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Speaker

Tracey Walker
National Sr. Director of Diversity and Government Affairs|

«  CDlI Initiatives and Learning for 12,000 domestic, 22,000 global workforce
* 20 year career in accounting/public policy; 15 years RSM

- Former FAS Federal Government Industry

- Leader of Financial Services Institutions Sector
*  Lecturer — Kelley, Isenberg Schools of Business, AICPA Women’s
Leadership Summit, AGA, IFAC and RSM Conferences Beijing, Berlin,
Howard University Center for Accounting Board of Directors
Cornell University — CCD-AP, Diversity Professional
Harvard Business School Graduate — Organizational Behavior
Diversity MBA 100 Most Influential Women in Diversity and Inclusion 2020
Chair, AGA Council for the Advancement of Women
Inclusion Task Force for the Greater Washington Board of Trade
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Speaker

Steve Kampa
Partner, Tax Services

Steve joined RSM in 2007 and currently works with the RSM national
tax office where he serves as the tax leader of RSM’s accounting
industry service line of business serving certified public accounting
(CPA) firms in RSM US Alliance, RSM Canada Alliance, Firm
Foundation and AdvanceCPA associations. Steve was previously the
first national leader of RSM's LGBTQ+ employee network group,
Pride, which began in 2015. In this role, he championed LGBTQ+
inclusion in the retention and recruitment of employees and clients
across the firm.
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Objectives

By the end of this course, you will be able to:

- Identify the principles of inclusive leadership and how to apply
them to achieve enriched enterprise outcomes

- Recognize what to avoid and how to navigate inclusive culture
landmines to achieve a more inclusive enterprise

- Harness the inclusive culture benefits for talent and client
success

- Define the Alliance member best practices and action steps
that drive change and positive impact for your organization

fvalara e A
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Part One

MAvalara

&Hfue:l\ Island Capital

Inclusion Journey — Shifting Mindsets

Unconscious Conscious Conscious Unconscious

Bias Bias Inclusion Inclusion
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Inclusive leaders consider...

How do | build
and develop
our people
equitably?

How do | get
my intentions
across and
get to trust?

How do | ask
the right
questions?

How do |
relate better
to my team?

Lvalara
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80/20 Rule becomes the Great 20

Getting the best from the least
represented take teams and their
leaders from good to GREAT.

High Performing
leadership and
population

fvalara B
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The absence of inclusive leadership

* Q: Isn’t treating everyone the
same enough to make me an
inclusive leader?

* A. No, there is a difference
between equality and equity.
Inclusive leaders meet their
team members where they are.

Fvalara RSM

Equality vs. Equity. Master equity.
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Inclusive Leadership Matters

Maore

ENGAGED J

i
/ When senior \ G More

leadership CREATIVE |
champions D&lI, -

employees are
likely to feel..?

More as If they

BELONG

Ny

Harvard Study “Driving Workforce Engagement and Inclusion:
The Roles for CEOs”

Lvalara
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More likely to
STAY

RSM

RSM US Alliance
N N

RSM

FIRMFOUNDATION

Advice, tools and resources for CPAs

RSM Canada Alllance
N

RSM INCLUSIVE CULTURE

LANDMINES

Part Two

MAvalara

mr.::lx Island Capital




Intersectionality

Think about 3
words you would
use to describe
yourself...

Dr. Kimberly
Crenshaw — We
occupy multiple
definitions and
they intersectin a
number of ways

Racism

policies, practices and
programs which leads to adverse
outcomes and conditions for
communities of color compared to
white communities.

policies and
practices work to the benefit of
white people and the detriment of
people of color, usually
unintentionally.

Pre-judgment, bias,
stereotypes or generalizations
about an individual or group
based on race.

Participating in the
set of attitudes, behaviors, social
structures and ideologies that
maintain the dominating group's
privilege and power over people of
color.
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Timeline from Slavery to Present

Segregation
99 Years
1625 1725 1825 1925 2020
Slavery 1865 1964
265 Years “Freedom”
56 Years

Reflections

11/3/2020



Protests Over Racism and Police Violence

Protests have erupted in at least 140 cities across the United States in the days after George Floyd, a black
man, died in police custody. Some of the demonstrations have turned violent, prompting the activation of the

National Guard in at least 21 states

Data as of May 31.

B Protests since Wednesday

¥ e L] ]
= L] e " I!I.'
1 " = -I.- J‘
J . 3 4 -. ml
- (] ] - e
: L] < :' a -lI
L] = = . uily u LA
£ L] o -y
L] L] "a . a =
= - - -
L]
- = . % L (]
. L L] . L] 2
-1 n
[ ] I T
= . L]
L] [
. L]

By Weiyi Cai, Juliette Love, Bill Marsh, Jugal K. Patel, Yuliya Parshina-Kottas and Joe Ward

National Guard activated

Suspect vs. Respect
SUSPECTING

Behavior
Talk About the Person

Evaluating

Defensive
Problem Finding
Telling
Closed Thinking
Assuming
No Benefit of the Doubt
Avoiding
Holding on to the Past
Labeling
Judging

fvalara
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Suspect vs. Respect
RESPECTING

Behavior

Talk With the Person about Issues

Exploring
Curious
Problem Solving
Engaging
Open Minding
Information Seeking
Full Benefit of the Doubt
Advocating
Focused on the Future
Listening

Joining

Lvalara
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Fears
* Fear of being judged, labeled or penalized for candor

* Fear of being misunderstood

The barriers to * Microaggressions
Courageogs + Defensiveness about issues of privilege
Conversation e . . )

* Fear of appearing “-ist” (racist, sexist, misogynist, etc.)
can be overcome Fear of confronti < orivi

. . ear of confronting one’s privilege
by pressing na privied o
through fear to * Fear of r.esponS|b|I|ty for taking steps to end inequity or
oppression

reasoning,
resolution and
reconciliation

* Lecture and monologues
* Emotional content

+ Power differentials between white people and people of color

11



Kéys t6 Courageous Conversation

“l have found my role to be much more fulfilling when |
lean into issues as opposed to the opposite. Not
always easy in the short term but much more impactful
in the long term.”

— Jamie Woell, Office Managing Partner, Minneapolis, MN

"« Assume Positive Intent: Extend empathy and suspend your
reaction to the shared views and comments of others.

» Experience discomfort: Discomfort is inevitable, especially, in
dialogue about race, and that participants make a commitment to
bring issues into the open. It is not talking about these issues that
create divisiveness. It is through dialogue, even when
uncomfortable, the healing and change begin.

STEP

OUTSIDE Where the
YOUR magic happens!
COMFORT

ZONE

Your
comfort

zong

11/3/2020
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“The Comfort Zone”

Find
Purpose
Deal with

challenges and
problem

Live dreams
Lack of self-
confidence

COMFORT FEAR GROWTH
ZONE ZONE ZONE
Feel safe and in

control Find excuses Extend your
comfort zone

Be affected by

others’ opinions

SIS objectives

Privilege and Comfort

“Choosing our own comfort over hard conversations is
the epitome of privilege, and it corrodes trust and
moves us away from meaningful and lasting change.”

.

— Brené Brown, Dare to Lead: Brave Work. Tough Conversations. Whole Hearts.

Avalara RSM

m  Salend Gt © 2020 RSM US LLP. All Rights Reserved.
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Striking differences in how women and men see gender diversity

Commitment to gender diversity

% agreeing with statement

My company is doing what it Managers make sure a diversity
takes to improve gender diversity of voices is represented in
decision making

In this company, disrespectful
behavior toward women is often
or always addressed quickly

63
55
49 -
32 34
MEN WOMEN MEN WOMEN MEN WOMEN
Fvalara N —
mor Island Capital 22020 REM US LLP. All Rights Resatved RSBA
Gender Inclusion: Women Rate Themselves
Less Confident Than Men...Until Their Mid 40’s
70
. — Mo —Woinan Women Rate Themselves
T % as More Effective Leaders
B wpg s Later in Their Careers
g Men's self-ratings decline over time.
= 40
“E ST At younger ages women doubt
% themselves more then men, but
= as they age, their self-
= 20 assessments grow stronger
= Women are FULLY competent
S 10 leaders
Lack of representation at the top
o - ' , 1 T , T 1 is NOT due to inability, but other
LS ) o © © ’
g T S e @ & & ‘5‘;;%‘ biases and barriers
ﬁ‘valara Source: Zanger Folkman 2018 T HBR 1 I
RSM

& © 2020 RSM US LLP. All Rights Reserved
Rk fsland Capst )

11/3/2020

14



The Barriers to Retention and Development of Female Leaders

Career Sponsorship &
Navigation

Work/Life
Integration

Stereotyping,
.Unconscious bias

Access to Female Role
Models

Unequal access to career
development and advocacy
experiences

Traveling without a road
map

Self Selection (Opting

Out) o . —

RSM

® ‘-.
feistyy
/ 'fiste / J

4

The way in which’® woman who
tirelessly defends agdécCision or
opinion she stzongly believes in is
described as due to unconscious
gender bias.

synonym: determined
CATALYST

Fvalara
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deterwmed
/ da'tarmond WS i
The way in whiéﬁfnau who

y defends a depision or
opinion he: stronglyb cHEVESInis
described as due tq-ungéhséious
gender bias,

synonpm: feisty

#BiasCorrect
catalyst.org/biascorrect

RSM
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Impact: Male Barriers to Retention and Development of Female Leaders

Left out of the equation Optics of Mentorship

Lack of tools and
instruction as to “how”
to effectively mentor

Unaware of business case fo
advancement of women

Lack of understanding of the

. Unconscious bias
barriers women face

Buy-in of the concept of
fairness vs. equality in
women’s programming

Disengagement (Opting Out of
Advocacy)

2020 RSM US LLP. All Rights Reserved. RShA

Diverse Teams Scenario

You now lead a team that is more
diverse than you had worked with in the
past. There are different personalities,
people don’t always work well together,
and you are faced with the challenge of
increasing their effectiveness. It is
known that different perspectives leads
to higher performance but - how do you
address the barriers to get a diverse
team to collaborate?

fvalara '-m

11/3/2020
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What Makes Inclusion Work?

In a_cognitive intelligence study done by MIT engineers, researchers observed that successful teams
had three things in common:

* They gave one another roughly equal time to talk

» They were sensitive towards each other (even in awkward situations)

* They included more women - making them the most diverse
» The awkwardness that comes with not | F
understanding those around you is what makes

diverse teams work so well

» In other words, having different types of people on
the same team can help others look at problems
more carefully while also being more innovative,
creative and inclusive about their solutions

Lvalara

& » 2020 RSM US LLP. Al Rights Reserved

Trust and Vulnerability

What is it like to work with that person you trust? What is it like to
communicate with this person? What are the results of your work?

* People want to be led and inspired

* Trust improves leadership - Energy
and joy increase with trust (inspiring
our people)

* Trust is learnable - (credibility and our
behavior

* Trust is an economic driver — Trust “Without trust we don't truly collaborate, we
always affects the speed and cost merely coordinate or, at best, cooperate. It is
. trust that transforms a group of people into a
(Trust will make us better) team.”
fvalara e
& o Sl Gt 2020 RSM US LLP. Al Rights Reservec RShA
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Where is My Organization Now?

Your environment can influence workplace behavior patterns
Assumptions can impact the workplace culture
What can be done to create a more inclusive workplace?

Inclusive
‘ * Do we have
Multicultural everyone’s input?
. . Does everyone
* Diverse mix of feel a sense of
Compliant employees, belonging?
struggle to
* We do what we optimize diversity
Mono-cultural have to do to stay
out of trouble
* The way we do
things is as
always
Mvalara L —
& L Spbaed oo © 2020 RSM US LLP. All Rights Reserved. RShA
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RSM

FIRMFOUNDATION

Advice, tools and resources for CPAs

RSM Canada Alliance

“Rsm INCLUSIVE CULTURE

BENEFITS

Part Three

MAvalara
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The Business
of Inclusion

Appreciation for
diversity and the
achievement of
inclusive culture is
a differentiator.
The business
benefits are
clear...

Employees of firms with inclusive
cultures are 45% more likely to
report a growth in market share
over the previous year and 70%
more likely to report that the
firm captured a new market.

11/3/2020

The Power of... Inclusion

Lvalara

RSM
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The Power of... Inclusion

Business

U.S. white and minority populations, 1970-2050

I Minorities

Souce arepiz of U Cermn

Milions
225
200
175
150

1970 1980 1990 éﬂDD 2010 2020 2030 2040 2050

Lvalara

2020 RSM US

The U.S. in 2050

New population projections from the U.S. Census Bureau:

439 million 19 million

Total population Population 85 and older, more

« Current population than triple what it is today

305 million * By 2030, one in five will be
« Population in 2039 § €5 oroider
400 million .
Minorities will be the majority
Adult population : Percent of children that
, ¢ will be minorities
White — |
46%

I Minorities
62

C Y
Asian, =
other "‘Ecan- -

9% American - White —
Hopenc 19% | 6%

30§:‘ | =44 percent of children are
* About 15 percent of current minariles odey

population is Hispanic s Earsay

Sourca: U.S. Cansus Bureau

Graphic: Ghizago Tribune

P. All Rights Reservec

RSM

The Power of... Inclusion

| Business

COMPANIES WITH INCLUSIVE CULTURES HAVE:

220/ 1oy s
22%0 5iooiciviny:
270/0 PROFITABILITYS
39% :niisincrion

Lvalara
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DIVERSITY INC'S
TOP 50 STOCK
INDEX
OUTPERFORMS
DIIA, NASDAQ, AND
S&P 500 FOR 1, 3, &
5 YEAR RETURNS®

COMPANIES FOR

DIVERSITY"

MORE REVENUE
m & SALES FOR
COMPANIES WITH

HIGH LEVELS OR
RACIAL DIVERSITY®

RSM

11/3/2020
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The Power of... Inclusion

$64 BILLION

TURNOVER COST TO THE

US ECONOMY

80%

WORLD'S TALENT
SOURCE COMPRISED
OF WOMEN AND
PEOPLE OF COLOR?

Lvalara

83% of LGBT

79% of African American
67% of Women of Color
66% of Women

63% of Hispanic

45% of Straight White men

2020 RSM US LLP. All Rights Reserved

i Behavior

RSM

We need both diversity and inclusion

Diversity but NO Inclusion

» Leader ignores or suppresses

individual differences

» Individual differences are an

obstacle to performance

Homogeneous Team's

Average
Performance

« Leader acknowledges and
supports individual

« Individual differences are an
asset to performance

Lower Performance

Reference: Adler. N. J. International Dimensions of Crganizational Behavior.
4th ed, Cincinnati, OH: South-Western, 2002, C. Milton J. Bennett 2008

Lvalara

2020 RSM US LLP. All Rights Reserved
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Client Scenario

r : !nlh‘lh 4

You are in the final stages of being
awarded a contract and a client
asks you unexpectedly about your
diversity data, your inclusion
mission and results — and you are
stunned and nervous — how are
you going to address these

' questions?
| .—:"1‘.5'_ - 3 -
évalar? 2020 RSM US LLP. All Rights Reserved RShA
e - )
“Diversity and inclusion is a business imperative.
Those who embrace it are likely to prosper, while those
who ignore it are more likely to fail...we are here to set
the stage and highlight the positive, tangible benefits
diversity leads to greater financial performance.”
House Financial Services Subcommittee on Diversity and Inclusion, chaired by U.S.
Congresswoman Joyce Beatty (OH-03)
L () ]
C
I I
évalar? 2020 RSM US LLP. All Rights Reservec RShA
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RSM US Alliance
N N

RSM

FIRMFOUNDATION

Advice, tools and resources for CPAs

RSM Canada Alliance

"“RSM
ALLIANCE IN ACTION
Part Four
Mvalara

mr.:;l\ Island Capital

Example: Inclusion in Action...Start with Intent and Vulnerability

Intent— Fears — Specific Behavior or Need — Impact

Q@Q@

Rehearse Anticipate

. Test for Explore
possible understanding root causes
reactions
Avalara Y
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Thinking Differently About Diversity

« Diversity — The ways we are
different; the condition of having

unique characteristics. The condition = FRIECAE
of being diverse: variety, especially 4 - IR ! .

the inclusion of diverse people of S o
different races or cultures in a group b | JR

or organization. i, N
¢ Inclusion — The act or state of being e . _.
included. Refers to a model work v usta w

environment that welcomes, values ok
and leverages diversity on all levels.

fvalara e A

Thinking Differently About Diversity

Inclusion
1. An active process of change (to include).
2. An experiential outcome (to be included).

3. Bringing together and harnessing diverse
perspectives in a way that is beneficial.

4. Putting the practice of diversity into action.

5. Creating an environment of involvement,
respect, and connection—where the
richness of ideas, backgrounds and
perspectives are harnessed to create
business value and overall success.

fvalara e A
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Thinking Differently About Diversity

Ask :

Yourself...
It’s a l:3
What might spear] Rope!
we be
missing?
Lvalara RSM

&_ o 2020 RSM US LLP. Al Rights Reserved

Learning Engaging Asking Developing
Seek to understand Be vulnerable and Advocate for others Support by speaking up
and learn from people invite other to make Ask what they are for people, especially
whose backgrounds meaningful hoping to accomplish on issues of bias,
differ from yours connections and how you can equity opportunities
support their vision and actionable advice

RSM

Lvalara

K_ o 2020 RSM US LLP. All Rights Reserved.
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CEO ACTION PLEDGE

ceo [ACTION] FOR * The Pledge — The event revisited
BEVERMIT & MiAon) About | the Pledge signed by over 300
CEO’s
CEOS PLEDGE TO - We will continue to make our
workplaces trusting places to have
m m complex, and sometimes difficult,
DIVERSITY AND ;ogx;rs?mns about diversity and

INCLUSION u - We will implement and expand

unconscious bias education

- We will share best — and
unsuccessful — practices
Mvalara B

& ol bl Capt

CDI learning playlist — Owning My Future

C‘ef;’lﬁﬂlin’ Blas: Thriving
RSM ownNING MY FUTURE Ao O Dl
Home  MyProfls b lesming My Redmanos  Wyfecnsting  Ceen Need Awidanc  Csbemling -

PMayli Communkeating Across Cultures

CDI Learning Library gz

» Collection of 16 educational
videos, trainings and
articles

» CDI Unconscious Bias
training and Managing Bias =
training included

» Topics range from racial
understanding to gender
bias and skills to becoming
a better aIIy Managing Your Blas {57322)

Shills for Inclusive

Bisn; o
barriers to dients, teem | e

Avalara T Rp——
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Racial Understanding/Inclusive Learning

Article: 16 Actions for Shifting
Culture to Support Black

Employees

Bryan Stevenson: Facing
Down a Violent History

JOURNAL OF

ACCOUNTANCY

\ WK
& LEADERSHIP D |
Recognizing and rooting
out racism: Advice for
race explains disparity i leaders
fvalara . o —

RSM
& -

The $100 Race of Life — Youth

Additional Resources

RSM has many resources that
are available for our Alliance
firms.

For additional resources,
please reach out to Steve
Kampa.

(Steve.Kampa@rsmus.com)

Fvalara I —

RSM
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RSM US LLP

+1 800 537 7178
rsmus.com

This document contains general information, may be based on authorities that are subject to change, and is not
a substitute for professional advice or services. This document does not constitute audit, tax, consulting,
business, financial, investment, legal or other professional advice, and you should consult a qualified
professional advisor before taking any action based on the information herein. RSM US LLP, its affiliates and
related entities are not responsible for any loss resulting from or relating to reliance on this document by any
person. Internal Revenue Service rules require us to inform you that this communication may be deemed a
solicitation to provide tax services. This communication is being sent to individuals who have subscribed to
receive it or who we believe would have an interest in the topics discussed.

RSM US LLP is a limited liability partnership and the U.S. member firm of RSM International, a global network
of independent audit, tax and consulting firms. The member firms of RSM International collaborate to provide
services to global clients, but are separate and distinct legal entities that cannot obligate each other. Each
member firm is responsible only for its own acts and omissions, and not those of any other party. Visit
rsmus.com/aboutus for more information regarding RSM US LLP and RSM International.

RSM, the RSM logo and the power of being understood are registered trademarks of RSM International
Association.

© 2020 RSM LLP. All Rights Reserved.
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