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WHEW! 2020 is finally behind us and 
has left us with a lot to ponder, learn 
from and decide how we move forward. 
There are topics that received increased 
worldwide visibility and focus last year. 
Diversity, Equity and Inclusion (DE&I) 
is one of those topics that has been in our 
lexicon for decades and has emerged with 
new passion, purpose and perspectives 
from many community and business 
stakeholders. 

kaleidoscope

Choice Magazine is debuting this new 
recurring column, aptly named “kalei-
doscope,” which one definition describes 
as a continually changing pattern of 
shapes and colors. I remember as a child 
looking through a kaleidoscope and 
being in awe of the beauty created by the 
constantly changing shapes and colors. 
Future contributors to this column will 
share their stories from their experiences 
with any of the varied elements of di-

versity that is inclusive of the plethora of 
“isms” we can succumb to as humans. 

I have too many stories I could share 
about some of the hurdles I have had to 
navigate as a Black woman in my life and 
career. I choose to tell you about the gift 
of diversity and how my friend Karen 
touched my life in a way that changed 
me forever. (Unfortunately, the name 
“Karen” has come to have a negative, 
racist meaning these days, but that is her 
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real name. I made a conscious decision 
not to change it in order to show a posi-
tive example, taking a page from Martin 
Luther King’s dream that every person 
be judged not by the color of their skin 
– or in this case, their name – but by the 
content of their character.)

Karen and I met in 2003 in a women’s 
leadership class that brought us together 
for several months. There were 15 of us 
that stayed in a hotel every other month 
for three to four days at a time for about 
six months. Most of us were complete 
strangers when we met for the first time 
and were randomly paired for our first 
exercise to get to know each other. 

In the exercise, called Holding Her 
Stuff, one person would talk and the other 
person’s job was to listen and hold the 
space for whatever her partner wanted to 
share. We started the exercise after being 
together for about two hours of our first 
meeting. Karen asked if we could walk 
outside and I agreed. She started talking 
as soon as we got outside and told me 
that she had a request. Karen said that she 
walked out of her bedroom a few weeks 
earlier and had a visible negative reaction 
to seeing a young Black man standing in 
her kitchen. It was a friend of her adult 
daughter that she had invited over. 

Karen said that all three of them noted 
her reaction and she was embarrassed 
by it. She realized in that moment that 
she had lived a very narrow life mostly 
spending time with only people like 
her…White. 

Her request was that we intentionally 
become friends. It was a request that came 
out of nowhere and while I was listening, 
I was intrigued, surprised and curious. She 
was so earnest that I agreed. We scheduled 
time together outside of the class at our 
homes for lunch, and she attended some 
of my community service events that were 
focused on bringing people of different 
races and cultures together. 

We went out with our husbands, 
supported each other through the deaths 
of our moms, and became friends. Karen 
was trained as a microbiologist who be-
came a fine artist whose work started at 
thousands of dollars. All of her paintings 
were beautiful, I saw when I visited the 

studio in her home. And they were all of 
White people. 

She asked if she could take a photo of 
me while I was at her house and a few 
weeks later, surprised me with a painting 
from the photo. She let me take it home 
for my family to see and then I returned 
it for her to display in her gallery. 

Unfortunately, when we met for lunch 
one day years later, she seemed different. 
She told me that she had received some 
troubling news that she did not want to 
share yet, but she would later. She had 
cancer once years before I met her and 
had been told again that she had a new 
type of cancer that was very serious. 
When it became apparent that her cancer 
was terminal, she held an event at her 
house for about 30 of her closest friends 
from childhood and other parts of her 
life, including me and my husband, 

Nathan. She asked us all to bring her 
something that would help her during 
her transition, like a leaf or anything 
from nature. I gave her a brown Teddy 
bear that allowed me to record a message 
for her in my voice along with one card 
that was comforting and one that was 
irreverent. I have never been to an event 
like that before or since. 

Her doctor led the event, which was 
very hopeful and caring. Everyone was 
crying by the end, except Karen. She 
had gift bags for each of us that held 
hard copies of the two beautiful coffee 
table books of art and poetry she had 
published. She suggested we give them to 
someone that would appreciate them. 

Before she died on March 17, 2011, 
she taught me that I was creative in an 
artistic way, something I had never before 

believed about myself. In my office, I 
have pictures of my family and a framed 
photo of Karen that I can see from my 
desk. She has inspired me to intentional-
ly ask to be friends or get to know people 
who are ‘different’ from me (those differ-
ences are usually based on me prejudging 
them from my initial perceptions). 

Perhaps this is a good time for a closer 
look at what is now for DE&I and what’s 
next as we look forward with hope to 
more progress in 2021. The new year of-
fers us a chance to leverage the lessons of 
one of the toughest years in our collective 
memories and tackle this lingering issue 
by engaging in bold, brave and creative 
thinking coupled with increased allyship 
from all involved. 

Progress in moving closer to a world 
where every person is encouraged and 
invited to be their authentic selves in life 

and at work. Views of what DE&I is 
may differ from a generational point of 
view as reported by a 2015 article in Fast 
Company.1

In the current stage of DE&I, there are 
still divergent opinions about the need 
to focus on diversity and if the focus 
on some aspects of it, excludes majority 
groups. 

As coaches who partner with and 
support clients or leaders that use a coach 
approach to developing and leading their 
teams, we have a unique opportunity to 
be a part of the solution to create stron-
ger results with DE&I. The ICF Code of 
Ethics addresses diversity if you have not 
read it recently.2 It was helpful for me to 
review again as a refresher. 

Yes, 2020 was full of challenges with 
the rising pandemic death toll, massive 

kaleidoscope

 The new year offers us a chance to leverage  
the lessons of one of the toughest years in our 
collective memories and tackle this lingering 
issue by engaging in bold, brave and creative 
thinking coupled with increased allyship from 
all involved.
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change in many of the things that we 
took for granted like hugging friends and 
family, meeting in person for meals or 
travel. It also had some lessons that we 
can take and build on in the next phase 
of DE&I. 

We might want to start with learn-
ing to speak the same language around 
the definitions of words that we use in 
discussing or thinking about DE&I. 
Abraham Joshua Heschel once said that 
“words create worlds.” They are not mere 
metaphors and images on a page. They 
are the archive of ideas, the power to 
transform the world by transforming the 
people who call this world home. 

Many of my recent conversations with 
clients, coach colleagues, friends and 
business leaders show increased commit-
ments to creating concrete diversity plans 
that lead to measurable results, making 
our workplaces, communities and world 
more inclusive. 

It will not be easy and is a marathon, 
not a sprint. Surviving and adapting to 
the massive changes that were and still 
are required of all of us will allow us to 
make different choices. 

kaleidoscope
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Will we be courageous enough to talk 
more candidly about the foundation of 
all relationships, which is trust? What 
builds trust between leaders and their 
teams, with our friends, peers, acquain-
tances, communities and government 
leaders at all levels? How do we build 
trust between our citizens when our pol-
itics differ even as many of our desires 

for the prosperity, safety and health of 
our families are the same? A model I 
was introduced to in the past that I find 
useful in deconstructing the concept of 
trust is called the Reina Trust Model. It 
posits that there are different types of 
trust and that some types might be easier 
to have than other types of trust. An 
example is that you might more easily 

 Perhaps this is a good time for a closer 
look at what is now for DE&I and what’s next 
as we look forward with hope to more progress 
in 2021.

have trust in someone’s capability or 
skills and less easily have trust in their 
character or communication. 

The language we use is important 
and often overlooked, or the negative 
impact of inconsistency in accepted and 
agreed-upon definitions is often dis-
counted in its importance. 

What is next for DE&I is up to us 

as coaches, leaders, citizens across all 
communities and countries. We get to 
write the next chapter with an emphasis 
on hope for moving from surviving the 
multiple pandemics of a catastrophic vi-
rus, social justice unrest, and decimation 
of many industries, jobs and careers. 

When my company built an internal 
coaching business inside our digital sales 
division, one of the first things I did was 
to create a standard definition of coach-
ing that the entire leadership team agreed 
to as a group. We knew that some leaders 
and employees used the words coaching 
interchangeably when they were referring 
to counseling, mentoring or to address 
poor performance issues only. We needed 
to define coaching as a development 
opportunity and an investment in our 
employees at every level. 

Without intentionally laying that con-
sistent definition foundation, it would 
have been more difficult, if not impos-
sible to build trust that coaching was a 
benefit and not about fixing people. In 
that way, DE&I has some of the same 
challenges: helping leaders and employ-
ees embrace the benefits of unleashing 
the full potential of each person can 
make a dramatic positive impact on the 
people and the business objectives. Or-
ganizations in the top quartile for ethnic 
and cultural diversity are 35% more like-
ly to post better financial performance.3

When you read the choice issue on 
diversity, create a plan that allows you 

Copyright 2017 Dennis Reina, PhD, Michelle Reina, PhD. Reina, A Trust Building Consultancy and  
Center for Creative Leadership, reinatrustbuilding.com. All rights reserved.
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The Five Types of Diminishers and Multipliers

CREATE WORK 
CLIMATE

SET DIRECTION

MANAGE  
TALENT

MAKE  
DECISIONS

DELIVER  
RESULTS

Diminishers

THE TYRANT - Creates a  
tense environment that sup-
presses people's thinking  
and capabilities.

THE KNOW-IT-ALL - Gives  
direction that showcases  
how much they know

THE EMPIRE BUILDER - Hordes 
resources and undertutilizes 
talent

THE DECISION MAKER - Makes 
abrupt decisions that confuse 
the organization

THE MICROMANAGER -  
Interferes with every detail to 
make sure it is done their way

Multipliers

THE LIBERATOR - Creates an  
intense environment that 
requires people's best thinking 
and work

THE CHALLENGER - Defines 
opportunities that causes  
people to stretch

THE TALENT MAGNET -  
Attracts and deploys talent  
at its highest point of  
contribution

THE DEBATE MAKER - Drives 
sound decisions through  
rigorous debate

THE INVESTOR - Gives other 
people ownership for results 
and invests in their success

to become a multiplier, as described in 
Liz Wiseman’s book.4 She was a speaker 
at the Linkage Women in Leadership 
(WIL) Conference last November and 
offered her perspectives on how multipli-
er leadership can help employees perform 
at a much higher level. 

Moving from the now to the next to 
embed diversity, equity and inclusion 
in a meaningful way will not be a walk 
in the park. It will be hard, and we now 
know that we can do hard things. 

Try this exercise as one starting point 
to identify where you may have formed 
your attitudes about race. We can’t 
solve what we don’t acknowledge. The 
important step is to take some action 
to leverage DE&I to enrich your life. 
Karen’s intentional friendship expanded 
both of our lives.  

NOTES:
1 fastcompany.com/3046358/millennials-have-a-dif-
ferent-definition-of-diversity-and-inclusion

2 coachfederation.org/search?fwp_site_search=ethics

3 McKinsey, Delivering Through Diversity report, 2018

4 Wiseman, Liz. Multipliers: How the Best Leaders 
Make Everyone Smarter. Harper Business: 2017.
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