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Featured Topic: Inclusive Leadership

The aim of inclusive leadership is to develop institutional cul-
tures that are human-centered, where the capabilities and
contributions of each individual are recognized and valued in an
environment that deliberately fosters safety and trust. Inclusive
leadership is characterized by action rather than hierarchical
position. It engenders conditions or climates that enhance
adaptability, collaboration, and a strong sense of community
and belonging to deliver meaningful results and lasting change.
Diversity is an institutional asset - inclusive leadership empow-
ers diversity by enabling individuals and teams to enact their full

What's the evidence?

potential by respecting uniqueness at the individual level. This
critical stance contrasts greatly from self-serving leadership that
focuses on differentiation, assimilation, or outright exclusion.
Impactful leaders can be anyone in the organization rather than
those in official leadership positions. To learn more about how
you can cultivate community and sense of belonging at OIST,
attend C-Hub's Inclusive Leadership Symposium 2023, February
1 & 2, with talks, panels, and posters from a diverse assembly of
inclusive leadership practitioners.

There is vibrant research on best practices of inclusive leader-
ship in education, management, and organizational behavior.

« Supporting employees
as individuals

» Promoting diversity

» Empowering
employees

« Contributing to

The behaviors of inclusive leaders are encapsulated neatly in the
following visual from the research literature:

« Ensuring equity
« Building relationships

« Sharing decision making

| employees’ L&D /° Fostering Strengthening
employee’s belongingness
uniqueness r\within a team
Suppo.rtT.g I Showing
rganization o e
r organizationa appreciation ~
efforts
« Being open to
organizational change « Recognizing efforts
« Promoting organizational mission and contribution
on inclusion
. J

Korkmaz et al,, 2022

The four core behaviors (Fostering uniqueness; Strengthening
belongingness; Showing appreciation; Supporting organiza-
tional efforts) are further enhanced by leadership that promotes
exhibiting visibility, accessibility, and availability in interactions,
together with shared decision-making opportunities and the
encouragement of diverse contributions. Universities and or-
ganizations benefit from the collective nature of inclusive lead-

What can YOU do?

Issue 1, January 2023, Inclusive Leadership

ership, which enhances strong work-group identification from
increased psychological safety and empowerment of group
members. Individuals can unleash their full potential toward
creative and innovative collaboration with others across bound-
aries, resulting in increased capabilities to respond to challenges
and develop resilience.

Regardless of your position in the organization, you can have impact at various levels by modeling and mentoring inclusive leader-

ship practices. Here are five ways to take steps toward inclusive leadership:

e Establish accountability for ourselves by ensuring that those who have traditionally held positions of privilege or have bene-

fitted from being part of a majority do not perpetuate the "norms” of a dominant culture.

e C(Create spaces to promote discourse and exchange, where colleagues are empowered to contribute their experiences, exper-

tise, and perspectives.

e Work collaboratively to connect individual distinctiveness and group identities to a shared OIST identity, through values

affirmation and by actively mitigating bias.

e Advocate for underrepresented voices and decrease the burden of responsibility for those that have been underrepresent-

ed/invisible.

e Consider what it means to engage in servant leadership — that is, to lead in service of the collective shared goals of a univer-

sity or organization — and what actions you can take in your role.

References and Further Reading:

Ernst, C. & Yip, J. (2009) Boundary spanning leadership: Tactics for bridging social boundaries in organization. In T. Pittinsky (Ed.)
Crossing the divide: Intergroup leadership in a world of difference. Boston, MA: Harvard Business School Press.

Korkmaz, A. V., van Engen, M. L., Knappert, L., & Schalk, R. (2022). About and beyond leading uniqueness and belongingness: A sys-
tematic review of inclusive leadership research. Human Resource Management Review, 32(4).

Kugelmass, J. W. (2003). Inclusive leadership: Leadership for inclusion. National College for School Leadership.

1: https://groups.oist.,jp/c-hub/event/inclusive-leadership-symposium-2023
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Featured Topic: Effective Communication

Effective communication is essential in research, teaching, public  understanding and dialogue. While in some cultures the use of
speaking, and in the workplace. It is key to articulating your silence may be valued and taken for granted as a way to con-
merits and accomplishments in CVs, cover letters, and inter- vey respect, in other cultures it may be perceived as reticence,
views, and in publishing impactful articles. The characteristics of ~ shyness, or ignorance. Misunderstandings for those on both

effective communication are concision, clarity, concern for the the sending and receiving end of the message may result. This
audience, and proper use of conventions associated with the evinces a need to gain insights into intercultural and cross-cul-
communicative purpose. Furthermore, effective communica- tural communication. As the following chart shows, there are

tion requires an awareness that unconscious biases can hinder

Competence Emphasis

Developing fluency and accuracy in a second language in listening, speaking, reading, and
writing. An emphasis on using language for communicative purposes, with the educated
native speaker as the goal.

many different levels of communicative competence:

Language proficiency

Developing language abilities for effective and appropriate communication within cultural
Communicative competence | contexts of the target language-and-culture. Includes other specific language
competencies: grammatical, sociolinguistic, discourse, strategic.

Developing the ability to act appropriately (alongside communicating appropriately) in the
target culture. Gestures, body movements, action sequences such as nonverbal greetings,
table manners, manipulation of cultural products.

Cultural competence

Developing the ability to interact effectively and appropriately in intercultural situations,

Intercultural competence regardless of the cultures involved.

Intercultural communicative

Developing intercultural competence and communicative competence.
competence

(Adapted from Moran, 2001, p. 108)

The chart helps explain why fluency in language and even a high  groups, there is a need for cross-cultural competence, which has
degree of interpersonal communication skills are not always a characteristics that transcend even those listed in the chart.
good indicator of cultural or intercultural competence. When

several cultural boundaries are present, as in highly diverse

What's the evidence?

In research' conducted by the American Association of Colleges  five of thirteen essential skills, they were what separated candi-
and Universities (AAC&U) regularly since 2007, so-called soft
skills such as oral communication and writing were deemed

dates who were otherwise similar in more technical sets of skills,
such as the knowledge domain of a given discipline. Intercultur-
high priorities for both attaining a desired position and ad- al knowledge and competence were also among the top thir-

vancement in one's career. Not only were they within the top teen skills on the list.

4

What can YOU do?

The first thing you can do is to assess how you tend to com-
municate with others. Use the Effective Communication Styles
Inventory? to do so. Don't assume that because you have com-
municated successfully in certain contexts, this means you are
equally effective in other contexts or with different audiences.
Remember too that empathetic listening is an often-overlooked
part of effective communication.

As you reflect on applying effective communication in different
contexts, keep in mind the four categories of classical rhetoric:
pathos (appeals to emotion), ethos (appeals to credibility), logos
(appeals to logic), and kairos (timing and communicating at an
opportune moment). Each category has a different set of strat-
egies. For example, choosing to tell a story that highlights the
emotions of the speaker and evokes an emotional response in
the audience at a time when there is tense disagreement, rather
than emphasizing logical inferences in a more argumentative

Issue 2, February 2023, Effective Communication

style, involves taking elements of pathos, logos, and kairos into
consideration. See a handout on culturally inclusive classroom
communication® that makes use of these ideas on the C-Hub
resources webpage.

B Here are some additional ways to become an effective communicator:In the wider organization (e.g., emails, other interactions

with colleagues) —

e raise awareness of the unconscious aspects of communication that may be stunting participation in projects and pro-

cesses of minoritized or underrepresented members of the unit or team

e take the time to connect with colleagues

e set ground rules for meetings that aim to create safe, inclusive, and accessible environments (See the C-Hub Communi-

ty Rules* as one example set of ground rules.)
B Inresearch —

e trade paper drafts with a variety of colleagues from different backgrounds (e.g., disciplinary, cultural) to gain and share

insights related to your writing
B In teaching and mentoring practice —

e use respectful, accessible, and inclusive language in the classroom or one-one-one sessions with mentees

References and Further Reading:

Association of American Colleges and Universities (AAC&U). (2018). Fulfilling the American dream: Liberal education and the future of
work selected findings from online surveys of business executives and hiring managers. Washington, DC: AAC&U.

de Vries, R. E., Bakker-Pieper, A., Konings, F. E., & Schouten, B. (2013). The communication styles inventory (CSI) a six-dimensional
behavioral model of communication styles and its relation with personality. Communication Research, 40(4), 506-532.

Hargie, O. (Ed.). (2018). The handbook of communication skills. Routledge.

Moran, P. R. (2001). Teaching culture: Perspectives in practice. Boston: Heinle & Heinle.

1: https://www.aacu.org/liberaleducation/articles/from-college-to-
career-success-how-educators-and-employers-talk-about-skills

0]

2: https://groups.oist.jp/c-hub/effective-communication-styles-in-
ventory E

3: https://groups.oist.jp/c-hub/classroom-communication

4: https://groups.oist.jp/c-hub/community-rules
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Featured Topic: Mental Health and Wellbeing

A high-functioning organization depends on the mental health

and well-being of all its members. Members of our universi- S !Tmm%—‘.lindi;;‘ju; personat

ty community should be encouraged to prioritize their own £ e psychology

well-being and support the well-being of our students and ' i e used

colleagues. The cumulative effects of stress, or specific acute itisfaction ~ €motions good contri

incidents can impact individuals physically and mentally. Micro- 56l relationships uk physical living
J " |

aggressions, bullying and harassment, and incidents of bias also person  important sense affect <" il

fferent " FO :
studies |jfe subjective factors i€ pupiic work

have long-term detrimental effects. Creating inclusive climates

for learning, research, and work can lay the foundation for pro- ;-,ubeing model theories accore
moting well-being. It is essential for preventing the stigmatiza- ce psychological —— . O
tion of our neurodiverse members of the community and foster- levels pOS|t|VE

ealth mental

= well-beine

people happiness

ing situations to support their needs. An inclusive environment
“embraces a view of the individual and individual difference as
the source of diversity that can enrich the lives and learning of
others” (Hockings, 2010).

What's the evidence?

The occurrence of mental health problems each year can be as positive mindsets conducive to offering a hand to those in need

high as 1 in every 5 adults. Given this prevalence, it is possible and overcoming stigmatization.
you may experience mental health challenges during your time It is imperative for universities to support and promote individ-
at OIST or you may interact with students or colleagues whose uals’ acquisition of the knowledge and skills necessary to ensure
wellbeing is impaired. Additionally, in the teaching realm, there the well-being of themselves and their peers or colleagues.

is a strong correlation between the psychological well-being of Systematic efforts to promote wellness in diverse sociocultural
teachers and the mental health of their students. Low levels of contexts such as OIST lead to greater harmony and connectivity
well-being decrease job satisfaction and performance and are between individuals, with concurrent increases in self-efficacy,
known to lead to negative educational outcomes for students, agency, self-reflection, and adaptive coping. For an excellent
such as poor performance on assessments and decreases in example of what OIST is doing, please see the Ganjuu Wellbeing
retention rates. Interventions, such as evidence-based programs  Service webpages'. They offer a full range of services related to
focused on self-care activities or awareness-raising of issues wellbeing.

affecting well-being, result in more utilizable knowledge and

Support and interventions to improve well-being often aim for the following outcomes:

e psychoeducation regarding mental health and wellbeing

e reduction or elimination of stigma for those with differences

e development and maintenance of positive mental health for community members, including enhanced self-care and
self-regulation

e increased help-seeking behaviors and efficacies

What can YOU do?

Here are four actions you can take:
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e take care of your own wellbeing (e.g., prioritize sleep, connect with others, get enough exercise)

e increase your awareness of when issues compromising wellbeing may be high in your unit or section and in the wider OIST

community

e highlight times that may compromise wellbeing by voicing them to your students or colleagues in order to raise awareness

e demonstrate acceptance and help the community more easily accept and embrace well-being-related differences

e listen reflectively to those around you

Another highly effective intervention is psychological first aid,

a very accessible skillset that can easily be learned and applied

in times of stress. It's evidence-based and widely promoted.

Although often recommended for first responders on disaster

scenes, this form of applied knowledge is directly applicable in

educational settings as well. The Johns Hopkins School of Public

Health has also created a Coursera course® on the topic.

Take good care
of yourself o

Components of Psychological First Aid

Given the emotional intensity of teaching and mentoring, knowledge of mental health and well-being in such contexts is critical. A

recent article, Hsu and Goldsmith (2021), investigates ‘instructor strategies to alleviate stress and anxiety among college and uni-

versity STEM students,” but many of these strategies are easily transferable to working with colleagues in a university context more

generally. Here is the useful chart from p. 3 of their article:

TABLE 1. A summary of the strategies that can be employed by instructors to reduce student stress and anxiety

Category

Strategy

Summary of strategy

Learning and preparing to act

Connecting with students

Building an empowering
atmosphere in the
classroom

Reducing testing anxiety

Promoting effective academic
skills

Recognize underlying mental health
challenges.

Know and promote campus resources.

Use student names.

Empathize with students and provide
opportunities for interpersonal
connection.

Use humor.

Shape active-learning strategies to
minimize anxiety.

Be deliberate when forming student
groups.

Create an inclusive and equitable
classroom.

Choose words carefully.

Reduce or modify high-stakes testing.

Perform classroom interventions.

Instill effective study habits and time
management skills.

Use metacognition.

Promote a growth mindset.

Become familiar with underlying mental health challenges, and
know how and when to refer students to campus resources if
needed.

Take steps to learn student names, such as using name tents, and
connect with students to increase instructor immediacy.

Use appropriate humor to promote a positive classroom atmo-
sphere.

Be aware of some active-learning strategies (e.g., cold-calling) that
can increase stress and take steps to decrease anxiety when
using active-learning techniques, such as structuring groups
carefully or allowing students to form their own groups.

Be explicit about promoting a classroom environment where all
students are included and treated equally; be aware of and
avoid microaggressions or language that introduces a
stereotype threat.

Build in alternate means of assessment to reduce high-stakes tests
that lead to high anxiety, or modify the structure of exams to
lower stress.

Use specific interventions, like having students write about their
anxiety, in order to reduce their stress and improve their
performance.

Promote strong learning strategies and a growth mindset so
students know they can improve.




Issue 3, March 2023, Mental Health and Wellbeing

References and Further Reading:

Doyle, N. (2020). Neurodiversity at work: a biopsychosocial model and the impact on working adults. British Medical Bulletin, 135(1),
108.

Hockings, C. (2010). Inclusive learning and teaching in higher education: A synthesis of research. York: Higher Education Academy.

Hsu, J. L, & Goldsmith, G. R. (2021). Instructor strategies to alleviate stress and anxiety among college and university STEM students.
CBE—Life Sciences Education, 20(1), es1.

Kitchener, B. A, & Jorm, A. F. (2008). Mental Health First Aid: an international programme for early intervention. Early Intervention in
Psychiatry, 2(1), 55-61.

1: https://groups.oist.jp/ganjuu
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Featured Topic: Inclusive Mentorship

Innovation, creativity, and excellence is crucially dependent
upon our ability to diversify and foster the talent pool of our
scientists, educators, and workforce across all professions. For
institutions to succeed in this regard, all members must take
responsibility to cultivate climates that are inclusive, equitable,
and allow all individuals to thrive. Inclusive mentorship is para-
mount and necessary for successful, flourishing teams, produc-
tive collaboration and communication, and continues to impact
subsequent generations of mentors and mentees. It is engen-
dered in various forms — advocacy, empowerment, active listen-
ing and ongoing communication, peer mentorship, empathy, a

What's the evidence?

Research has demonstrated that students who had a mentor
and had professors that made them excited about learning were
nearly three times as likely to be thriving and possess a strong
sense of well-being in comparison to those who did not feel
supported. Effective mentoring is highly predictive of an individ-
ual's success, and inclusive mentoring is crucial for professional
success throughout the career trajectory. It is even more critical
for women and other underrepresented populations. Studies
have shown that formal mentoring is more effective than infor-
mal mentoring: productivity is increased by formal mentorship,
and mentoring relationships continue longer and are better sus-
tained in formal mentorship situations. Yet, there is an assump-
tion that informal, or “natural” mentoring in the workplace or
research environment is sufficient. Furthermore, dyadic pairings
(1:1) of mentor and mentee are less effective and can introduce

willingness and stance to continue learning, and the important
influence and positive impact of those that can use their priv-
ilege or power to support those that are underrepresented or
invisible (Takayama, in prep.). Inclusive mentorship develops
confidence and a sense of belonging in mentees. Inclusive
mentorship allows mentors to expand upon new perspectives
and strengthen their sense of commitment, communication, and
leadership skills. Institutions benefit from inclusive mentorship
through increased sense of community, enhanced productivity,
and the cultivation of current and future leaders.

a power differential.

Peer mentoring is a highly effective mentoring practice, result-
ing in long-term impact through the creation of strong net-
works whose members comprise a diverse collection of pro-
fessional and personal experience, expertise, and backgrounds.
Peer Mentoring Circles (PMCs) are particularly effective, where-
by a group of colleagues/peers meet regularly to exchange
professional experiences, challenges, interests, and goals for the
purpose of sharing and discussing strategies or resources, and
creating a collegial, supportive community to mentor and learn
from each other. Over time, PMCs establish a strong sense of
community and members continue to support one another in
various iterations throughout their career. For information on
C-Hub's Peer Mentoring Circle Program’.
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What can YOU do? References and Further Reading:

Below are suggested best practices for inclusive mentorship. Gallup-Purdue Index (2014). Great jobs great lives. Washington, DC: Gallup, Inc.

For mentors:

. - . ;
e Collaboratively develop clear, realistic mentoring goals and strategies at the beginning of the mentor-mentee partnership. Pololi, L. H. & Evans, A.T. (2015). Group peer mentoring: an answer to the faculty mentoring problem? A successful program at a

. L large academic department of medicine. Journal of Continuing Education in the Health Professions, 35(3), 192-200.
e Collaboratively develop clear and transparent communication goals and processes.

e Provide constructive feedback. . . .
Kuhn,, C. & Castafio, Z. (2016). Boosting the career development of postdocs with a peer-to-peer mentor circles program. Nature

e Establish accountability and regularly review progress on the mentoring relationship. Biotechnology 34(7), 781-783
iotechnology , 781-783.

e Listen actively and intentionally.
e Be aware of your implicit (unconscious) biases. . .
. o Lee, A, Dennis, C. & Campbell, P. (2007). Nature's guide for mentors. Nature 447, 791-797.
e Create an environment of trust and respectful, open communication.
van Emmerik, 1.J.H. (2004). The more you can get the better: Mentoring constellations and intrinsic career success. Career Develop-

For mentees: .
ment International 9, 578-594.

e Actively collaborate in the identification of realistic goals.

Cl ication.
¢ ear communication 1: https://groups.oist.jp/c-hub/peer-mentoring-circles

e Identify your mentoring needs. = E.!

e Build your mentoring networks/constellations. =

e Listen actively and intentionally.

e Be aware of your implicit biases.

To learn about C-Hub's past symposium on Inclusive Mentoring, visit this page?.

2: https://groups.oist.jp/c-hub/event/inclusive-mentoring-mini-symposium-2022

2023 Faculty Excellence in Mentoring Awards

Congratulations to Professor Filip Husnik, the 2023 Faculty
Excellence in Mentoring Awardee, and to Professor Christine
Luscombe, Honorable Mention Awardee.

The award honors OIST faculty who have demonstrated a sus-
tained commitment to engender effective mentoring relation-
ships, and their ongoing efforts to cultivate productive, inclusive
research environments. Sponsored by the Faculty Affairs Office,
the award recognizes the paramount role that inclusive mento-
ring plays in the professional development and career advance-
ment of OIST students, postdoctoral scholars, and research staff,
and the lifelong impact of excellent mentors.

To read our awardee citations and to learn more about the
award, visit our Faculty Excellence in Mentoring Award Page®.

10 11
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Featured Topic: Teamwork

Effective teamwork depends upon inclusive communication, on-
going attentiveness to team dynamics, and a collaborative focus
on team goals. Importantly, high functioning teams are charac-
terized by an active commitment to understanding and valuing
the diverse experiences, expertise, and perspectives that each
member brings, together with awareness and accountability to
power and bias. Three key structural elements that characterize
the evolution of teams include:

What's the evidence?

e interdependence (e.g., as determined by the nature of
the project or goal-oriented process, the manner in
which goals are defined, shared, and achieved, and the
way performance is assessed or reviewed)

e team dynamics (e.g., processes by which goals are com-
pleted, attitudes, and adaptation to change)

e team boundaries (e.g., as defined by organizational
structures, self-identity, or the perceptions of other
members)

Insufficient attention to these core elements precludes team
creativity and productivity (Hulsheger et al., 2009). Teams in
which individual members act independently to solely satisfy
job requirements, or without seeking feedback and connections
with other lab colleagues do not function at their highest po-
tential (Salas et al., 2015). Even when there are good intentions,
poor interpersonal skills can exacerbate these structural issues.
In addition, when organizational “veterans” (those who may
have been part of an organization for a significantly long time)
are less receptive to the ideas or contributions of newer team

What can YOU do?

members, it can be difficult for the entire team to fully benefit
from new opportunities and strategies. Leaders of teams play a
critical role in transitions through a demonstrable commitment
to inclusive leadership, accountability, and the refinement of
team processes (Salas et al., 2015). Through active listening,
clear and transparent communication, and ongoing effective
feedback, team leaders (together with their team members) can
cultivate a climate that engenders a highly functioning team
and a caring and respectful culture.

Here are best practices that can enhance teamwork:
At the individual level
e be aware of your own biases and assumptions

e suspend judgment to allow team members to feel comfortable voicing their thoughts and to promote the exploration of new

or challenging ideas

e increase awareness of the need to develop expertise in teamwork-specific skills to complement technical or domain-specific

expertise
At the team-management level

e develop parameters for clear, ongoing communication

e set transparent expectations for managing conflict, including what strategies will be adopted

e build deliberate reflection into team practices (such as team meetings and routine tasks)

o clearly define each team member’s roles and responsibilities while remaining flexible

12
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At the organizational level

e ensure diverse representation that authentically allows for the contributions and leadership by underrepresented groups
e establish a context for teamwork in the organization by including it as a consideration in selection criteria and meaningful
performance evaluations
In teaching
e avoid traditional transmissive teaching styles
e in favor of project-based, inquiry-based problem-based, or case-based approaches that require group reflection, which help
students and others acquire teamwork skills (these approaches should be carefully scaffolded)

References and Further Reading:

Benishek, L. E., & Lazzara, E. H. (2019). Teams in a new era: Some considerations and implications. Frontiers in Psychology, 10, 1006.

Hall, K. L., Vogel, A. L, Huang, G. C,, Serrano, K. J., Rice, E. L., Tsakraklides, S. P., & Fiore, S. M. (2018). The science of team science: A
review of the empirical evidence and research gaps on collaboration in science. American Psychologist, 73(4), 532.

Hulsheger, U. R, Anderson, N., & Salgado, J. F. (2009). Team-level predictors of innovation at work: a comprehensive meta-analysis
spanning three decades of research. Journal of Applied psychology, 94(5), 1128.

O'Neill, T. A, & Salas, E. (2018). Creating high performance teamwork in organizations. Human Resource Management Review, 28(4),
325-331.

Salas, E., Shuffler, M. L., Thayer, A. L, Bedwell, W. L., & Lazzara, E. H. (2015). Understanding and improving teamwork in organiza-
tions: A scientifically based practical guide. Human Resource Management, 54(4), 599-622.

Thayer, A. L., Petruzzelli, A., & McClurg, C. E. (2018). Addressing the paradox of the team innovation process: A review and practical
considerations. American Psychologist, 73(4), 363.

Vogler, J. S., Thompson, P., Davis, D. W., Mayfield, B. E., Finley, P. M., & Yasseri, D. (2018). The hard work of soft skills: Augmenting the
project-based learning experience with interdisciplinary teamwork. Instructional Science, 46, 457-488.
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Featured Topic: Allyship

In celebration of Pride Month and our LGBTQIA colleagues, this
issue of the C-Hub newsletter throws the spotlight on allyship
as a tool to support and respect all the members of our diverse
society. The spirit of allyship reflects the core values of OIST. See
a description of those values here' on the OIST website.

Allies affirm the identities, contributions, and voices of those
who are minoritized. They advocate for and empower those
who are subjected to microaggressions, biases, and inequities.

What's the evidence?

They can directly or indirectly dismantle microaggressions, bias,
and bullying. In so doing, there is also a potential opportunity
to educate the microaggressor while affirming the identity(ies)
of the affected individual. We each have the ability to learn how
to practice allyship to foster an institutional culture in which
every individual has a strong sense of belonging and is able to
thrive as their authentic self.

Allies can directly address systemic prejudices and unconscious
biases and step up to act and provide an example for other by-
standers (Coker et al., 2015; Midgett, Doumas, Trull, & Johnson,
2017). Confronting prejudicial attitudes (e.g., statements that
exhibit racial or gender bias) directly is of primary importance
(Smith et al., 2018). Moreover, addressing these injustices can
be most effectively achieved without being aggressive (Hyers,
2010). Those who are confronted can become more reflective
and therefore will be less prone to exhibiting the undesired
behaviors or language in the future. At the same time, by-

What can YOU do?

standers can become more responsive in the future when they
witness microaggressions; at the same time, they may develop
a self-awarenss of their own implicit biases (Blanchard, Lilly,

& Vaughn, 1991; Monteith, Deneen, & Tooman, 1996). Allies
contribute to building an inclusive and safe workplace envi-
ronment for minoritized individuals to enable them to be fully
participatory (Law, Martinez, Ruggs, Hebl, & Akers, 2011; Wes-
sel, 2017). Allyship thus leads to increased levels of well-being
and a strong sense of belonging in the organization (Lloren &
Parini, 2017).

Here are seven suggested actions for you to take to become an ally:

e become aware of and understand the mechanisms that cause discrimination, including your own potential biases, prejudic-

es, and beliefs

e learn how to talk about issues and experiences faced by minoritized groups and individuals

e educate others and encourage them not to be bystanders or ignore prejudice by engaging in acts of affirmation

e support anti-discrimination publicly, including confronting those who perpetuate prejudice in their words and behaviors

e become part of a peer-mentoring circle to further increase our understanding of our diverse identities, experiences, and

perspectives (more information on C-Hub's Peer-Mentoring Program here?)

e take Harvard's Implicit Association test (link to the test in English here?; link to the test in Japanese here* more information

about the test check here®)

e participate in C-Hub’s upcoming workshop, “Microaggressions, Implicit Bias, and Allyship” this summer. Exact date to be

determined, but please watch for future announcements.
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References and Further Reading:
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We are pleased to welcome our new Program Director for Diversity, Equity and Inclusion, Kristin Macapagal, and we are excited to

amplify our content on equitable practices and professional development through the C-Hub Spotlight. Please check out future

issues for updates from the Office of Diversity, Equity and Inclusion.

Featured Topic: Building Community

“We are in community each time we find a place where we be-
long. The word belong has two meanings. First and foremost, to
belong is to be related to and a part of something...The second
meaning of the word belong has to do with being an owner.

To belong to a community is to act as a creator and co-owner
of that community.” — Peter Block, Community: The Structure of
Belonging

Think of a time when you felt a sense of belonging in a group.

What's the evidence?

What were the dynamics or characteristics of the group that
created belonging?

Think of a time when you did not feel you belonged. What was
the difference between the first instance and the second?

In these times of stress, over-commitments, increasing isola-
tion, and loneliness, it is important for all of us at OIST to think
and act intentionally about the inclusive community we build
together.

Humans intrinsically seek connection and belonging. The need
for social acceptance and inclusion by others is so strong that
we experience social exclusion similarly to physical pain (Mac-
Donald & Leary, 2005). When we feel isolated, our desire for
social connection registers as a craving response in our brain
similar to hunger (Tomova et al., 2020). Loneliness can lead to
adverse physical and mental health outcomes (Hawkley & Ca-
cioppo, 2010). Feeling connection and belonging in a commu-
nity is tied to our sense of identity, leads to greater happiness
(Cramer & Pawsey, 2023), better health outcomes (Michalski et
al., 2020), and improvements in workplace performance (Ger-
lach, 2019).

Universities and other organizations tend to focus on the needs
or interests of majority populations. Marginalizing or under-
mining the needs and experiences of those that are minoritized
results in “deficit model” thinking. Research has shown that
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eliminating a deficit model approach to support has the great-
est potential to remove deeply engrained feelings of unbe-
longing, ‘otherness’ or 'imposter syndrome’ (Pedler et al., 2022).
Accessibility, or lack of it, has significant and perpetual impact
on feelings of belonging and inclusion. A greater awareness and
understanding of neurodiversity and a universal design-cen-
tered approach has profound impact on an institutional culture
of belonging.

Belonging to multiple networks, like different groups of friends,
clubs, or affiliations, contributes to self-esteem (Jetten et al.,
2015). Researchers suggest multiple pathways to belonging
(Hirsch & Clark, 2018) include both deep relationships and
smaller positive interactions with acquaintances that can im-
prove sense of connection and wellbeing (Sandstrom and Dunn,
2014).

Issue 7, September 2023, Building Community

What can YOU do?

For team leaders

e Be aware of your own assumptions or biases, which can perpetuate homogeneity at the cost of diversity, innovation, and
creativity.

e Learn about inclusive design thinking so that content, communications, and practices across the university are designed to
create equity by accommodating accessibility needs.

e |dentify and validate team members’ experiences, strengths, and expertise, to allow everyone to understand why they matter
to the group'’s success.

e Facilitate connections between new team members and people who will be important to their work to help them feel sup-
ported.

e Identify how you want members of your team to feel about their work so you can align your actions.

e Create facilitated opportunities (e.g. workshops, retreats, etc.) for your team to articulate what kind of lab or work culture
enhances belonging, communication, and collaboration, and identify specific actions everyone can take to co-create the
culture.

e Create informal spaces where people can get to know each other outside of professional responsibilities.

e Set up a consultation or coaching session with C-Hub for community-building practices for your team.

For everyone

e Think about how you can help co-create the community where you and others feel belonging in your group.

e Be aware of your own assumptions or biases and consider whether you tend to gravitate only to those who are more similar
to you.

e Invite people in your network to lunch/coffee, a walk on campus, or an informal chat to discuss an idea. Although people
may have busy schedules, people appreciate the invitation and may reciprocate in the future.

e [f you are not sure if someone is feeling disconnected, check in with them. You can also reach out by noting their expertise/
experience in relation to a specific topic and your interest in asking them for their input or ideas.

e Set up a consultation or coaching session with C-Hub.

e  Start small: community can be built one connection at a time, one small group at a time.
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Featured Topic: Stress Management

People across the world increasingly report stress as a major
health concern, with 62% surveyed from 31 countries indicating
that stress impacted their daily lives at least once in the last
year and 39% sharing that they took time off work due to stress
(Stinson, 2023). Stress can come from a multitude of sources —
from living situations, family, finances, deadlines, relationships,
work, uncertainty, and what is happening in the world, to major
threats in your community like violence, disease, and lack of

What's the evidence?

Stress developed in our early ancestors as a fight, flight, or
freeze response to threats, where a series of physiological
reactions occur that allow us to react quickly and stay vigilant.
This includes a flood of stress hormones and responses like
increased heart rate and muscle tension, which occur almost
instantaneously without us noticing (Harvard Health Publishing,
2020).

While this is a useful mechanism that helps us survive, our
brains also activate this physiological response when we are

in situations that are stressful but not life-threatening, such

as traffic and workplace conflict. This contributes to chronic
health effects like high blood pressure, muscle pain, anxiety,
and depression (ibid). In a university setting, the frequency of
stress and associated conditions of depression and anxiety are
high (Asif et al., 2020, Jayasankara Reddy et al., 2018), due to
factors like academic and professional pressures, extracurricular
demands, family expectations, and sense of self-worth (Kadison
& DiGeronimo, 2005).

opportunity (World Health Organization, 2020). Stress also
accumulates from ongoing subjectivity to micro- and mac-
ro-aggressions, resulting in increased disease risk and more
direct effects on health through impact on biological systems
engaged in the stress response (Mays et al., 2007; Harrell et al.,
2003). While there is no single solution to minimizing stress,
you can create supportive habits and conditions for yourself
based on what you uniquely need.

The effects of stress are magnified for people with marginalized
identities in an unjust society. Women are more likely to report
that stress has an impact in their life (Stinson, 2023). Over time,
a repeatedly engaged stress response wears on the body, plus
the "high-effort coping” of withstanding daily inequity (Geron-
imus et al., 2006) and microaggressions (Sue et al., 2007) leads
to a cumulative deterioration in the body’s health and systems
called allostatic load, which disproportionately affects people
experiencing inequality due to race, gender, sexual orientation,
and poverty (Geronimus, 2023).

While systemic changes are necessary to promote overall pop-
ulation health, there are actions you can take at the individual
level to cope with stress. Allies and mentors are also critically
important to support the mitigation of the harmful effects of
stress.
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What can YOU do?

In-the-moment stress interventions

e Notice and name what you are feeling to ground yourself, then connect to what you feel in your body. This guide from
the World Health Organization (2020) gives illustrated instructions’.

e Take a break. Even if you are under intense deadlines, research shows that giving your brain a break can help you regulate
stress and improve performance. (Rees et al., 2017)

e Go for a quick walk or other movement.

e Go outside. Enjoying views of nature can help regulate stress.

e Connect with people who make you laugh, or feel at ease, and allow you to be your true self.

e For allies: Practice allyship, microinterventions, and microaffirmations to support those who are subject to ongoing micro-
aggressions (stay tuned for C-Hub’s workshop on addressing microaggressions)

Ongoing interventions

e (Create systems and habits to support you in the long term such as healthy eating, exercise, and adequate sleep where
possible.

e Ask trusted people in your network to be accountability partners for maintaining these habits.

e Remove notifications from your phone for social media and email to limit distractions and exposure to news, which can
increase stress. Even if you still want to check them, be intentional about setting aside one or two times per day to check.

e Identify your locus of control. When major tragedies occur in the world, this can lead to stress and helplessness, but iden-
tifying what you can control and how you behave in a way that aligns to your values can help you regulate your emotions.
(World Health Organization, 2020)

e Stress-reducing practices that center culture and indigeneity can be more effective than Western interventions for indig-
enous groups and minority culture populations by stimulating further cultural continuity and connection (Aker et al., 2023;
Auger, 2016; Kirmayer et al., 2003)

o Identify an activity you love and dedicate time to it. Refueling your positive energy can help you maintain resilience in
the long run.

e Seek professional counseling or therapy. Having an ongoing space to process and talk through your experiences with a
professional is one of the best ways to maintain your mental health.
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Featured Topic: Disability

“A Disability Justice framework understands that all bodies are
unique and essential, that all bodies have strengths and needs
that must be met. We know that we are powerful not despite
the complexities of our bodies, but because of them.” — Patty
Berne, “Skin, Tooth, and Bone — The Basis of Our Movement Is
People: A Disability Justice Primer”

The term disability evokes various connotations for differ-

ent people. Davis (2016) writes, “To understand the disabled
body, one must return to the concept of the norm, the normal
body...I would like to focus not so much on the construction
of disability as on the construction of normalcy. | do this be-
cause the ‘problem’ is not the person with the disabilities; the
problem is the way that normalcy is constructed to create the
‘problem’ of the disabled person” (p. 1).

Some of the most commonly held perspectives on disability are
the medical model and the charity model. The medical model
of disability focuses on a “problem” in a person’s body as the
source of disadvantages experienced by the person (Goering,
2015), with the implication that the “solution” is a treatment,
cure, or ridding the person of the condition. The related char-

ity model of disability presents people with disabilities” as
victims, highlighting people without disabilities as helpers
rather than focusing on fostering autonomy for people with
disabilities (Retief & LetSosa, 2018). These models regard dis-
ability as negative, leading to interventions that disregard the
agency and humanity of people with disabilities (ibid) and also
contribute to microaggressions’ (ActiveMinds et al., 2023) that
commonly associate disability with insult.

By making an effort to recontextualize our framework on
disability to the social model and human rights model, we are
actively moving toward a more inclusive worldview. The so-
cial model of disability focuses on identifying and changing
environmental, structural, and attitudinal barriers to foster
more inclusive societies (Goering, 2015). Building on the social
model, the human rights model of disability (United Nations,
2006) also identifies societal barriers but centers people with
disabilities as the primary decision makers in their lives and
acknowledges the real impact of impairment in daily life (Dis-
ability Advocacy Resource Unit, 2019).

(D "Person-first language” or PFL (example: people with disabilities) was popularized with the first major self-advocacy disability rights movement in the USA in the 1970s

as a tool to emphasize the humanity of people who had commonly been labeled as “victims” or “patients” (Wooldridge, 2023). In recent years, some disability activists

argue that PFL implies a stigma around disability and distances people from an integral part of their identity, offering “identity-first language” or IFL as an alternative

(example: Disabled people). Using Disability with a capital "D" signifies a “collective cultural identity” and is a “political description of the shared, disabling experience

that people with impairments face in society” (Disability Rights UK, 2012). Both PFL and IFL are commonly used, but a best practice is to ask individuals for their language

preference rather than assume.

What's the evidence?

Disability encompasses a vast range of conditions and life ex-
periences, with types of disabilities including learning, physical,
intellectual or developmental, neurodivergence, chronic illness,
emotional, mental health, and behavioral disorders, and so on
(Nakamura & Tilton, 2023). Disability can be present from birth,
or it can be acquired (ibid), such as a brain injury or loss of hear-
ing later in life. Disabilities may be easily noticeable by others,
such as conditions requiring assistive devices, or they may be
non-apparent (ibid), such as diabetes. Given the tremendous
diversity in disability, what people need to be able fully partici-
pate without barrier — commonly referred to as access needs or
accommodations — varies depending on the individual (ibid).
People with disabilities represent 16% of the world's population
(World Health Organization, 2023), and they are overrepre-
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sented in STEM fields (Wei et al., 2013). Science has benefited
from the contributions® of this community. A significant bar-
rier to employment in STEM higher education includes finding
employers with disability-friendly policies, adequate health-
care access, and finding an understanding workplace culture
(Handforth & Mellors-Bourne, 2020), particularly in productivity
expectations and working hours that contribute to fatigue (Pain,
2017). Additional barriers include employer hesitations in hiring
people with disabilities, unconscious bias, and discrimination
(Domzal et al., 2008).

We are coordinating a centralized effort to support disability
accommodations across OIST. Further information will be forth-
coming, but if you have any questions, please contact us at
C-Hub@oist.jp.
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(@ Distinguished scientists, engineers and mathematicians with disabilities include Farida Bedwei, Temple Grandin, Stephen Hawking, Dorothy Hodgkin, Edwin Krebs,
Sang-Mook Lee, and John Nash, Jr

What can YOU do?

For people with disabilities

+  Connect with OIST's Society for Neurodiversity'

+  Browse Ganjuu Wellbeing Service's resources’ for neurodivergence

« Familiarize yourself with your legal rights and accessibility support systems where you live.

« Ask your company, university, or organization about their accessibility policies and practices.

« Connect in person or online with others in the disability community who may have similar experiences as you and exchange
resources, learning, and solidarity.

+  For more actions with links, please see the online version of this newsletter on the C-Hub website?

For both allies and people with disabilities

+ Join the C-Hub Inclusive Communication Symposium* March 7-8 and attend the keynote address by Dr. Kana Grace®, a
multiply-neurodivergent advocate, researcher, and specialist mentor of neurodivergent people

« Learn more about different types of disabilities and accessibility needs by reading, listening, and engaging with articles,
podcasts, and resources produced by different disability activists and organizations.

» Notice how public places are (or are not) designed for different types of accessibility: parking lots, restaurants, grocery
stores, shopping malls, schools, toilets, parks, playgrounds, sidewalks, and so on.

 Increase effectiveness with inclusive practices in meetings, such as the “Inclusive Meeting Guide” from the Harvard Office
for Equity, Diversity, Inclusion, and Belonging (2023)

«  For more actions with links, please see the online version of this newsletter on the C-Hub website?
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Hockings, C. (2010). Inclusive learning and teaching in higher education: A synthesis of research. York: Higher Education Academy.
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FIETEEBA (Salas et al, 2015 ), EBNHoELTE. S AR
BROAFIMENGEICE ISUEENZREE B IE 3R 6
MABYET, i B0 RT3V BH0— 8 ThrHmN'E
LKRWA) B FLWF-LXYN-0OTAT 7P EEEZ (T ANIK WS

A F- LB BB PEIRN S+ CRBEZ(FRIENE# L
BBZEDHYET, F-LDU-F =L AVIN-VT BT -y T 5%
B - WREE. F-LTOCADSRE (LT 2RIV MAY M@
T EABEECBITHICEELREENZIBVET (Salas et al, 2015),
EBAERS, BARE CEBAMOR W\ II1Zr -3y $hRNET-F
NI OBEBL T, F-LU-Y - (F-LAYN-EEBID). EHkaE
BF-LEBWPYLBRISHEEEX b2 EAHITRALZBTOIENTE
20TY,
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SBNSTEEERERSIE

F-LI-0%BmHZIHOHREH]
o BAO/MTA-RBEP (APERIINTZ) BEFRBAH - BIRICK I
o EFPROLTEDOERES AL FEHLWTAT7OHhE - REEZESITAT 7 OERERET B0, L2 EN
o FHTOERICEHE LEEPIMEERT I B0, F-AT-J([CRHMLLEEPMIAMREE B (O30 BEHERH TS
F=LIFIAV LA Tl
o BARECIMEMARIZIZT-YavERIZEELAERTS
o CDESBEIEEIRINEED. AHBEROIIEZER - [O#T2EHORELRAGELZRETS
o F-LADFEE F-LI-TAVICN-T4VT7-0RE) (ERNERAEESEHIAND
o BAYN-OEBNEEEERRFECL. MOFTEICHIGT S
HHEBLAITE
o BRICKVEIMEINPTVWALDNEBRE)-Y-IvTE2BRICEKELPTVLD ., ZHRAERERERERTS
o FoLAD-UEEEREPEBIMCBI2EELERFHELTEDRILICLY, BRELCBIZ2F-LAT-INREPT VNRIELZH
293
BEWTE
o ERNREEROREIYI AT, TOVII M BRE, MER LR T-ARITARE, I -TTOEREHELTZTI0-F%
RAL ZEPHOADNTF-LT-IAFNEBBTERLICTE (CN6OT7TO-FI, EEICT EEETIHENHS)

SE NI CREAEER
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TIATy7T

SBOLEYY : TI3M4I9T

T34 AR LGBTQIA OfFEEEZHRLT. S A STEZHEEHES
DINTOAYN-EXBLEEI31200V-)ILELTO [T31V9F] (2
ARYRIAELETES, PIM1YvTOEM#E. OISTOIT N1 52K
BLTWES, (OISTOITFNAYI-[CDWTL, R-LR-I ' 2IB 1<
ZEW,)

P NAIVTADANL DTFATITA4T1. Bk, BREEELEY,
NA17077Lyyay RR. FAFICISSNTWS AL EHEL. hE

P RIARHD

523 <ELELES, Y7077y Y3V RR. WhHEERER
(C. BULISFEHERICERYBR LS BT 6E3NTELET, 2598IET &
BEZUTLBAOTATYTAT1EEELEN G N1707 T Ly -%
HEIIREEHYEET, IREER —ADEUNBNREEHER
5. HENEROBE AL LS RETSZEBMLEBTORHIC, 751
YTOERES FEFVEBIENTEZDTT,

TIA(F B IS B SN LB E RS CEREOR R CEENLL,
TEERILTEOESRE CEHERIEHICHHFIENTEXT
(Coker et al., 2015; Midgett, Doumas, Trull, & Johnson, 2017),
FIE—ILTIMMMRROBREE (FIZRE AEVPERNORRERT
FE) CEEILSADNIENBETHY (Smith et al, 2018), I5(C,
INSOTIAIZEBTREITRADIIGIE WENCHESTEEHMRNIC
ERTBIENTEET (Hyers, 2010), 7IMICEYUIRREEZ AL,
ZOENFICEYRBICHEBZIENARFTEB LD AL THEYR
RICHELSETCOITHVPESHERETREESIILICRYET, [

SBANSTEEERERAIE

BICABDOANCE>TE FRNI707 Iy yavE B8 LEEEL &
VBUKICRISTERLICHRYEFT, F. BV EEOBRORREZE
ATBLIICEZMEBEAF TEENELNEEA (Blanchard, Lilly, &
Vaughn, 1991; Monteith, Deneen, & Tooman, 1996), 731 (. 4
BURD A 42 DEIBICEVNTLoMES I - BRETERLSI. 1VTI—
VITRELGEBRBOBEICEMULET (Law, Martinez, Ruggs,
Hebl, & Akers, 2011; Wessel, 2017), &oT, 731V FEVIILE-
1V 0OR ELHEBICET2RVNBEERICOBNZDTT (Lloren &
Parini, 2017),

ZITR BRINTIA(CHBHD 7 2OTIY3IVERELET ¢

. BOBEOBENGNMTARR. EREE0. Z5%5|SRITANZALCTIE, BRTZ

o NAIUFADTN-TPEANEET ZREPRERICOVNT, EOLSICEBEICTRENERS

o ABOAEHBEUERERLIZILICEO T EBRE YRR EEELEYLAVNSSRT

- RREZHESHZSHCIEANIAY, REFIODEBENNICZIFTS

o U7 XVHUITY-DWCEIL. ZREEBTATITATA R EANOEREREDS (C-Hub OETXYHYYITOIIL* S5R)

«  N\=I\=FXZ0 Implicit Association TANEF(32 (FEEDTAL . BAEOTAN . TAMIDWTOFEAR *)

- IZOE.C-Hub MBS 37-7vavT [N17077Lyyav AVTUDYh - KHMTA ZLTTPIAYT] LB NS 3 (ERERBREER

ETIH, SHDEMEBHELEL)

N
o
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SZ Nk BEEER
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stander intervention to reduce interpersonal violence among college students across three campuses. Violence Against Women, 21,
15071527.
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1: https://prp.oist.jp/ja/policy-library/1.3

2: https://groups.oist.jp/c-hub/peer-mentoring-circles
[ETHEE

o

o]

3: https://implicit.harvard.edu/implicit/selectatest.html
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AZ2=T1DEE

IR - RIEM - AVIN-I3AVBHOTOISL - TALIT— TURTAY - NANBIHFHICHEL. C-Hub ARY 51 hEBLTRIELREE
ET071YY3FIVEENBRICBET 2TV T VYABTTRLTWZELRYE L, ZHRIE - RIEM - (VI -I3VBEATANGR S URERE

LTWEXTDOTHELA,

SAOREYY : AZ1ZT1DEE

(B2 0OBGMERHT IR ALEEEBREORICWVNG, AET
3 (Belong) E WIS ELZ 2 DOEWNHZ, £TE—ILAETS
EWS LR AANCEIRL. ZD—ETHZELWIZETHS (FRE) AF
EBISEVIEEDE_DERIE. FTEETHIEWILLBRN'HS,
HEFICETEEWI L ZORRFDRIEE D—ixziB L\, &
FIEHELLUTEIT 2L THB] E~F~ - TOYY Community: The
Structure of Belonging

SBEN TBAEIOTN-TIBLTWS] LWIREREZGONLERE

BWENTTE, BEEHZEAEULEFAONFPR-IAT
Lfeh?

F. [C2CEBEDOBBFANGEN] ERUEHFOIEEBVENNTL
W, RYIORERE. 202 BEBOT-ADEWNIFATLED?
ARVARIZTY AV ME AL, IS P IRDIE AAHEN ZEHRCH
WT. OIST WIS TESIMEENHCEE LIFR1V0)-YT 031
ZTAIOVWTERMICER, TETRIENEETY,

FEFRIIRHD

ABEAREROOENYPIZBEROTVET, HENSHRMNICZET
Ao, RAELTEBIN TV EVWE WSARKIFIES 2@ AFHE
2P ZE B ENEREERICRRTZ2ENHYET (MacDonald
& Leary, 2005), MImzRELBE B DIEAYERH IR
BRICUBE RIS LTNIZEE 8k&n (Tomova et al, 2020) ., #I# (&
SRR - B REIRECERELZRFT AN ERIN T
9 (Hawkley & Cacioppo, 2010), JI1ZT1DDOHAYPIRE=H
ERLBIEIE REBOTATYTATADRELIETOVNTEY, LUKE
133218 (Cramer & Pawsey, 2023) ., &Y R WMEEIREE (Michalski
et al, 2020) Z67=50. B EOKRZ £ (Gerlach, 2019) Z¢
NN TVNET,

KEPLZOMDEBTE. ZHEROAN L DZ-AVCELICEREZLTH
5TIN, PERTHEIA L DZ-XPIRERZERA LY, Bik{bStf
YFBIEE. [RIBET IV deficit model] #9BE GRIE : #2PHE
BIEE - AHITIIE HREHEBVEARADB ARV, TLADE
BILRIENHZEHBIREEEALRE) ((DBNBEREEZZAT

42

WEY, FARICKY, (JZ2Z74RT) XBEREITIRICXMEET
WHBIRELET TO-FEHERT BEN SRR VBN, £Z2FH
THBIREPIYRAT-EREEIYBR<BR KD A BEMENH B EN R
INTWET (Pedler et al, 2022), Fiz. MBRICHIZTIEIEUTAD
BERAVN-OREEHLAVIN-VTINORERICEAN DM
WA EERELTVET, S6ICHBRICET2Z1-051N\-2 71 (4@
BEZHM) AOREPIZN-YITHIVRL0T7TO-FICX T 25
FEEBERHDZIECEY BBANOREXLICKEREEEE5RS
ZENTEBDTY,

REZRANIN-T. 757 mMEBRHROLS BERORYI-JICHTE
T52LEF BEOPEEICRWEEESZBIENHLNCEITVET
(Jetten et al, 2015), Fiz. AREELE. [FIETS] LWLl
BEHOBREWIHY (Hirsch & Clark, 2018) . SFWARRERIIES
BADZE, BRZHMAEDLBRIEVNE ERRISRICEY., HLIEBRYE
DEMNYPVINE-M VT OREEER LSt 2BERIEOmANEENST
tERRLTVET (Sandstrom and Dunn, 2014),
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SBNSTEEIERERSIE

EEBOGE

B2 BEBORBVAHPREN, ZHME. B, BLEHZERHCL. AEEE KRS I3ATRECEREILS
TIEIVEUTAOZ-RICHETBIE T KEEEOIYTYY, 13125 -vay REARNEMEEHH T ESCRFTFINELS 1VT)-
VT THAVBEOVWTES

o FoLAYN-ORER, EH BEFIMBEFEL. ZNERILETZIET. I -TORII—ADEYDNEETHIERELENERTES
£31293
A NR-PYR-FENTNBERELENBLSC, FIAVN-DHEBICL>TEEBRALBEFAIN-LDDBNUERESE S
F-LOAYN-CBRTEEDEEIDOVTEDLILGTIFS - BRETHEE>UILLWIEBEREICIER . BERE LB DITEIZ—ESE 3
QLS BAREVCEE XMLARBRS. 13127-Y3y, ISRL-Y3aveahaNaBRECL. 20X ba AT 20[C2 8N TES
BHRMBITEERES 200 F-LT-IMEESNIES (D-7Y3av T UN-FRE) 23%(35

o HELOEBLNTESEVEHMBIENTERLIG, AR BIHERTE

o F-LOIZTIZTAFEK - REOESHIC, C-Hub OIVHILT-Y3aveI-FoJtyyavEERT?

2TOA :

HBBEPHOANEEN [COTN-TO—ETHZ] LIRBEE#HZELUONZLIBIIIZT(OERANIEIC. BONEDLSICEBTEZD
EZ3

« BAOBLWAAPRREZERL. BH LU AR ICENNBERNBEVIMEETT S

o RYRI-TADALESIFPI-L-CF Y TV INAREHRS LY, TAT T OV TELEI DO AR BF vy F 7T LS,
HEFEZICHEATI1-NEEITWELTE, HBRIOBRFICEH L. HREHROTTO-FaL TN AIREENHAYET
BAEOHEN RGP ZELTWINELNBWERUEE . ZOR AT FEE R A D, HEDONYI(CBET2HEFOFPIAGH -
BB BROPTATT7ERDBIEICEKEANHZIEEEA T RRBBERZI LTSRN
C-Hub @IVHINT-v3ay0I-FUJyyavEfRT 3

o INEKEADD P DT1ZTAE —EIL—D0 BN —EIL—D2DNIN-TTCELIENTEZHBERZA T NSBATY T2 B HH T

SEZ N EEEER
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SADRYY | ARLATRIAY b

ERATANAZRRE LOTERBEEHLLTRETEHINMEXT
BY. 31 NEORAETE 62% OEZFENBE 1 F£RICHBLEE 1
EEASVAN B BEFICHEESAEEEL, 39% PAMN DT
DICHEFEARALLEEZLTVEY (Stinson, 2023), ARLAIR, 45F
RIR. Rk, b2, B ARBR, EF RRAOTHER M, it
SRR TERSTVWIREN L. & - AR BRPE BRLEINEG
WELW Bt ROAREZHERBELT, ZLORADNSELS AR

HYET (HERREES WHO. 2020), ARLAREE. #itfhyaE
BENSN170-T7ILyY3ay NJ0 - TILYYIVALERIN, Z0
BEREBIAIMERL, ANV ARIGICE ST 2EYFRI VAT LN
DEEETBL T RRICKVERNBHZEERETLOLBYET (Mays
etal, 2007), ARLAER/NRICHIZ BHEIS AR ARREIZBVEDD,
—ANUEYTBED B BIHELEZ- AL, BoEYIR-FI2E
BOREEEYETIENTEZNTT,

PR HD

ARLAR, BEUCH T BRI, hiE HYDEDRISELT, F4 OF)
HADEBEDOERICFELEEDT, L5 REIRIGL. ERERS
BWHO—EQEBHRETT, ZOFCEASVARILEYDREL
BLEECDABOBMPHADOEREVSERIEFEEN. I\
ERISERINEVWIEICEFEALEREICRI>TWANDTY (Harvard
Health Publishing, 2020)

INEREENEZL VR OB REANZALTIA, FzE0R (.
KB CRIS TOERLEE, AV AGH A I BIR ISR AR
BANELECE, COEBRISEEECIETVET, Ihi' &
. B, RR. I3 DLV RIB MR B RRADEEIIOEADST
WBDTY (AF). KFLVWIRETE HEPEZLOTLY Vv,
BAFBSNOLENE. REOHF. BELBREDERN S, Ak
VADBEEPLZNICHI I DPRROREN S L (Asif et al, 2020,
Jayasankara Reddy et al,, 2018) £ EHNTNET,

REENEEI AR CENTOBNTFHEINETATYTAT1%&:D
AL CEPT APVADFEEFSVIEARLET, BIZIE ZHEEAMA
NAELEEEEZTVSEIRETBEMAEL (Stinson, 2023) &0
RENHYET, APVAREIEYRLIEIZIET, BRAEDICON
TERIEERL, S5(CH 4 DFRAIE (Geronimus et al., 2006) PY
1707J0v¥3aY (Sue et al, 2007) [CTRZZE WS [EBHDZ WL
=] 7ORT1vT & (allostatic load) &FEIENARERE 5 A4
BEORBHBICOEAY, INIIATE, YIVF - HRiEHE. BREIC
FRRFEERBLTVBAL (CHL T AR E R EER(EF
LTW3 (Geronimus, 2023) ZEH D2 TVET,
ERLROBELRES ZHCITEBHNEEMNBETIN, AR
ACKNT BFHIEALNITTERITEIEDYET, AL ADEEZE
BRI BDICE. KA ELEBITIICIBEEEB(CEELRHFERD
T,
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SHNMSTERRERAE

ZDIZTOANL AfEH %

. BB MHMICEMOWEREE (grounding)] ZRASE S50, BADNGTRELESTWBRIEPRIFLICRIE, ZOIRREICEFT
O ZLTEDDEFETRUTNRIL LUV IIBTHELLD, HRBEEE (WHO) OZOAMR " (2020 FhR) £, RIBAYTH
BRELTVWEY

o REEED, EXBLWEDTIYISEDN TV EELTE, IR EE S5 ZBIETAR AN AR IN, NTA-N VAN E LT BIENHE
THALNZEH TS (Rees et al., 2017)

o BRTHBELUREEINT

o AH2, BROREZHELOILEFBANAZAETZDCHEIIID

o BEIEEEDERY, ROZFERELSEREYLTNZALLGEEREBIL. AHDEATLLNELSICT2

o T3 (BRATWBAN) BTEBIL : PIMY9T NAIOAVH-RUY3Y NAJOTI7A=YAVEREL., HENEY1707 by 3y
[LE6INTVB AL &Y R-N2 (17077 LyyayAOFHLICBET 3 C-Hub MT-7 3w FICTHARFESLY)

bt T DA P S

« BERNLGEE ED. +OLEELE. RIANCHBILEYIR-F2YATLAPEEEBEES

o BIEBRA - HA RECEIBLREDEFETEIANC. INCOBBEMEIFTIDC. ROIIEETFIFIVIEEEERZLTESIELS
KIET 3

o TNEORY, ANVADRREHZZ1-RICAMNIMERERST 2. Y=V IATAT P EX-IOBMEATICTE, ZNTEFIVILE
WEEE. 1 BIC1. 2BIEFFIVIT3EMEERLIICLELLS

o BHOIVRO-IHRSEHFEEHERT S, HRTREREENMEIZE ANVAPEARICSWVEENZZ LR HYETA BN IV MO~
WTEBILEREL. B OMMERIA>TE R L 3L T, BiEZAETZILNTES (HRREMEHEET WHO, 2020)

o BhBRLALEPHTADEEZ R OIIBALAN AR REDERK(E. RCZOM A CESTEERIN-TOLBRICETZAL
(CESTUE LRI ERIE P OBNVESSICRIBT 22T, BN BAINTE) BHEAELVERITHEATREEN'HS (Aker
et al,, 2023; Auger, 2016; Kirmayer et al., 2003)

o BFERILERDH, ZNICERERICG RITATRIRINX 2T 2L T, REIMICEE NEHIFT LN TES,

o BFIROHVITUIIVEIE-5FZ1IE, BHORBRENIEL, EPIREEBYEIMENLBBEIFOILE CORREHRITZRED
FEDVEDTY

SENEEEEER

Aker, A, Serghides, L., Cotnam, J., Jackson, R., Robinson, M., Gauvin, H., Mushquash, C., Gesink, D., Amirault, M., & Benoit, A. C.
(2023). The impact of a stress management intervention including cultural components on stress biomarker levels and mental health
indicators among indigenous women. Journal of Behavioral Medicine. https://doi.org/10.1007/s10865-023-00391-0

Asif, S., Muddassar, A., Shahzad, T. Z., Raouf, M., & Pervaiz, T. (2020). Frequency of depression, anxiety and stress among university
students. Pakistan Journal of Medical Sciences, 36(5), 971-976. https://doi.org/10.12669/pjms.36.5.1873

Auger, M. D. (2016). Cultural Continuity as a Determinant of Indigenous Peoples’ Health: A Metasynthesis of Qualitative Research in
Canada and the United States. International Indigenous Policy Journal, 7(4). https://doi.org/10.18584/iipj.2016.7.4.3

Finkbeiner, K. M., Russell, P. N., & Helton, W. S. (2016). Rest improves performance, nature improves happiness: Assessment of break
periods on the abbreviated vigilance task. Consciousness and Cognition, 42, 277-285. https://doi.org/10.1016/j.concog.2016.04.005

Geronimus, A. T. (2023). Weathering (1st ed.). Little, Brown Spark.
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