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>> Recording in progress. 
>> CARA PELLETIER: Welcome and hello, everyone, we are delighted to have you here today.  My name is Cara Pelletier, and I am vice president of Inclusion Works here at Disability:IN.  We are so excited to have all of you here for our Inclusion Works Corporate Community of Progress meeting today.  We know there are more than 1400 of you who have registered to be here from 47 different countries and more than 100 of our Inclusion Works companies.
So, I have been sleepless the last few nights, anticipating all of the awesome sessions we are going to have today.  And here it is.  So let's go ahead and get started.
On behalf of the entire Inclusion Works team, thank you, thank you for joining us.  Before we get started today, just a little bit of housekeeping for you.  If you need assistance during today's session, you can use the Q&A feature in Zoom to ask a question.  We will not be doing live audience Q&A for this opening session.  But you will be able to ask questions during the panels that start at 10:30.
And if you need assistance behind the scenes, we can help you here by using the Q&A feature.
Both CART and ASL are available during today's sessions.  We have StreamText links to provide captions in, I think, a dozen different languages.  All of that information will be shared by our room hosts in the chat.  And all of our sessions today will be recorded and made available to you in the next few weeks.
With that, it is always a pleasure and an honor to introduce Disability:IN's CEO, Jill Houghton.
>> JILL HOUGHTON: Thank you, Cara!  And thank you to each of you.  It's amazing that we have over 47 countries represented today.  You know, it's a real honor at Disability:IN to work alongside leaders like each of you.  You are shaping the future of disability inclusive business and you are driving impact in your companies for your people and your customers!  And we are here to help you with insights and strategies and resources to be effective.
In fact, let me just share with you that we kicked off 25 on a listening tour.  And we have been engaging with you around the globe and listening, really wanting to better understand what your challenges are and what your priorities are, and then really listen and think about how Disability:IN can best support your disability inclusion efforts.  And there are some themes that emerged, specifically two.
Here's what we heard.  We heard that you need data and messaging to confidently address stakeholder questions with confidence.  We know that these have been unique times.  And you are looking to us for that information.
We also heard that you need clear actionable resources and things that can help you reinforce the legal and the business case for disability conclusion.
If you look at the next slide here, I have good news.  We are delivering with actionable resources.  So, specifically I want to highlight four things.
The first thing, we are giving you access and it's in the chat box and there's also, there's links in the chat box and there's a QR code.  A couple of things.  Some resources, right?  So, one of them is a messaging framework.  It's called the business case for disability inclusion and accessibility.  And I think what we are trying to do here is equip you with fact‑based insights, right?  Emerging trends.  Little nuggets that you can use to help advance this work internally within your company.  So, there's something in there for everyone.
The second thing to draw your attention to is there's a literature review that has a sea of, if you want to go deeper, beyond those nuggets and really look at research where you can dig into the research and pull out your own nuggets, because maybe the nugget that we highlighted wasn't the bit that you needed.
So, pulling back and up, giving you the full reports.
The next thing that we have given you is a guide to legal foundations for disability inclusive employment, and it's really a resource that highlights the federal protections and legal considerations in the U.S.
Now, this piece is specific to the U.S.  But if you look in that literature review, there are things in there specific to other parts of the globe.
Lastly I want to highlight on March 12th we have a webinar, that's a legal webinar, really focused on advancing disability inclusion in the current climate in the U.S.  So, if you are unable to join on March 12th, the good news is, it will be archived and you will be able to join us at a later date.
Okay.  So if you look at the next slide, why does all this matter?  Here's the bottom line.  The bottom line is, is that disability inclusion, that the business case is stronger than ever.  If you look at things like your revenue, net income, more productivity, it increases with disability inclusion, right?  We have got the business case, and use that business case to help advance this work.
We know that 80% of consumers prefer brands that are committed to disability inclusion, and we know that with 1.3 billion people around the globe, accessibility isn't just a legal requirement.  It's a competitive advantage.
Now, if you look at the next slide, I just want to say, we continue at Disability:IN to be on this journey together with each of you.  And we are going to continue to listen and work to be responsive to you and to your needs.  And so there's a QR code there on the screen and in the chat box because we need your input.
We want to continue to develop new research and resources.  And we need to know what will best support your efforts.  Nobody knows better about what you need than you.  And we are here at Disability:IN to listen and to act on what we hear, to work to be responsive.
So, take a moment, scan that code, and let us know what you think.  You are in for a really packed day, full of awesomeness.  And I just want to call out our team, who makes all the magic happen, and turn it over to Leslie Wilson, our chief global strategist.  Talk about magic!  And you get to tell us about all the amazing in‑person events that we have going on around the globe.  So, Leslie, take it away.
>> LESLIE WILSON: All right.  Next slide please, Cara.  There we go.  What a beautiful slide.  I want to thank Alek Torres who handles our marketing and communications.  It's a beautiful thing there.
First of all our Global Conference which will be in Orlando at the Gaylord hotel July 14th through 17th.  And another thing I wanted to mention is that the Inclusion Works in‑person meeting will be on Monday, July 14th so you get all of it in one basket to come to the conference.  Truly, this is the corporate disability inclusion event of the year.  It is exciting.  People always tell us they come away so motivated and excited.  And I think the other thing that's really important here is there are lots of networking opportunities.  We are learning more and more that companies want to network with each other.  And this gives you many opportunities.
So, in March through September, we are actually doing webinars in Latin America.  However, these are open to anyone around the world who would like to join us.  We will be doing the first one, disability etiquette inclusion on March 19th.
The second one is neurodiversity in the LATAM workplace, which is April 29th.  And the third is business best practices for attracting talent with disabilities on September 24th.
So, three excellent webinars.  Welcome and open to everyone.  However, they will have a Latin America focus.
In May, we are taking our message to Europe.  We are doing five European roundtables in five cities:  Paris, London, Brussels, Berlin and Frankfurt.  We are sponsored by (?) supports and paralympics.  We will be hosted by EY in Brussels, Bloomberg in Frankfurt and finally Berlin, and Bayer will host us in Berlin.  Legislative initiatives.  But also be talking about specific country compliance requirements.  And then you are going to hear from our corporate partners and others in the afternoon about how they are needing this.  What are the case studies.  How are they handling the European Accessibility Act.  What are they doing to create more accessible technology.  You don't want to miss any of those if you happen to be based in Europe.  However, anybody from all over the world is also welcome.
Then November 18th through 20th we will in Bengaluru India.  This is hosted by Accenture with our sponsors AWS, Amazon web services and Bank of America.  This is a three‑day event.  I cannot tell you how exciting that agenda is.  But you can click on that and you can actually see the agenda that we already have set up for this.
I do not want to miss the last thing, which was Global Accessibility Awareness Day, which is May 16th, but also May 17th outside of the U.S.  This year it's going to be done by region so that's a really exciting thing as well.
And you can reach out to me or anyone on this team, Leslie@DisabilityIN.org.  I'm going to turn it over to Cara Pelletier to take it over from here.
>> CARA PELLETIER: Thank you, Leslie, and thank you, Jill.  Before we move into our keynote this morning, I want to share a bit what's happening in your program, which is Inclusion Works, all of you are here because you're part of our Inclusion Works companies and we have a lot to share with you.
First of all, we are so excited to have more than 140 companies participating in Inclusion Works.  And we know there's a bunch of you joining us today who are brand‑new to the Inclusion Works program, but many of you have been our partners for four years, five years.  We still have companies here who have been partners with us in Inclusion Works for 10 years or more.
We want to express how proud and honored we are to partner with you on your inclusion journey.  And we also want to shout out a bit of your success collectively over the last few years.
So, since Inclusion Works started in 2015, your companies have hired more than 425,000 people with disabilities.  That number is incredible.  It's staggering.
And last year, Inclusion Works companies scored an average of 91 on the Disability Index.  To me, that demonstrates your commitment to walking the talk, to creating welcoming and inclusive and accessible workplaces for everyone.
We found that Inclusion Works companies on average increase their Disability Index score by more than 20 points during their time in the program.
And speaking of, it is not too late for your company to register for the 2025 Disability Index.  The index is live, the benchmark is open.  And if you missed the registration window, we want to let you know, it is not too late.  So, there's a QR code and a link on the slide to get your company registered today.
We already have more than 100 Inclusion Works companies who are participating in this year's Disability Index.
So, a couple of other things that are on deck for Inclusion Works this year.  We are here to help you hire even more disabled talent.  If you have tech roles open in your companies, so you don't have to be a tech company to have tech roles.  If you have got tech roles open, don't miss out on your opportunity to participate in our upcoming virtual showcases.  We will connect you with tech talent and give you the chance to highlight your open roles, interview perspective candidates, and share about your company culture.
So, if you are interested in participating, please email Bridgette or reach out to your Inclusion Works consultant for information.
We also want to remind you that last year we rolled out two brand‑new e‑learning courses that are available to you in our Inclusion Works library.  You can download the file for thesis courses and import them into your learning management system and make them available to all of your employees.  We are not going to stop with the two that we have released.  This year we have at least one, maybe two more on deck.  So we will keep you posted as we roll out new content.
And last, but absolutely not least, as Leslie mentioned, our next chance to get together again as an Inclusion Works community is on Monday, July 14th.  And if you like what you see today, you are going to like it even more in person.  So, come join us at the Gaylord Palms Resort and Convention Center in Orlando, Florida.  If you are coming to the Disability:IN Conference already, make sure you make plans to spend your Monday with this group right here.  And you can attend the Inclusion Works meeting even if you are not planning to attend the entire conference.
So, I think maybe you can tell from our group this morning, that we are fired up, and we are ready for a productive and inclusive and powerful year in partnership with all of you.
So, with that, I am excited to roll into our keynote presentation this morning.  And I am thrilled to get to introduce all of you to Jon McLeod, who is a multimedia producer for EPS.  He's the cofounder and co‑chair of EPS's mental health group ESPN Trust.  And Jon is here to take on a journey exploring from what it takes to moved from overwhelmed to empowered.  Welcome, Jon.  Why don't you tell us a little bit about yourself and your personal history with mental health.
>> JON McLEOD: Good morning, everyone.  It is an honor and a privilege to be here.  Thank you, Cara, and thank you to Jill and the rest of the amazing team at Disability:IN for always creating a platform for the voices and the movements of amazing people in this incredible topic.  Mental health is near and dear to my heart.  But it wasn't always near and dear to my heart because of where I was raised and where I grew up.  I grew up in Brooklyn, New York.  I don't know if we have any Brooklyn New Yorkers in the house but love you all to bits.
In our city, there wasn't much I was taught about mental health and to be honest, I didn't learn anything about it.  My history with understanding mental health and this journey was strictly based on whatever I saw on TV or the extreme cases that I saw passing by in my neighborhood, and even then, I couldn't explain it and didn't understand it.
It wasn't only until I got to EPS and met an amazing colleague, I want to give out shout‑out to Melissa Rawlings, who we had conversations day in and day out, and I learned to understand the environment that I was around.  The parts of Brooklyn, New York that I grew up in, it was no place ‑‑ no one is visiting that part.  And it shaped me into being a strong individual.  But you deal with a lot and you understand ‑‑ you don't understand much of it.  But in that same vein, you start to see, not that I have got an understanding, I started to look back and see how much of my community around me, regardless of race and gender, were dealing with so much without the ability to communicate and to understand what was happening or understand the mental health situation or condition, conditions that were going on.
Fast forward into understanding and locking into myself, I have overcome an anger disorder.  I have gotten through PTSD.  All those different things from different events in life.  And now I have shifted my focus to trying to help as many people as I possibly can.
I have seen gun violence at its worst.  I have seen the drug addiction, all these types of things at its worst.  And it's still put in my heart, we can still help and have these conversations, because it's ‑‑ we are one conversation away from actually changing someone's ours, everyone's life.  And we can jump to the next slide and jump straight in.
So, who am I?  I am a husband, I am a father, I'm a son, brother, leader, business owner, public speaker, all of these things, and the last one I'm going to ask you to pray for me because you can imagine the dimensions that are within all of these and, more importantly, the boundaries that come with each and every one of these, whether you are a brother, you are a father, a mother or a sister, a friend, a spouse, you have these dimensions built in and you have boundaries.
We are going to jump into boundaries in a second.  But I want you to think about your dimensions of your life and the different hats that you wear and really think deep.  Take a moment to think deep about, okay, how many hats do I wear?  How many versions of me are there?  The version of you that is a son or a daughter is very different than the version of you that is a leader in your organization.  And we have boundaries that allow us to switch.  You have heard of code switching before.  And allow us to transition.
So, in all ‑‑ with all of these hats, I am still me, but I am different versions of me.  And each version requires that I have certain boundaries.  And we are going to get into it in a little bit about what happens when you don't have boundaries.  We can click to the next slide.
So, what is a boundary?  A boundary are socially constructed distinctions between different domains of life.  So, we mentioned I'm a dad, I'm also a husband.  My interaction and my boundaries with my wife are very different than the interaction and boundaries with my beautiful children.  And we all know that if you don't have boundaries with those cute, beautiful babies, they will cross them and drive you in sane.  My children love to do that to me.  Whether it's, hey, can I have one more piece of candy?  What do they do when they know you love them so much?  My daughter will put on these sad, beautiful little eyes and look at me and say, but, daddy, I have only had six.
And I was like, well, you shouldn't have had more than two.  But then here we go.  AKA, your rules for anyone interacting with you.
My son, my interaction with my son, my interaction with my family, my dad, my mom are different.  There are rules and there are boundaries that I have to create in order for this relationship, regardless of the nature of it, to flourish, to push and to help somebody when you are in the gym, when you have a partner, the boundary that is created is we agree, whether openly or in an undisclosed way, whether through verbal communication, excuse me, you're going to push me, that's who I want, I want a partner in the gym that's going to push me.
The boundary is, you're going to push me, and I have given you that leeway.  It's my rules are, the boundary behind it is, I don't want somebody that doesn't push me.
So the second I feel that you aren't pushing me with the permission that I have given you, you have crossed the boundary, and now I'm thinking about, okay, I need to fix that.  Continues to goes with any other form and fashion.
But when you think about the dynamics of the relationships that you have with your family, your friends, why you coworkers, your bosses, sometimes we alter our boundaries because we are afraid of what might happen, the repercussions or potential repercussions.
So, we may pull the boundary back and let people cross it for fear of us missing out or losing.  But that's not something that you should do, and I am encouraging you not to do that, but to solidify and hold fast to it and you're going to see why in a second.
So, remember, no rules equal no boundaries.  In you don't have any rules, people are going to cross it.  And we are going to get into how you establish those rules and what's important for doing those things.  So, we can click to the next slide.
There's two reasons why boundaries are broken, most of the time.  The first is a miscommunication or no communication.  What the opposing individual understood versus what was requested or explained.
For leaders, sometimes when something is, you know, you are on a deadline, how you deliver information may not be completely transparent or direct, and you are asking someone, your direct report for help but they only understand so much.  And because the nature of the deadline and the heightened environment, maybe they don't feel comfortable to do it.  But you deliver that information because of the pressure that's placed on you in a very, maybe not so pleasant way.  And it was, we got to get this done now.
You don't know that you might have crossed a boundary by miscommunicating and/or saying like, hey, you need to do this now because of X, Y and Z, or you need to do this now and that's just it.
So when the person receiving that now is, okay, I understand that they are upset.  But are they upset at me?  Was I late on this?  Did I make a mistake here?  The tone that was delivered is, it's bothering me but we don't have time.  Time is the thing that kind of allows people to get their boundaries crossed.  But we are going to get into that as well.
So, if you don't communicate or you miscommunicate, you leave it open for other people to cross your boundaries.  Communication is at the heart of everything that we do.  We learn it in school, we learn it in different facets and modes and different versions of how to do it but most of us don't do it to the nature we should because of our feelings that we feel we may come off when we communicate.
But if you don't communicate, how can people respect the boundaries that you have in place?
Now, the second one, disagreement.  This one is tricky and it can be very uncomfortable.  The person understood what you were saying, but they don't agree with it, and there's a boundary that they have in place emotionally that says if I listen to what is being told to me, I then cross my own boundaries and my own set of rules and I cannot live with myself if I do that then there is this back and forth of, well, I disagree and I don't think it is because of the data that I have, and that makes it difficult for me to listen, to comply, to understand.  And there's this friction.
It's not so much of a lack of communication.  It's a disagreement in communication.  It comes back to we need to have a conversation so that we can get to what the root of the goal is and what the core problem that we need to solve and understand it, hey, what are your main points here, what do you need from this and I will explain what I need and let's come to a common ground.
Most of the time because we are uncomfortable, we never actually have those conversations.  We beat around the bush, and then it leads to miscommunication or eventually, the worst thing, no communication.  We can click to the next one.
How do we fix or prevent boundary breaking?  I started to talk about effective communication.  The world finds out what you are thinking when you speak.  Silence shatters boundaries.  If you don't say anything, then how can anyone help you?  If you don't explain or make sure your boundary is known, how can anybody respect it?
If you do not say what's bothering you, if you don't say what's uncomfortable, you're going to leave everyone else to assume that you are okay with it.  Why?  Because you didn't say anything, because you didn't do anything, because you didn't have a conversation.
Sometimes it's difficult to have this effective communication because it's really tough to get through something that you believe is difficult or uncomfortable to say.  As humans, we really pull away and move away from trying to have difficult situations or conversations because we seek comfort.
And I'm going to challenge every single one of you to think about how do I get comfortable in the uncomfortable.  One of the reasons why we are promoted or why we will push to the next level is because we are promoted to solve problems on a higher level.  Your job, your payment for your job in your current position and all positions are designed to pay you to solve the problems that come with that position.  A large chunk of that is communication.  It is learning how to say what you mean and mean what you say.  But maybe we deliver it in a better way.  We can click to the next one.
So, here's the fix framework.  When you run into a confrontation and someone crosses your boundaries, you have to ask yourself these set of questions.  Okay, who is this person that's crossing my boundaries and what's our relationship?  Sometimes you allow people to cross your boundaries because of who they are or because of the position that they hold.
I want to take a moment and I want you to really let this sink in.  It does not matter what their position is.  It only matters how you communicate.  You have to communicate.  No communication is a silent acceptance of what action or whatever is happening.  You have to say something.
So, understanding, okay, what boundary did they cross?  Did any raise their voice?  Did they deliver information to me in a very mean way?  Did they trigger me in ways that maybe I haven't shared?  And then you ask yourself the question, did I communicate?  Did I say something?  If I didn't say something, then I know, all right, I have to have a conversation.  Regardless of how uncomfortable it is, I have to say something. 
And then it is also, if I didn't ‑‑ if I did and they didn't, you know, maybe understand it, I now have to revisit another conversation with them and say, hey, look, I want to revisit this because you said and you did something that kind of made me feel uncomfortable.  Can we sit down and talk about it?  You can establish, especially for leaders.  Leaders, you can establish a safer mode of communication with your direct reports if you talk to them in the manner that, hey, I want to get to the bottom of this and I want to make us better, our relationship better, and I don't want to create an environment that makes you feel uncomfortable to bring your best self to work, the best version of you to work.  You have agreed to be here and I want you to be able to be your best self, and I need to understand that.  We can't understand unless we have the conversation.  But more importantly, we have it effectively.
Now, after all of this, one of the most powerful things you can do is follow‑up communication, because you have to be able to gain clarity and be able to reinforce.  The buck starts and stops with you.
We are going to jump to the second one.  As we do it, I want you to remember that you are the person in control at all times.  You are the person in control.  It's not anyone else.  It's not based on the relationship.  Yes, those are factors.  But you are the one in control of your boundaries.  And you are the one that has to establish them.
We look at time control.  How many times have we looked at our calendar the second we get up?  The second we wake up, we look at our calendar and we look at what we have to do today.  So, whether it's a family task, workplace task, friends, leaders, all those things, we check out our calendar.  What do I have to do today?  And we put our bodies in this state of anxiousness or anxiety of, I have to get this done.  And then you start to feel overwhelmed because what happens if you don't get it done?  What happens if you do miss a task?
And we put this unconscious pressure on ourselves to execute at high levels because we are being dragged away by our calendars and our calendars were set by people that sent us invitations and we accepted it because they are a part of the business or we accepted it because it's something that we were told that we have to do and we lose control.
Life pulls us in the direction of our responsibilities.  Again, it pulls us in the direction of our responsibilities.  You can click to the next one.
So, the fix framework here is, you have to manage your calendar by the most important task.  Now, I understand how that can be difficult.  Because sometimes we get meeting invites that are way ahead of schedule, way ahead of time.  And you will see what I call them in the next slide, or you can see it right here.  The unmoveables.  You have to be able to manage, all right, can I touch this meeting?  If I can't touch this meeting, let's leave it.
But in that, I have to include myself in my calendar.  Your calendar can't be filled up with just the things that you have to do.  You are going to feel overwhelmed if your calendar is filled with unmoveables.  You cannot live like that and you shouldn't.  You need healthy space.
So, one of the ways we can do that is by pushing away and delegating.  Who can help me with this?  Who can help me with this, do I need to do this right now?  And then you communicate with the people and say, hey, look, is there any way we can move this up or down or over?
If you don't communicate, how else are we going to be able to solve this problem?  We can jump to the next one.
So, here's an exercise that I want you to dive into and I want you to really lean into and try this once a week.  And the framework is, make a list of the activities that make you happy.  Because we don't do this enough.  We need to do it more.  Make a list of the things that make you happy.  Then make a list of the most important responsibilities that you have.  And once you finish making ‑‑ that includes family and the work tasks and those things that are your unmoveables.
And then you pull out your calendar.  Because if you are going to look at it for everything else, you are going to put yourself in there.  And then determine when.  We are going to block out some time frames now.  And you have to honor yourself and you have to take care of yourself.  That is the definition of self‑care.
Once you do that, you identify what you are going to do for you first.  So if you got to get up earlier, all right, I need to prioritize time in the morning to take care of myself.  And if I can't, if I struggle with getting up early, I'm going to prioritize an early evening so I can take care of myself.
And then we block that on the calendar.  Block the most important work task for the day so you can then ‑‑ you don't have to worry about that.  You know you have to do what you have to do.  You put those in.  And the earlier you do this, this is a tidbit, the better, more control you can have over your schedule, and then you can adjust ‑‑ can you adjust pre‑existing meetings?  Can you say, hey, look, we have done X, Y and Z.  Is there any way we can move this up?  Is there any way we can move this down?  Everyone loves when you give back time in a meeting.  We all love that.
And then the last thing is repeat the process.  This is not something that's just going to happen one time.  It happens over and over again.  But the commitment to yourself has to start with you.  Nobody else is responsible for your self‑care but you.  Nobody else is responsible for your boundaries but you.
If they get broken, you have to go back to the systems that are core and deep to you and start to establish, okay, where did this go wrong?  Did I communicate or did I not communicate?  And we can jump to the next one.
And reach out for any questions.  I am always happy.  Reach out to me on LinkedIn.  And, Cara, I know you had some extra questions that you wanted us to dive into.  And I'm excited to get into those as well.
>> CARA PELLETIER: Oh, I have so many questions.  But first, I want to say thank you.  I felt like you were speaking directly to me when you were talking about communication.  And have I actually communicated what it is that I need, or am I expecting other people to somehow magically know?
It's a challenge to each of us to remember that ultimately we are responsible for creating the conditions that we want to see.
>> JON McLEOD: Yes.
>> CARA PELLETIER: One of the things that so many people struggle with is burnout at work.  And what I have learned as I have done research on burnout, is that burnout isn't just about having too much to do.  It's about not having a sense of autonomy and agency to be able to dictate when and how things happen.  And it's also about not being able to get off the treadmill and learn something new, right, doing the same thing over and over.
So, your framework here about setting up time for you to be able to do the things that make you happy and invest in you and communicating clearly with others are fixes for both of those things, which is great.
So, let's think about, you know, you have talked directly to employees, you talked to managers about communicating boundaries, and leaders.  How can companies encourage and support people on this journey to create healthy boundaries and reduce burnout and have mental health at work?
>> JON McLEOD: The big thing, Cara, is they have to create safe spaces.  There is this ‑‑ we all do the habit of covering.  And we speak a lot about bringing our best self to work and our best version and creating an authentic environment.
But that environment only comes when you feel safe.  And you have to feel safe in order to feel comfortable enough to share.  How can companies create the safe space?  You have to be able to, I call it airplane mode conversations, where you shut out everything, whatever we say in this room, you won't be judged by, you won't ‑‑ no one holds it against you, and it has to be adopted by the leadership.  The words have to come from the leaders.  You are safe to speak.  We are here together.
That notion there is how you over time, it's not going to happen on the first one.  Let me just put it out there.  It has to happen over time.  So if you choose quarterly, if you choose twice a year, that's fine.  If you choose once a year, everyone needs to start somewhere.  But you have to create those safe spaces in order to build trust, and then you need to gather the information.  What's bothering your workplace?  What are the big things that are plaguing them?  Is it a system that may be outdated that requires so much time, and now it's creating stress?  Is it a lack of camaraderie, a lack of events or things that are not pertaining to the business?  Is it you don't have enough time together?  
Listening to the people that are doing the work is one of the most powerful ways for effective change, because the change is for the people that are actually explaining and asking for it.  And those two things, that combination of things and once you gather that data, the obvious, I have to state the obvious, implement it.  Put it into action.
I love what Jill said in the beginning, we heard you!  That is the most powerful thing that I can hear is because when someone hears you, there is a sense of safety and acceptance that is unfathomable, you cannot understand it, you can't describe it.  It's hearing them and then showing that you heard with action.
>> CARA PELLETIER: I love that.  A lot of times leaders ask for feedback and then either don't follow‑up and explicitly share what they are doing with it, or sometimes they ask for feedback, and the way they respond to that feedback tells people they are not actually safe to give it.
>> JON McLEOD: Yes, yes.
>> CARA PELLETIER: Right.  It's really thinking about as a leader, am I creating the conditions not only where people can share what's on their mind, but also where they know that that feedback is valued, and actually welcomed and that it's okay to dissent and push back and share what's not working, too,.
>> JON McLEOD: You know, Cara, I will say, if you have that environment in your workplace, it's not the end of the world.  What you can do is why don't you start with anonymous communications, allow people to speak with the safety of, we won't know who said what.  And then you can start to identify some themes.  If a theme keeps popping up in that communication, then you have a problem that you can solve and they feel safe that they are not ‑‑ their job is not in jeopardy that nothing is in the wings and they continue to be the best version of themselves because now you have information on a problem that you can solve as a leader.
>> CARA PELLETIER: It reminds me of Ted Lasso.  He fixed the showers, right?  In that first season, he asked his football or for Americans his soccer team, what's wrong?  And somebody said, the showers aren't great.  And he fixed the showers.  And they were so surprised that it opened the floodgates for them to actually have honest feedback and conversations.
>> JON McLEOD: Yes.
>> CARA PELLETIER: Fix the showers.
(Laughter).
>> CARA PELLETIER: Great.  We are getting close to time, Jon.  Final thoughts on this topic.  What does it look like to put this into practice?  I know you gave us a good framework for calendars.  If somebody is dreading having that boundary conversation, how do they do that today?
>> JON McLEOD: You have to first identify your most comfortable mode of communication.  So, if you are the person that would rather write an email, start with an email to no one but you.  And write out what it is that you are feeling, what's plaguing you, what's bothering you.  And then you leave it as a draft.
If it's another form of communication.  If I'm a person that has to talk face to face, I'm going to set up some time.  And find and flesh it out, I'm a big proponent of writing things down and writing it out and then reading it, looking back.  I'm also a big proponent of I'm going to have a conversation with someone I trust or someone that can understand, kind of give me the outside look.  Figure out your most comfortable mode of communication and then hold yourself accountable and do it.
The first draft of an email may not be the best.  But you can clean it up and say, hey, look, I need to talk about 1, 2 and 3.  And remember, you do not have to justify how you feel.  Your feelings are completely valid.  You do not have to justify how you feel when your boundaries are crossed.  Because that belongs to you.  And you deserve the respect and you deserve the communication that can lead to a healthy work environment, a healthy work relationship, regardless of where you are and whether you are a leader or not, because leaders are employees, too.  We forget that.  And we don't have to live in those boundaries.
But you have to figure it out your mode of how you want to communicate and then you have to do it and you have to practice.  Practice with someone you are comfortable with.  And start to do it, dialogue, do it and take the action.  That's the only way we are going to get through it.  But that's a very easy way to get it out of here outside and start to take action.
>> CARA PELLETIER: Jon, thank you so much for taking us on a journey from overwhelmed to empowered, challenging us to think about how we communicate, challenging us to think about how we use our time in the day.  So grateful for you kicking us off for ‑‑ if the rest of the day is anything like this, we are in really good shape.  Thank you so much for setting just the right tone to get us interested and inspired and moving today.
Folks, this ends our keynote session.  We have 15 minutes for you to grab a cup of coffee and then come back.  Sessions 1 and 2 will start at 10:30 Eastern Time.  You can check your meeting agenda for the links to each session.  Once again, everybody, thank you so much for being here.  We are excited to learn with you today and from you today and just thrilled to be your partners here at Inclusion Works.  Thanks again, Jon.  Thanks, everyone.  Have a great day.
>> JON McLEOD: Thank you, everyone.
(Session was concluded at 10:16 a.m. EST)
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