
 

 

Steps to Change Podcast: Episode 7 

 

Allen: Hello, and welcome to this episode of Steps To Change, the podcast where we explore learning 
and development topics, organizational behavior change, and practical ways to inspire people to act 
differently through the lens of our Steps To Change model: See It, Own It, Change It, and Live It. On 
this episode, we're exploring microaggressions. We're going to identify what they are and the impact 
they can have on individuals, organizations, and the impact they can have on an inclusive culture. 
We'll also share insights in learnings from programming we've designed and delivered on the subject 
matter, and most importantly, how we use our Steps To Change methodology to support long-term 
change in partnership with our clients. I'm your host, Allen Liedkie, and I'm joined on this episode by 
Naomi Grossett. Welcome, Naomi. How are you?  
 
 
Naomi: Oh, I'm really well. Thanks, Allen. Thank you so much for having me today. I'm really excited 
to delve into all things microaggressions in the workplace.  
 
 
Allen: Well, it's great to have you on this episode. So thanks for joining us. And for the folks out there 
listening who might not know you, Naomi, give us a little bit of background about yourself, what you 
do at Steps and your experience in the subject matter.  
 
 
Naomi: Yeah, of course. I'm a project and design manager at Steps, which basically means I oversee 
the project cycle and I work and collaborate with organizations to design programs that are going to 
help start the journey of changed behavior within their organizations.  
 
 
Allen: Fantastic. Well, I am really pleased to have your insight as we dive deeper into this discussion 
on microaggressions. So, thank you for taking the time to join us in this conversation. So, before we 
get into the Steps to Change process and how we partner, uh, with our clients to create and start that 
journey of changes you talked about, let's spend a little bit of time talking about what 
microaggressions are, just so we can kind of get on the same page and set the scene. So from your 
experience, Naomi, and the programs and the, the, the content that you've designed, how do you 
start by setting the scene for what microaggressions are? What are they?  
 
 
Naomi: So we normally ask a question and we get them to go off into breakout groups, so they’ll 
have this discussion, and it's really interesting what people normally come back with. I think, for those 
that don't know what microaggressions are, they take the term quite literally, and they say, oh, 
they're small, aggressive behaviors; they're microaggressions. But actually, microaggressions are, are 
probably anything but that. The term that we use in our programs is a comment or action that subtly 



 

 

and often unconsciously or unintentionally expresses a prejudiced attitude toward a member of a 
marginalized group.  
 
 
And I think when that is normally read out, it kind of lands like, oh actually what I thought it was, and 
what it actually is quite, quite different because microaggressions are normally quite subtle and they 
can go quite unnoticed: they're not those in your face aggressive actions or behaviors that you might 
think they are. So it's a great starting point on the journey to uncovering what they are, what they 
look like, how they affect the culture, and how we can change our behaviors to make sure that they 
don't continue to.  
 
 
Allen: And what really stands out for me there is on my journey of sort of discovery around 
microaggressions and my learning about what they are and maybe what they aren't, you're 
absolutely right to highlight that point, that the word itself is kind of a misnomer, right? We say 
microaggressions, which, you know, within the name, it makes them seem like they're small, they 
might be, and we're going to dive into that a little bit more detail as we start to get into the See It 
phase of things. And they might be small, but they also might be bigger, and they might not be 
aggressive. So, it's this kind of terminology that if you're sort of new into the process of learning about 
them, that it might not necessarily immediately jump out to you kind of what they are. But then it's 
also important to highlight that definition that they are experiences for people of marginalized 
groups. And I think that's really important to highlight here because they happen to people from 
marginalized groups, or they are the receivers of them. And that's a real key distinction that we go 
through in our journey to unpacking the learning from participants.  
 
 
Naomi: And I think it's also the understanding that marginalized groups aren't one specific thing, 
depending on your environment. The marginalized group could be you know, the older white woman 
in the room you know? Or it could be the younger person who's of a different ethnic minority, it could 
be somebody who, you know, relates to the LGBTQ+ community. It changes. It's not one fixed type 
of person. And I think that's the key as well, is making sure that we have the blinkers open. So we're 
not looking out for one specific type of marginalized group, but we're really kind of looking at all of 
the people that exist in the room and in the organization.  
 
 
Allen: That's a really great clarification point there to make, Naomi. And I think also the thing to pull 
out from that, that really stands out for me is that it's, yes, they can be subtle, yes, they can be 
nuanced, but they are the real, I guess, effect or negative impact of microaggressions is that it's the 
accumulative effect of them, right? This isn't necessarily a kind of one-off comment, but it's actually 
those small or subtle comments that happen over a period of time to an individual of a marginalized 
group that really then the impact of microaggressions starts to happen.  
 
 
Naomi: Yeah. 



 

 

 
 
Allen: And I guess just to help paint a picture here, I spent a little bit of time in thinking about, you 
know, so we have this definition now, but, you know, in daily interactions, what could a 
microaggression look like, for example?  
 
 
Naomi: Yeah, no, of course. I mean, speaking from my own personal experience, I've worked in the 
corporate world for 10+ years now, and even myself, I didn't even realize they were microaggressions 
when they were happening. It could be comments about, for example, I'm a black woman, it could 
be comments about my hair. So, I've had comments like, oh, I really like your plats, you look very 
native today, or you know, I change my hair and there's a comment about where I'm from and kind 
of dissecting that. And then when I say where I'm from, they’re still not quite accepted, the answer 
isn't quite accepted. They're like, oh, no, but there's an answer that I'm kind of looking for, and we're 
going to continue to ask it and probe questions until we get there.  
 
 
But I think for me, what I found is the people that are on the receiving end of microaggressions, 
especially in a corporate world or in a organization, a company, it's the fact that there's a focus that's 
put on who you are and your otherness as opposed to the contribution that you make to the 
company. So, we would all like to have compliments and comments about the work that we create, 
right, the value that we bring to a company, how we make the organization work more effectively 
and efficiently, not necessarily things about what makes me different. And those consistent 
comments after a while can have a negative impact on a person.  
 
Allen: So a couple of things that really stand out for me and what you're sharing there, is one that 
otherness that you talk about. So, you mentioned the example of talking about your hair, and what 
I'm reflecting on is that actually, you know, I want to assume that most people don't walk into their 
place of business and say, okay, I'm gonna unleash all of my microaggressions onto people today, 
right? So they don't walk in with the kind of leading with a mal-intent, if you will.  
 
 
Naomi: Absolutely. And I find also they can also come from a place of trying to make associations or 
build relationships like an icebreaker, but they tend to be from assumptions about a person that you 
know a little amount of information about. So it's like, oh, for example, we have in one of our scripts 
is there's this assumption that the gay male colleague is gonna like RuPaul's Drag Race, and that was 
kind of like a conversation starter. And the person that said this assumption, which is absolutely a 
microaggression, is making an assumption that all gay people are gonna like RuPaul's Drag Race, 
which is completely incorrect. And it was a moment where somebody else in the meeting had gone 
off screen and she saw the opportunity to kind of make a connection with this person that she knew 
little about, but in the end her intention was pure, but the impact that she had on that person made 
them feel like they weren't seen for who they are, but seen for this idea of what a person would look 
like or be like that has kind of his sexual orientation.  
 
 



 

 

So it's all very interesting when you kind of go back to the reasons why these comments are made, 
you know. 
 
 
Allen: And from a personal experience as a member of the LGBTQI community, I've had people in the 
past who have said something like to the effect of like, oh, I didn't realize you're gay, you're not like 
a gay gay, right? And I'm like, well, what does that even mean, first off? And I've got a pretty thick 
skin in life, right? So, I didn't necessarily, I guess at the time think about that as being a 
microaggression. But now, you know, reflecting back on that interaction, that's absolutely one, right, 
because there's so many layers of kind of a comment there where they thought maybe it was 
something very innocuous to say, and maybe they even thought it was a compliment, I'm not sure. 
But if you start to really dig into those types of comments or those stereotype associations of the 
example you were just sharing, we can start to see how those microaggressions actually start to have 
an effect on individuals.  
 
 
And so, I think now that we have this shared understanding, what are some of the reasons and why 
our clients are coming to us and asking us to create programming, focusing on microaggressions for 
them?  
 
 
Naomi: I think, over the last, especially I'd say over the last three to five years, it's been such a huge 
and positive awareness around mental health and psychological safety. And so organizations are 
really looking inwards and saying, okay, you know, is our culture psychologically safe? Is it one that 
cultivates strong and positive mental health? And if not, what are these things and how can we 
address them? And I think that as we're also looking at more inclusive culture and letting everybody 
feel welcome in an organization, microaggressions is one of those things.  As you said, it's not the 
one that's waving the red flag in the room or with the megaphone, it's in the background. But as you 
said, it's something that happens over time, and it becomes a big thing over time if it's not nipped in 
the bud. And microaggressions is a real, real important part of creating an inclusive culture. And I 
think that's why companies now are really trying to hone in on this and make sure that they're using 
this as a way of creating be better behaviors within organizations and within their organizations.  
 
 
Allen: So there really is a business case here for trying to raise awareness of microaggressions, not 
just because it's a good thing to do in terms of helping us grow in the way that we communicate with 
each other, but actually of the psychological, the mental health and the work output impact it can 
have on cultures.  
 
 
Naomi: And I think there's also a huge opportunity here, Allen, too, as we've kind of come from this 
COVID world where we were all working remotely and some of us are still like at Steps, which I thank 
God for. But with companies kind of going back into a hybrid world or back into the office full time, 
there's a real opportunity to say, okay, well let's treat this as a blank canvas, let's now try and reshape 
our culture. We have a strong opportunity now to say, let's introduce people back into a culture that's 



 

 

inclusive, that looks different and feels different from what they left two years ago. And these are 
the things that we can really kind of drill in on and use as a way of creating that new culture that is 
inclusive and change those behaviors from the get-go as these are newbies that came on during 
COVID, come into the office for the first time; and the people that were there before, we set up and 
we establish a whole new culture with new behaviors for everyone to kind of commit to and embed 
into our culture.  
 
 
Allen: So, with that in mind, Naomi, let's start to shift the conversation now, into how we apply the 
subject matter of microaggressions and the learning journey we take people on through the Steps to 
Change process of: the See It, Own It, Change It, and Live It. And as always, we start with that first 
step of See It. So, let's just unpack that in terms of, you know, one, how do we get to See It when 
we're working with our clients? And then what's happening in this phase for participants in a session? 
What are the kind of things we're doing to help them See It?  
 
 
Naomi: I think for me, the See It starts from before the delivery, it starts from the research. So, what 
we want to do at Steps is to create a program that really shows the lived behaviors and experiences 
within organizations. And the only way we can do that is if we really speak to people. And so, through 
the research we're able to get real examples of experiences that people have experienced within the 
organization and we then use that within our drama in our scenarios to reflect that and hold up a 
mirror.  
 
 
Because if we don't go through that process, what then will happen is, is that we show them 
behaviors that don't exist and they say, that's not us. That's not us. That's not who we are. We don't 
need to listen to this, and we've lost them. We've lost them straight away within the first 10 minutes 
because we're showing them a reality that isn't theirs, right? But we want to show them something 
that does exist so that they can see it and say, oh, I noticed that; oh, I do a bit of that; oh, I've 
experienced this, and it gets them engaged and brought in on the journey.  
 
 
Allen: And I love the point you raised there about the research and catering it and customizing it to 
the organizations that we work with. Because yes, in society there probably are general 
microaggressions that will probably happen across sector within different businesses. But, you know, 
when we really start to tune into what are the day-to-day interactions for the clients that we're 
working with, there are unique ways that these show up just because of the unique nature and 
unique cultures of the different organizations that we work with. And so, you're absolutely right to 
identify that, that see it part of what microaggressions are showing up, the impact they're having for 
those organizations really does start from those good conversations we're having before we even get 
into the room. And I think that's a crucial part of this journey to get it right.  
 
 



 

 

So we've got that right, we've done our due diligence, we've had those conversations. So, Naomi, just 
give us a little rundown on some of the approaches we use to bring the learning to life so that we can 
help people see it. What are the techniques that we use?  
 
 
Naomi: Yeah, of course. So, we have live scenarios, so it’s live dramas in the room and also virtual. 
But we also have video content. We can do short films and we're also exploring VR at the moment to 
see what possibilities that might hold for us. 
 
 
Allen: Picking up on, Naomi in terms of there's no one hero or one villain within the scenarios that 
we play out when we're holding up that mirror, because as we've mentioned, there might be some 
point when people are committing microaggressions that they're not aware of or people on the 
receiving end, but it's a really important part of the  See It journey because we can start to identify 
for participants.  
 
Okay, so right here, this individual is a person on the receiving end of a microaggression or this 
character has been a bystander in this journey and this person or this character in this moment was 
the person who committed a microaggression. So we're helping the participants not only to see the 
different places that you can sit as a receiver or as an ally or bystander or as someone who commits 
it, but then also going, and these are the behaviors that are microaggressions. So that really helps 
with those giving context to the learning and the subject matter. 
 
 
Naomi: Yeah, absolutely. Absolutely.  
 
 
Allen: So, we've got the See It, we've held up that mirror and participants are viscerally engaged, 
they're having their moments. We then, this is really, this part is really closely linked to the next stage, 
to the Own It. So, what's happening as participants move into the Own It when they're starting to 
come to the realization of microaggressions and their impact?  
 
 
Naomi: Yeah. No, so we call them the aha moments, right, Allen? So they have these aha moments. 
They're like, oh yeah, I've seen that; oh, I've done that; oh, I've experienced that, or I've witnessed 
that. And how we managed to get them to that point is not just through holding up the mirror, but 
it's also them watching the characters go through that process. So, we use hot seating, for example, 
to do that where they get to then ask the actors, why did you have that behavior towards this person? 
Or why did you think that action was appropriate? And we get to hear all of these kind of subtexts, 
right?  
 
 
We hear all of the reasons why, where it comes from, and through them learning and owning their 
behaviors and having their “aha” moments, it allows the participants to also think and reflect about 
their actions and behaviors, and things that have happened towards them. And maybe they've 



 

 

brushed under the carpet, and they haven't spoken up about or things that they've done or said to 
other people that are very similar and they're able to own that and say, oh, okay, I'm also seeing that 
the room is telling me that this isn't okay.  
 
 
Because we're all individuals and we only live in our own heads, right? So, if I've always thought this 
way, I'm always going to think that it's okay. It's like, ah, well no one's ever told me any different, so 
I guess I'm doing the right thing. I guess like, it's okay for me to say this comment or to make this 
assumption. But then you're in a room with 29 other people who actually saying something a bit 
different to you and you can kind of sit with that and say, oh, I guess actually this isn't all right. And 
it's also a goggle box moment where you get to watch somebody else exhibiting your own behaviors 
and you get to sit back and say, ahh actually, that didn't quite land the way I thought it would land or 
those behaviors and things I've been saying don't really look how I thought they would look, and it 
makes you feel a bit uncomfortable. But uncomfortability is huge, right, because that's where there's 
space for change.  
 
 
And I think that that's what we are able to do in such a safe way. And I think that's something key to 
really say as well, is that we create a very safe environment for all of these things to come up and 
that's why people are able to kind of, own these behaviors and then try and change them because 
it's a safe environment for them to do so.  
 
 
Allen: And I think a couple of other things from my experience of delivering content that's happened 
and the Own It that I think is a real part of those aha moments that you’ve talk about, for participants, 
is for some people who maybe don't experience microaggressions on a regular basis, there is that 
possible journey for them to go, well, maybe I didn't really think this was a big deal, or maybe I didn't 
really think microaggressions were that kind of important to focus on, but actually I need to own the 
fact that I had maybe a bias towards them, or had, you know, maybe I thought it was kind of woke 
learning gone wrong or what have you, right? So, they start to have a bit of a learning, trying to shift 
their lens, right?  
 
 
They own the fact that maybe they haven't empathized, maybe with the people who were on the 
receiving end of microaggressions. And so, there's that bit of ownership there because once that shift 
can happen for some from people who maybe don't receive them, that's really helpful for shifting 
that change within an organization when those people can come on board.  
 
 
And then one other thing is the fact that just own that they're going to happen, right? We're all 
human beings, as you said a couple of times and we're all on this journey together because just by 
the sheer fact that we all are different people probably at some point along a conversation with 
somebody, a microaggressions going to happen and that's okay. But it's what you do after they 
happen is the most important part.  



 

 

 
 
Naomi: The two things that you said there is that, and we speak about in Steps is intention versus 
impact and the intent is to say maybe a compliment or to make a, form a relationship or a bond or 
find a common ground with somebody. But the impact is something completely different. And that's 
what we see through the Own It, is that you own the fact that your intention might be good and just, 
but the impact that it's had is something completely opposite. And therefore, if that's not what your 
intention is, then maybe you need to shift what you're saying and what you are and how you're 
behaving. And yeah, we're all human, but we have to commit to the learning journey. And I think 
that's the key is committing to that learning journey  
 
 
Allen: And committing to change. And that's a really great way to segue into the next step on the 
Steps to Change process of the Change It. And I think this is, you know, I don't want to speak for you, 
but I would say that this is probably the most important part of these sessions. Because once we've 
got people engaged with understanding what microaggressions are, the impact they can have, the 
fact that they need to own responsibility for doing something different, then they're really interested 
to go, okay, well how do I do, what do I do now right? Now that I'm aware of this? So, what are the 
types of things that we do to encourage change within the sessions that participants are involved in?  
 
 
Naomi: Two things that I've either used from a project management designer point of view or also 
as a facilitator and I've kind of helped with the delivery of a program is forum theatre, which we also 
could call interactive scenarios whereby we take a snippet of the scene that was maybe shown earlier 
or a new scene, where you would've seen some microaggressions and some unconscious bias, and 
one of the actors comes forward and says the participants, hey, I need to have this conversation with 
this person. I don't feel too confident. Can you help me? Can you coach me have this successful 
conversation?  
 
 
And so, the participants get to feed their advice and the actors weave the advice through the scene 
to have this better conversation with this individual. And through that, in essence what the 
participants are doing is they're practising these skills, they're seeing their ideas play out and some 
ideas might not work, and some ideas might, and they're say, okay, well I'll do that thing next time. 
And also, they're seeing the ideas of others in the room and they're saying, oh wow, I like the idea 
that's how I can change my behavior or that's how I can manage that conversation better, that's how 
I can stand up for that individual in a more kind of non-aggressive or confrontational way. And that 
is a real brilliant moment for people to get the skills, put them in the backpack and say, I'm going to 
draw on this later.  
 
 
The other one is a skills practice where you literally come with an example or challenging 
conversation that you need to have. And it could be that you are, even the microaggressor, the 
person that's committed the microaggression, you're like, well, I want to challenge this person 
because they, you know, they tried to call me out in a meeting room with all my peers and my bosses 



 

 

and I want to have this conversation and find out why they thought that was appropriate. And 
through that skills practice, you can get to really get some advice. Well, first of all, you can play out 
the scene as you think it's gonna go and you can see if it's going to flop or if it's not. And then you can 
get some tips and suggestions from the facilitator and also your peers in the room to see what's going 
to work, what's not gonna work.  
 
 
And I think that practice, you know, in education it's always good to have a practical element because 
people, you know, you don't want to just read a book and then go out into the world and then you 
know, you’re a doctor. You need to go into the theater, you need to see what it's like practically doing 
something for you to give you the confidence to do it on your own when the time comes. And it's 
that practice element that I think is really integral, as you said, in people figuring out how they embed 
this learning and these new behaviors. The next step is go on to then Live It.  
 
 
Allen: To build on what you've just shared there, I think what's great about those activities, that 
forum, those skills practice you mentioned, we create these safe spaces for learning in those 
practices, in those interactive scenarios where we're getting the advice from the participants of what 
to do or say next to the actor facilitators. We can see that there's no one perfect way to have these 
conversations and that there's different ways to navigate them and sometimes they'll go really well 
and maybe they won't go so well. And that's all part of the learning journey that happens in there.  
 
 
And I think also what's important just to pick up on from a developmental standpoint is we've 
mentioned this a few times, but really identifying the different buckets that people fall within when 
it comes to microaggressions. So, the different buckets would be someone as a receiver of a 
microaggression, someone who is a bystander who sees them happen or someone who is the micro 
aggressor or someone who commits a microaggression.  
 
 
And by really clearly identifying, you know, those different buckets that we're talking about, it gives 
people context for going, okay, I'm sitting in this bucket now and this is a different experience for me 
versus somebody who's sitting in, you know, as maybe someone who's on the receiving end versus 
someone who's a microaggressor. And so really painting that picture and ways to change it within 
each of those different places that you might sit in your interactions with your colleagues is I think 
really crucial part of that change.  
 
 
So, you mentioned, Naomi, the Live It, so yeah, absolutely like the fourth step of our Steps to Change 
process. So, what are some of the things that happen within the Live It phase that really help embed 
this long-term change?  
 
 
Naomi: Yeah, so I think there's an element of Live It that happens within the delivery and there's also 
an an another element of live it that can happen outside of that we obviously work and partner with 



 

 

the organizations to kind of develop. But I'll kind of focus on what happens within the delivery. And 
that's I would say like a nugget at the end that kind of gets the participants to think about, okay, how 
do I move this forward? What can I practically take from this session and use in my day-to-day work 
in life?  
 
 
And so, some of the things that we could try and feed in is for the victim or the impacted person of 
the microaggression is to focus on specific words or the actions used rather than the person, because 
we need to separate the two, the person from the action, you know, the behavior or the word that 
was used. Because if we don't, then we kind of hone in on that person and we make them feel as if 
they are the problem. But it's their behavior that's the problem, it's not them. It's not a personal 
attack on the person.  
 
 
Allen: Right.  
 
 
Naomi: And the other thing I would say is for the impact it is to explain how it was received and the 
impact that it had on the person. As we said is that once you know the impact, it gives it a lot more 
context. And again, the majority of the time the intention is pure, but the impacts that it has, that 
they won't know about it unless you express it. And I think that's a really important kind of nugget to 
take away. 
 
 
Allen: Just for our listeners, Naomi, what does that look like in maybe a quick bit of dialogue, right? 
Because this doesn't have to be a long drawn-out intervention.  
 
 
Naomi: No, exactly. It can be very, as brief as that. And sometimes when we're in an emotional state, 
it's very hard to be that succinct and maybe it's also being aware of oneself and saying, now is not 
the time because I'm going to lead with my emotion and I'm not gonna get my message across clearly. 
So, if in that moment you can't focus specifically on the action or the word, then maybe it's not the 
time to do it. And I think that's also a part of it too. 
 
 
You know, so if for example, somebody went and touched my head or for example that native 
comment, oh, you look so native today, in that moment when I received that comment, probably 
wouldn't have been the best time for me to respond because I'm also questioning like what does 
native even look like, native to wear? You know, there's also that question running through my head 
too native to wear.  
 
 
And so, I'll probably have to step back and then respond at a later day and say just so you know, when 
you made that comment about my hair and said that I looked very native today, it did make me feel 
a bit uncomfortable and I'd really prefer for my hair to not be the topic of conversation at work. I've 



 

 

come in to do a job and I just really like that to be the focus and that it can be as simple as that. So 
yeah. So that's kind of like from a… 
 
 
Allen: Great. So, then what other examples can we give?  
 
 
Naomi: Yeah, of course. So, as a bystander or an ally, but one thing I think is really important is 
speaking for yourself, because I can't speak for you, Allen, right, because I don't know your experience 
and I don't want to put words in your mouth either. I have to speak for myself. So, I can only speak 
from a point of what I felt uncomfortable witnessing this behavior towards Allen, and I think actually 
this would be more appropriate in that circumstance. Or, you know, I noticed that you said, ABC to 
Allen or exhibited that behavior, I've also done that in the past too, but I then learned that that wasn't 
actually appropriate and some think like DE and F would be.  
 
 
And so, I think it's really important to make sure that you don't speak for people, but you speak for 
yourself because that can also be a bit of a dangerous ground too, right? Because also that person 
might not be ready to speak up either. So, to speak for them when they're not even ready to have 
their voice heard is another, is a whole other kind of situation. So just always speak for yourself.  
 
 
And then lastly, as the microaggressor is try not to be defensive. And I done a little chuckle because 
it is hard in the moment; when someone's told you you've done something wrong, it's hard not to be 
defensive or not even that you've done something wrong, but something that you've said has upset 
them, it is hard not to be defensive because as you said, we don't go out into the world. The majority 
of people don't go out into the world thinking, I'm just going to upset somebody today, right?  
 
 
And so, you do normally want to kind of justify, oh no, I didn't mean it in that way. And actually, what 
is an opportunity to listen and learn, it's not an opportunity for you to defend yourself, but it's an 
opportunity for you to listen and learn. And I'm learning French at the moment. I'm in Senegal, by 
the way, working remotely, lucky me. And I keep on mispronouncing words. And somebody said to 
me, just remember, if you are failing, you are learning. And I was like, huh, look at that. If I'm failing, 
I'm learning. So, if I'm getting something wrong, there's an opportunity for me to get it right. And I 
think it's having that kind of mindset of, okay, somebody's told me that I've done something wrong 
here, that means there's an opportunity for me to get it right the next time. So let me listen, try and 
understand and then figure out what I can do better next time. And I think that is probably one of 
the key nuggets, the key takeaways for somebody who is committing a microaggression.  
 
 
And the other thing I would say is to take time to reflect on where the microaggression may have 
come from so you can avoid making the same mistake in the future. And the reason why I think that's 
quite important is because sometimes we get quite defensive about how we feel or things that we've 
said. But when we think back to where it's come from, it's got nothing to do with our value set or our 



 

 

morals or our upbringing, it tends to be something that we've seen or watched or heard or an 
assumption that's just kind of been passed down to us based on a group of people that we know 
nothing about. There's no reason for us to hang onto it. And even if there is, it does come from a 
family member or a loved one, we kind of question, but is this something I need to continue bringing 
on with me in this journey? Probably not. You know? And it makes it a lot easier to detach from that 
behavior and pick up a new behavior and try to go out into the world and be different.  
 
 
Allen: Absolutely. And it's that difference in that change that it's at the heart of everything that we 
do in partnership with our clients and the programs that we write, right? Because we want to 
empower people to act differently. I mean we're inspiring people to act differently as our tagline 
says. And, you know, if they can have those tools and have that understanding within this 
conversation of microaggressions, that it's a journey, we're going to make mistakes, and as you 
absolutely shared there in your journey of learning French fail, but learn from it. But the most 
important part is to do something. Because if you are so worried about getting something wrong or 
so worried about challenging, then nothing can change. So, you've got to find your space that you're 
comfortable to operate in, but make sure that you're doing something to make that difference 
happen.  
 
 
Well, that is about all the time we have left for this episode, and I think actually this is probably turned 
into one of our longer episodes. Such good discussion on this one. So, thank you, Naomi, for joining 
us. It's been a really engaging and thought-provoking discussion.  
 
 
Naomi: Thank you so much for having me, Allen.  
 
 
Allen: And I want to thank you listeners for joining us on this episode. If you'd like to know more 
about Steps and Steps To Change, make sure you visit our website, find us on LinkedIn or sign up to 
our newsletter. All those links will be in the show notes. If you're interested in how Steps could 
partner with you or your organization to support your needs, send us an email or fill out the form 
online at www.stepsdrama.com.  
 
 
Is there a subject area you'd like to hear us explore? If so, reach out to us via email, or on our socials 
and let us know. And as always, thank you so much to our production team. We couldn't do this 
without you. I am your host, Allen Liedkie, and we look forward to having you tune into the next 
episode where we'll be discussing inclusive leadership. Until next time, thank you. And remember, 
you too can See It, Own It, Change It and Live It.  
 
 


