crucial to continuously educate oneself and the company by 

staying informed about the latest research and best practices in DEI.  

 

This means regularly seeking out and incorporating feedback from 

underrepresented groups, and continuously evaluating and improving 

upon DEI initiatives. 

 

We already know that companies in the top quartile for racial and 

ethnic diversity are 35% more likely to have financial returns above 

their respective national industry medians, according to McKinsey 

research. Furthermore, companies with more diverse boards have 

been found to have higher returns on equity and assets. 

 

Again, what additional proof is necessary?  

 

To ensure that DEI efforts are impactful and not performative, 

companies and leaders must make DEI a core component of their 

mission and goals, create a culture of inclusivity and belonging, hold 

all employees accountable, and continuously educate themselves and 

the company.  

 

Cute graphics and special events for things like “Black History 

Month” or “Pride” are nice and all… but if you are tolerating racism, 

misogyny, ableism, sexism, ageism, harassment, bullying or any other 

fuckery… spare us. Instead, invest in hiring an expert, full-time, to 

keep you on track, humble and a company of the future. Or, get left 

behind.  

 

The choice is yours.  

 

Fuck your office snacks… We want DEI not PR! 
 

"The first step towards change is awareness. The second step is 

acceptance" - Neil Patrick Harris as spoken in the film "Gone Girl" 

directed by David Fincher.  

 

This quote highlights the importance of acknowledging and 

understanding the need for diversity, equity, and inclusion in the 
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workplace. It's not just about performative PR but real action and 

commitment to creating a more inclusive environment.  

 

This can be achieved by actively seeking out and valuing diverse 

perspectives, implementing fair policies, providing training and 

development opportunities, and fostering open communication and 

transparency.  

 

Employers and leaders can actively create a DEI workplace by 

involving employees in decision-making, listening to their ideas and 

feedback, and valuing and rewarding their contributions. 

 

We don’t want foosball in place of real diversity, equity, and 

inclusion efforts, why is doing the right thing so hard? 

 

 

 

 

 
 

 

 

 

Ask Yourself…  
 

How have my personal biases affected my interactions with 

colleagues and clients from diverse backgrounds? 

 

In what ways am I actively working to understand and dismantle my 

own biases? 

 

How does my personal commitment to DEI align with the values and 

actions of my company? 

 

In what ways have I been silent about issues of discrimination and 

inequality in the workplace? How can I use my voice to be an ally and 

advocate for marginalized groups? 

 

‘Mansplaining with Justin’, Chapter 16, “DEI not PR” 
 

"Racism comes in many different forms. Sometimes it’s subtle, and 
sometimes it’s overt. Sometimes it’s violent, and sometimes it’s 

harmless, but it’s definitely here. It’s something that I think we’re all 
guilty of, and we just have to make sure that we deal with our own 

personal racism in the right way.” – Jordan Peele 
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What steps am I taking to hold myself and my colleagues accountable 

for creating an inclusive and equitable work environment? How can I 

hold leadership accountable for their DEI efforts? 

 

How can I ensure that I am not just paying lip service to DEI but 

actively working towards tangible change in my organization and 

beyond? 

 

How can I be an active listener and learn from the experiences of 

people from marginalized groups and apply it to my work and 

actions? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Fuck Your Office Snacks 

 

135 

FINAL THOUGHTS 
 

In today's fast-paced and ever-changing world, it's no longer enough 

for employers to simply offer perks like office snacks, on-site gyms, 

and discount movie tickets. While those things are certainly nice, they 

are merely a Band-Aid solution to a much deeper problem. 

 

We want more from our employers than just the bare minimum. We 

want respect, for our diversity, equity, and inclusion to be prioritized, 

for our mental wellness to be taken seriously, for opportunities to 

build our personal wealth, for flexibility to be parents, to have a life 

outside of work, to have safety from bullies and sexism, and so much 

more. 

 

Employers need to wake up and smell the coffee, the world has 

changed and so should their approach to employee satisfaction. It's 

not just about providing fancy perks, but about creating a culture that 

prioritizes the well-being of all employees. And let's be real, who 

doesn't want to work in a place where they feel respected, valued and 

safe? 

 

It's time for to put money the mouth is, to walk the talk and to stop 

treating their employees like disposable commodities. We deserve 

more, and it’s time we start demanding it. 

 

It's important to remember that as employees, we hold the power to 

make change. We can take our talents and skills elsewhere if our 

current employer is not willing to make the necessary changes to 

create a fair and equitable work environment. In fact, according to a 

recent study by Glassdoor, 67% of job seekers consider a company's 

diversity, equity and inclusion efforts when evaluating job offers. 

 

The same study found that employees who feel that their company is 

not doing enough to promote diversity, equity and inclusion are twice  

as likely to leave their current job in the next year. Additionally, a 

study by Deloitte found that companies that prioritize diversity, equity 

and inclusion have better financial performance, higher employee  



Tara Furiani 

136 

 

engagement, and stronger innovation capabilities. How many times 

have I told you this now? Do you get it?  

 

It's clear that when companies prioritize the well-being and fair 

treatment of their employees, they see a direct benefit to their bottom 

line. Being treated fairly and equitably should not be a fight, it should 

be the norm. And if it's not, it's time to take our talents and skills 

elsewhere and demand more from our employers. 

 

Isn’t it time for us to stop settling for granola bars and Hawaiian shirt 

Wednesday for a meaningful annual increase and a bonus reflective of 

the profits we helped the organization make.  

 

A fair, equitable and inclusive work environment should be the norm 

and not a luxury, and if it's not being provided, make a plan, then 

leave and when you do… make sure they know why. 
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I’ve ugly cried so many times, to so many people over the past three 

years that frankly, I don’t know how I have anyone left in my life to 

thank… you should have all ran for the damn hills. So, to say my 

acknowledgements would add another 13 pages if I went full out, 

would be a gross understatement.  

 

I’ll do my best to keep it simple, but if you’ve ever watched the show 

or had a conversation with me… you know that expressing my 

emotions comes VERY easily. You’ve been warned (the book is over, 

seriously… it’s not the kind with a sneak peek at Book #2 if you keep 

reading, this isn’t Marvel, this is just little old me) … or is there?  

 

Mwahahahaha. There isn’t. Seriously. This is just mush to the people 

I’m mushy to. Could be you? Read on. 

 

Justin Boggs, I wouldn’t have made it without you, and I mean that 

quite literally. You’ve held me up, you’ve wiped my dripping snot 

while I hysterically cried in your face, you’ve assumed roles that you 

didn’t have to, and you never stop telling me how amazing I am, how 

beautiful, how smart, how talented.  

 

I’m truly lucky and I want everyone to know that, without you, 

there’d be no “Not the HR Lady” and I certainly wouldn’t have been 

able to get back to being “Tara Motherfucking Furiani” either. Or 

Fred.  

 

And, I needed to be both.  

 

Because it’s mine… that’s me. You have helped me remember who I 

am. Who my father raised me to be.  

 

Who I want to be.  
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I am forever grateful for the renewed life that you’ve helped me 

create. Saying I love you doesn’t express enough what I feel for you. 

But I know you know.  

 

Even. Always.  

 

Woman… I love you, even when I hate you. I’m so proud to be your 

daughter. Thank you for providing for me when you didn’t have to 

and for giving me a home and a family to call my own.  

 

You’re the kind of role model that any kid would be lucky to have, 

I’m wildly grateful you’re mine.  

 

Nissa, not everyone is lucky enough to get to have 2 “Mom’s”, but I 

got that with you. You have always been there for me and never 

broken a single promise you’ve made. The world is a better place 

because you’re in it… I’m a better person, because of you. I love you 

so very much. I know it’s Dada’s, but… I’ll see ya later, alligator…  

 

Kids… you are all going to leave such beautiful marks on the world. I 

can say, without any hesitation, that you’re all the kindest, smartest, 

most talented, and best-looking kids I have ever known. While this 

may appear to be grossly biased, I assure you… it’s not. You really 

are the best kids any mom could ever hope for.  

 

Thank you for always being willing to adventure with your 

wanderlust parent (and bonus dad, ‘Papa’) … whether it’s eating 

escargot or getting stung by jelly fish or getting caught in a hurricane 

or getting stuck on a roller coaster, our adventures are the best and 

you (mostly) don’t complain about the boring parts. My biggest hope 

is that I am and will continue to be the kind of mom who makes you 

proud to call me yours, the kind that inspires you to be your best 

selves and who you know without any hesitation, always has your 

back.  

 

When we’re together, you’re home and so am I.  
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Daddy… You’re always by my side (literally since you’re in every 

episode of the show, like a creepy hidden Mickey). I miss you 

terribly, but slowly I’m becoming  

 

‘Fred’ again and my only regret is that you aren’t here to see it. To 

hold my hand. I miss you and no matter what, I always know that 

‘you loved me first.’ Justin knows too, I told him for you. 

 

Dada- you almost made it to 100. It’s morbid, but I was there when 

you drew your last breath, and I held your hand and sang to you. I 

love you and I’m glad I got so much time to be your Great 

Granddaughter.  

 

To my forever “people;” Ricky, Bree, Nina, Kira, Heather, Mary, 

Brandi, Billy, Aisha, Amanda… I love you and you’re all sexy (and 

absurdly smart, funny, and kind). So are your kids… and they get it 

from “Aunt Tara”.  

 

To those who’ve help inspired the shitty parts of this story, where 

your bullying, misogyny, sexism, hate, vitriol, abuse, racism, 

harassment, and all around fuckery made my life unnecessarily hard 

over the years… FUCK YOU.  

 

I mean it. Fuck off. You suck.  

 

I feel comfortable speaking on behalf of those who came before and 

after me, because some of you are still terrible human beings and I 

while I don’t know everything about everything, I do know that your 

victim count is undoubtedly bigger than your… brain.  

 

Yeah, let’s go with brain.  

 

To every fan, supporter, and sponsor of our show, ‘Not the HR Lady’ 

and our live after party show ‘Assets Not Assholes: Talking 

NTHRL’… you are the best and I’m humbled that you’re reading my 

first book, too.  
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And to you… no matter who you are, I’m glad you decided to read 

this book. I hope you learned something you didn’t know; I hope you  

 

laughed, and I hope you’ll share this with someone that you think 

would benefit from reading it. Subtle hints are effective… trust me. 

And best of all, it’s backed up with facts and history, not just my 

quick wit and expert opinion.  

 

Look, together, we will change the world of work and make it a place 

where everyone can win! Thank you for wanting to hear and read 

what I have to say and for supporting my message.  

 

I will never give up the fight and I hope, if you aren’t already… you’ll 

join me.  
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ABOUT TARA FURIANI 
 

Tara Furiani is Not the HR Lady with over 20 years of experience 

under her belt, including 12 years as an international Chief People 

Officer, Tara's expertise is as undeniable as her wit, humor, and 

intelligence. Her peers have praised her as "creative and effective", 

"an intelligent business professional", "a natural leader”, “an 

incredibly quick learner", "a clear and proficient communicator", 

"delightfully fun and energetic, while abundantly smart and sharp as a 

tack" and "she's my role model". 

 

But Tara isn't content with just climbing the corporate ladder, she's on 

a mission to create change. That's why she founded "Not the HR 

Lady" - an inspirational & motivational public speaking firm, a 

popular web Series, a learning & networking community, and 

movement toward All Things People, with no BS. Her mission is 

simple: to create an on-going dialogue and affect change related to 

previously thought of as “taboo” topics for the workplace that often 

marginalize, harm & oppress Women, BIPOC and LGBTQIA+ 

employees. 

 

Companies all over the world hire Tara as a Business Strategist, 

Executive Teambuilder, HR & DEI Consultant, Keynote Speaker and 

more. Tara holds several certifications in Predictive Index, DiSC, 

Dale Carnegie, Franklin Covey, Meyers-Briggs, among other 

educational pursuits. 

 

Most recently, Tara developed a leadership program that focuses on 

her methodology of self-care, accountability, introspection, and 

learning. This 9-week series concludes with a week of in-person work 

that celebrates and realizes the work and growth achieved with a 

cruise on Virgin Voyages, combining her love of travel with her 

leadership prowess. Her next book, SAIL, will provide the frame 

work for this game-changing leadership method.  

 

Additionally, Tara has a newsletter and blog called 'Workcations' 

which bridges work travel with opportunities to discover new  
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communities, cultures fun and culture while turning needed business 

travel into wellness and personal growth opportunities. 

 

Tara isn't all work and no play. When she's not busy changing the 

world, she spends her free time with her seven kids, her NTHRL co-

host & partner Justin Boggs, and her Mom and Aunt, who round out 

their large multigenerational household of 11.  

 

Together they enjoy traveling the world, playing dark hide and seek, 

spending time at the lake, making music together, road trips, 

screaming on roller coasters, movie nights (every night), and cooking 

while dancing.  

 

Tara has never met a stranger, loves checking out new restaurants, 

and laughing the night away with friends. 

 

Learn more about Tara Furiani and Not the HR Lady by visiting: 

www.nottheHRlady.com 

 

Follow her socially on:  

 

YouTube.com/notthehrlady  

Twitter.com/tarafuriani 

Instagram.com/notthehrlady 

Facebook.com/notthehrlady 

TikTok @notthehrlady 

Clubhouse @notthehrlady 

 

For Media Quotes, Appearances or Inquiries:  

ontherecord@notthehrlady.com 

 

For Speaking or Consulting Needs:  

hiretara@notthehrlady.com  

 

For All Other Inquires: 

hello@notthehrlady.com  

 

mailto:ontherecord@notthehrlady.com
mailto:hiretara@notthehrlady.com
mailto:hello@notthehrlady.com
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ABOUT JUSTIN BOGGS 
 

Justin Boggs has had a career spanning over a decade as a touring 

musician, playing drums, bass, guitar, singing, harmonizing, mixing, 

and mastering with bands along the Gulf Coast of Mississippi, 

Columbus, Ohio and finally landing in Austin, TX in 2016. 

 

Now, as the genius behind the Scut Studios sound and the co-host, 

engineer, and producer of their popular business show "Not the HR 

Lady", the new travel blog "Workcations" and the creative director for 

of the NTHRL brand’s ventures, Justin stays busy, creatively while 

still pursuing his passion for live performance and touring. 

 

Punchline Sex-life is a nostalgic but progressive nod to the 90s grunge 

rock scene with an emphasis on recording quality, intricate melodies 

and a radio-friendly appeal for today. This is Justin’s latest solo-ish 

music project which has just released a self-titled EP.  

 

When at home Justin indulges in his passion for cooking (and 

dancing) with his large family, he’s the bonus Dad to Tara’s seven 

kids and a talented former chef. 

 

The youngest of three brothers, music runs in the family. His parents 

played music with Keith Whitley, Ricky Skaggs, and Dolly Parton. 

 

Learn more about Justin Boggs, Scut Studios and Punchline Sex-life 

by visiting: www.PunchlineSexlife.com  

 

Follow him socially at:  

 

SoundCloud.com/punchline-sexlife 

Instagram.com/punchlinesexlife 

Facebook.com/punchlinesexlife 

 

 

 

 

http://www.punchlinesexlife.com/
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ABOUT THE NTHRL BRAND 

 

"Not the HR Lady" is a weekly, recorded web series and podcast that 

is aired in season, every Thursday at 7 PM Central US time.  

 

The series is followed by a live show and after-party, known as 

"Assets Not Assholes: Talking NTHRL", where the episode is 

discussed in-depth, and workplace issues are explored with special 

guests. 

 

Subscribe at www.nottheHRlady.com and help us change the world of 

work! 
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