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Khi mét nhéin vién budce vaio phong hop hodc an trua cing
team, ho s& theo bén nang tim kiém diéu gi? Dbi véi
nhiing nhén vién thudc nhém thiéu sé, cdi nhin dé thudng
két thic bang nhan thic réng ho & "ngudi duy nhét". Tinh
trang don déc nay thé hién dudi nhidu hinh thic, 1a nit duy
nhét trong bé phén ky thuat; dai dién duy nhét coa mot
nhém thiéu sé trong ban diéu hanh; la mét nhén vién co sy
khéc biét vé than kinh dang cé gdng thich nghi véi cdu
tric doanh nghiép cing nhéc; hay ngudi I6n tudi nhét
trong mét cong ty khéi nghiép ndng déng.

Theo bé&n nang, con ngudi thudng théy thodi méi hon khi &
canh nhiing nguoi cé cung hoan cdénh va trdi nghiém
séng. Sy thiéu két ndi quen thude dé khién nhan vién thude
nhém thidu sé luén trong trang thdi canh gide. Thay vi tap
trung vao céng viéc, tam tri ho lién tyc phan tich cdc
tuong tdc trong team, quén ly cdch nguoi khdc nhin nhéan
nhiing khdc biét cda minh, v cn trong ting 18i néi truse
khi I&n tiéng. Qué trinh ty diéu chinh nay tao ra moét khdi
lugng céng viéc vo hinh ndng né, lam tiéu hao ndng luong
va khé ndng séng tao can thiét dé ho thyc hién 16t vai trd
thyc sy coa minh.

Viéc la ngudi “duy nhét” ciing tao ra hiéu hing tam diém
chu y, khi moi thanh céng déu bj soi xét ky/ lugng, var thét
bai cling vay. Bdo cdo “Phy ni tai noi lam viéc” cia
LeanIn.Org va McKinsey (2018)' nghi nhan réing

nhiing nhén vién don déc bi soi xét kj hon so véi nhiing
ddng nghiép khéc, thanh céng 1&n thét bai coa ho déu bi
d&t dudi kinh hién vi. Ho cling c6 xu huéng c&m théy hanh
déng cba minh sé phan dnh tich cyc hodc fiéu cyc lén &t
c& nhitng ngudi giéng ho, tr d6 tao ra ndi lo thudng tryc
réng chi mét sai 1&m cling sé& bi xem & sy xdc nhéan cho
nhing dinh kién vé& nhém cia ho. Vi thé don doc nay ciing
tao ra mét ganh néng vé sy dai dién: trong cdc cudc
théo luéan vé da dang, fuyén dung, hodc cdc vén dé vé
van héa, nhiing nhén sy nay thuong dugc ky vong s& [én
tiéng cho bén séc cia ho, bét ké I& vé chuyén mén hay
nhiing tién nghi riéng tu cta ho.

pé quén Iy nhiing &p lyc chdng chét nay, nhiéu nhén vién
thuéc nhém thidu sé lya chon che giéu ban séc hodc
chuyén ddi ngén ngr dé hoa nhép véi van héa phd bién
trong doanh nghiép. M&c du viéc diéu chinh hanh vi,
phong cdch ngén ngl, hodc tham chi lya chon trang phyc
c6 thé mang lai sy b&o vé tam thai truée nhiing thién kién,
nhung cdi gid phai tra vé 1au dai la rét 16n. Nghién cou
ctia McCluney var cong sy (2019)? cho thdy viéc lién tyc
thyc hién chuyén ddi ngén ngl lam can kiét ngué)n lyc
nhan thic var cdn tré hiéu suét. Viéc cb géng thé hién sy
tuong déng véi déng nghiép ciing lam giam kha nang thé
hién bén than mét cdch chan thyc va gép phan dén dén

tinh trang kiét sic.

Truyén cam hdng cho hanh trinh I&nh dao tao anh huéng!
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Coi viéc chuyér} ddi ngdn ng¥ nhu mét lya chon chuyén nghiép cé chi dich. Duy tr

ranh gidi tinh than r& rang gita hinh anh chuyén nghiép va con ngudi that cda minh sé
ngdn ngua sy kiét qué vé cam xdc do phdi lién tuc che gidu ban than (McCluney va
céng sy, 2019)% Khi sy thich tng dugc st dung nhu mét cong cy nghé nghiép cé kiém
sodt chy khong phai la mét hoat dong héing ngay, nhiing téc dong tiéu cuc cia né sé
giam di dang ké.

2. Thyc hién nhitng can thiép nhé dé diéu chinh dinh kién that tinh té

Khi déi mat véi thién kién ngdm, phén dng cia nhan vién thidu sé khéng chi gisi han &
viéc im I&ng hodc déi dau tryc dién. Sue var céng sy (2019) da gidi thiéu khdi niém
can thiép vi mé, cac phén héi duge dleu chinh, rdi ro thdp duoc dua ra dé tré lai ganh
n&ng nhan thic cho ngudi néi ma vén chuyén nghiép. Nhiing cau héi lam ré dusi day
1&1 vi dy cho cdch tiép can nay:

® "Ban cé thé gilp t6i hiduy y cia ban mudn néi gi trong nhan xét visa rdi khong”

® "Toi c6 thé héi didu gi d& dén dén gid dinh dé cia ban khong?"

Nhing céu héi nay bdo vé ranh gisi cé nhan, khuyén khich ddng nghiép ty suy ngdm,
ddng thai gitp nhan vién thiéu sé khéng phai mét minh génh chiu toan bé tén thuong
cdm xic tir nhiing tuong tdc dé.

3. Xay dung mét hé sinh thdi hé trg

Nhan vién thuéc nhém thidu sé khoéng nén chi dya vao team tryc tiép coa minh, bai
nhﬁng ngudi xung quanh ¢ the thieu géc nhin dé cé the théu hidu nhing trai nghiém
hdng ngay ca ho. Viéc chd dong xdy dyng két n0| théng qua céc nhém ngudn lyc

nhan vién, cé vén lién phong ban, hodc céc két néi chuyen nghiép tu bén ngom mang
lai nhing  hé tro cé y nghia. Khéi phuc cam g\cc thuée vé théng qua cong déng chan
chinh I& mét trong nhing bién phép hiéu qué nhét dé chéng lai sy kiét sic do viéc che
gidu ban séc ca nhan gay ra (Cortopassi, Quinn & Nicolas, 2024)*.

4. G& bé ganh nang da

én

Ngusi di lam trong vi thé don déc can chi déng nhéc nhé ban than réng ho khéng
phai la ngudi phat ngén cho toan bé mét nhém ngudi. Sai 1am cda ho khéng dinh
nghia céng déng cia ho, va nhiing thanh céng cia ho hoan toan Ia thanh qua cia
chinh ho. Thompson va Sekaquaptewa (2002)° chi ra réng gi&m hiéu suét lién quan
dén vi thé don déc s& nghiém trong hon khi ca nhén fin rong minh dang dai dién cho
&t c& nhiing ngU0| giéng minh. Khi nhan vién thuéc nhém thiéu sé nging danh gid hiéu
sudt lam viéc h&ng ngay cia minh dya trén ky vong nhém, ho sé& gidi phéng ndng
lugng tinh than gé tap trung cho nhiing céng viéc thyc sy quan trong.

Mdc dU ép lyc vé hinh ciia viéc Ia “ngudi duy nhét” cé thé lam giam tap trung, nhung khi nhan vién thiéu sé
cht déng lya chon khi naio nén thich nghi, thiét 1ap ranh giéi truée nhing thién kién var gidi téa dp luc phai
dai dién cho c& mét nhém ngudi, ho c6 thé néing cao hiéu qué c& nhan bcmg céch bdo vé néng lugng tinh
than cia minh. Didu dé gidp ho duy tri sy minh man va bén bi can thiét d& phat huy hét ndng lye cia minh.

References:
© LeaninOrg and McKinsey & Company. (2018). Women in the Workplace 2018. htfps://womenintheworkplace.com/2018
* McCluney, C. L, Robotham, K, Lee, S, Smith, R, & Major, M. (2019). The costs of codeswitching. Harvard Business Review. htfps://hbr.org/2019/1)/the-costs-of-codeswitching

Sue, D. W, Alsaidi, S, Awad, M. N, Glaeser, E, Calle, C. Z, & Mendez, N. (2019). Disarming racial microaggressions: Microintervention strategies for fargets, White allies, and bystanders. The American Psychologis!,
74(),128-142 hitps: //dmerg/VOV037/amp0000296 Sheau Huey Ho

* Cortopassi, A. C, Quinn, D. M, & Nicolas, G. (2024). Idenfity concealment, bumout, and therapeuic relationship quality among psychology trainees with concealable stigmatized identifies. PLOS ONE, 19(9). . f
hitps: //doworg/‘OlSﬂ/\ouma\pone 0309687 ChuyéngiaTuvan-

* Thompson, M, & Sekaquaptewa, D. (2002). When being different is detrimental: Solo status and the performance of women and racial minorities. Analyses of Social Issues and Public Policy, 2(1), 183-203.  Gidi phdap, Doi méi & Xuat sac,
hitps://dol.org/10111/|1530-2415.2002.00037x Human Dynamic APAC
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Mét quén ly 1én lich cuée goi va 16i muén va
nghi réing “moi ngudi déu cé thé lam vay”

Mét trudng nhém ngdn ngai khi giao dy én
c6 cuong do hién dién cao cho nhan vién da
lam me vi “cé &y dd cé nhiéu tht phai xd Iy”

Mbt nhan vién im Idng trong cuéc hop va bi
dan nhan & khéng gén két.

Nhiéu nam truéc, khi t6i vira tt nghiép va di
phéng vén xin viéc, t6i d& c6 mot nhén dinh
hoan todn thé hién dinh kién vé thic — t6i
cho rédng quén Iy Ia nam gisi. Khi duge chén
chinh, t6i hoain todn sbc vé ban than! Tai sao
16i lai c6 thé suy dodn nhu vay?.. Tréi nghiém
dé da tré thanh bude ngodt, cho t6i nhiing
géc nhin dé dinh hinh quan diém coa minh.

Nhing khoanh khdc nay thudng khoéng xudt
phat 1t y dé xéu. Ching cé thé xuét phat tis
suy nghi, dinh kién va nhiing suy dodn, nhiing
diéu vé hinh tao nén van héa naoi lam viéc.

Trong méi trudng lam viéc & Chau A Théi
Binh Duong hién nay, mét nhém dy én cé thé
gdm 5 thé hé&, da ngén ngd, lich lam viéc
hybrid, ngudi ch&m séc gia dinh, ngudi nudc
ngodi, nhan vién cé sy khdc biét vé than kinh,

da dang gidi, va cac déng nghiép tu
nhiing nén van héa khéc nhau. Da dang
luén hién hiu. Hoa nhép la liéu moi ngudi
cé dugc moi tham gia vao cude tro
chuyén hay khéng.

R&t thudng xuyén, céc nha quén ly dén
dat d6i ng bdng nhiing 18i tét vé hinh: gié
dinh vé mic dé sén sang lam viéc, phong
céch giao tiép, tham vong, trach nhiém
gia dinh, viéc ai la ngudi “gdy cht y nhét”,
hodc tham chi & khdi niém vé “chuyén
nghiép”. Nhing gi& dinh nay cé thé am
tham téc dong dén co héi, long tin var hiéu
sudt lam viéc. Nghién cou ciia McKinsey &
Company (2020)' chi ra réng cé dén 84%
nhan vién cho biét ho tung tréi qua céc
hanh vi céng kich (microaggressions) tai
noi lam viéc, trong khi nhiing nhén vién
cdm Théy duoc hoa nhap lai cé mic do
gdn két va cbng hién cao hon r rét.

Lanh dao hoa nhdp (inclusive leadership)
khéng phdi la viéc ghi nhé mdy mée nhiing
thuat ngr chuén chinh hay I1&nh dao trong
ndi sg “ndi sai I6i". Cot 16i clia né 1a dat sy
hiéu ky 1&n trén sy dinh kién. Mot quén Iy
gidi s& thay thé nhiing gid dinh béng cdch
dat cau hdi, sy linh hoat va thdi dé téon
trong nh&t quan véi moi ngudi.

Truyén cam hdng cho hanh trinh I&nh dao tao anh huéng!
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KIEM TRA SUY POAN TRU'GC KHI RA QUYET DINH

Tranh phan b co héi dya trén nhiing rao cén cé nhan ma ban suy dodn. Thoy vi m&c dinh réng
mot nhan vién cé con nhé sé khong thé di cong fdc, hogic mét nhan vién con it kinh nghiém chua
s8n sang thuyét trinh, hay trao ddi mét céch céi mé va cong béing dé ho ty dua ra quyét dinh.

SU' DUNG NGON NGU’ KHUYEN KHiCH SU' THAM GIA

Nhiing thay déi nhé luén tao nén khdc biét 16n. Cau hdi “Ban can sy hd tro nao dé cé thé thanh cong?”
mang lai cam nhéan. r&t khéc so véi “Ban c6 lam duoc viée nay khong”’ Ngon tU hoa nhdp sé tao ra cadm
gidc an toan vé tam Iy ma khong bién cdc cude hoi thogi tré nén qua cing nhéc hay dé ching.

PUA SU LINH HOAT VAO CHUAN MUC OI NGU

Déivéi cdc déi ngl Trong khu vyc APAC tréi dai trén nhleu mui g\c va nén van héa khéc nhau, sy linh hoat

chinh 1& yéu 16 tao nén sy khdc biét gita hoa nhép va mét két ndi 1rong im I&ng. Hay luan phién thoi gian

hop, t6n trong céc ngay 1& t6n gido va van héa, doéng thai tranh viéc chi khen thuéng nhiing ngudi thusng
xuyén tryc 1Uyen vao dém mudn.
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PUA SU’ LINH HOAT VAO CHUAN MU'C OI NGU

Vai tro ddng minh khéng phéi la mot vé dién hinh thic duoc t6 d\em bdng nhiing 15i 18 hao nhodng cia
doanh nghiép. D6 la nhitng hanh déng gidn don, nhét quan: didu chinh khi cé ngudi bj ngét 16i frong
cuée hop, ghi nhé@n chinh xac chd nhan ciia cée y tudng, var 1&n tiéng khi xudt hién dinh kién.

NEN & KHONG NEN
CHO QUAN LY

Hoi ré thay vi ty gid dinh. Confuse sameness with fairness.
Khuyén khich da dang phong cdch Expect employees to educate
giao tiép. everyone else.

® Binh thudng héa sy linh hoat ma ® Reward presenteeism over
khéng ¢é sy ky thi. outcomes.

* Mdi goi nhiing tiéng ndi trém Idng ® Use humour that relies on
hon tham gia thao luan. stereotypes.

® Trén trong nét riéng nhung vén cam ® Treat DEl as an HR-only
nhan duoc sy gén két véi 1ap thé. responsibility.
Thta nhan khi ban thén van dang

khoc héi. ) \ )

Theo Deloitte Insights (2016)2, céc nha I&nh dao hoa nhap luén The hién su cong béng, long hiéu ky
va cam két th&u hiéu sy khac biét coa tung ca nhan. Trong thye té, phong cdch l&nh dao dé tao nén
mét sic manh fo I6n: nhiing déi ngl noi moi ngudi bét tiéu tén nang luong dé che gidu con ngudi that
cta minh, v danh nhidu ndng luong hon qé déng gép mot cach y nghia.

Tuong lai cda ndng lyc IdnhN dao tai khu vyc APAC (Chéu A - Thdi Binh Du‘Nong) sé& khong thuée vé
nhing nha quan ly luén cé san moi cdu trd loi. N6 sé thuée vé nhiing ngudi san sang lang nghe truéc
khi dén nhan.

Sonia Hillary

Referances: Consultant - Solution,

+ MeKinsey & Company. (2020). Understanding organizational barriers to @ more inclusive workplace. - | tion & Excell
s-to-a-more-inclusive-workplace nnovation xcellence,

+ Deloitte Insights. (2016). Six signature traits of inclusive leadership. -signature-trait Human Dynamic APAC

Copyright © 2026 Human Dynamic. All Rights Reserved. Truyén c&m hing cho hanh trinh 1&nh dgo tao anh huéng!
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FROM ALLYSHIP TO
EvenydayfAaction

Recently, llwatched Devil Wears Prada 2. In the team meeting scenes, Miranda's secretary reminded her fo refrain from using
certain words that may be perceived negatively from a DEI perspective. Those scenes kept me thinking, is that the right:
approach to discuss: matters at work? Where people become overly cautious about using words, or describing certain
situations, or even raising issues, for fear that they might offend others. But in doing so, are we really protecting the rights of
the minority. groups, or are we “ticking the box” for DEI policies?

Inclusive cultures are not built merely through DEI policies. Instead, they: result from consistent actions that make people feel
safe, seen, and supported. The three phases of allyship outline that the first stage begins with awareness: a deep sense of self-
awareness of our own biases and privileges and to recognize the inequalities that are present within the group or company;
the second stage calls for action: using the platform we have fo speak up against the discrimination and the third stage
strengthens integration of inclusion habits inte daily: life, reflecting on our actions, workplace practices to ensure we are
actively and genuinely inclusive. | will focus on the second stage in this arficle.

We can work on the action stage through the “35" allyship model:

"SUPPORT

the Moment with Intention Consistently

> Slow down, take notice of
exclusion in everyday situations:

Intervene, no matter how small your
action may be, it still matters.

Allyship is enhanced when support is
consistently demonstrated.

Is someone repeatedly > Speak against the person > Where it is due, credit people

interrupted while speaking or
presenting, as if his/her
opinion does not matter?

Is a colleague being ignored
or left out of the conversation?

Are jokes or comments
creating discomfort, even if
unintentionally?

Are assumptions being made

interrupting, “I think he/she
was still speaking, let's hear
him/her out.”

Always include everyone in
the conversation, ask “What
do you think?”

Correct those making
assumptions and encourage
them to check, when in doubt,
always clarify.

>

>

>

publicly.

When you notice a potential
problem, check in privately.

Advocate for them at
platforms/avenues they are
absent from.

Create flexibility that protects
family and wellbeing.

These practices will move allyship

about someone’s caregiving
responsibilities, gender,
ethnicity, background, or
abilities?

from only symbols or ideas into

Remember, this is not a
actual systems.

confrontational approach. It is being
assertive when you notice any
exclusion behaviors. This builds
leadership trust and emotional
safety.

Direktur Pelaksana - Malaysia,
singapura, Australia & Selandia Baru

Truyén cam hdng cho hanh trinh I&nh dao tao anh huéng!
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After a week of non-stop meetings, frequent interactions with clients and
colleagues, what helps you recharge?

As an introvert myself, what restores me is simply having some quiet time alone
without any interruption. A close friend of mine is the complete opposite. What
helps her is connection. She would feel much energized after sharing a meal with
friends, joining fun activities, or simply being surrounded by people. That's how
she lets go of tension and feels lighter.

We often hear familiar suggestions for self-care such as getting more sleep,
taking a break, going on holiday, exercising, practising mindfulness etc. They are

all great tips. It's just that rest and recovery are deeply personal. IL.OOKS DIFFERENT
Our personalities, responsibilities, and daily demands all influence what recovery FOR EVERYOINE
looks like. A parent caring for young children or ageing parents may

just want a moment where they are not solving someone else’s needs. Someone who is managing a
health condition, chronic fatigue, or energy limitations that others may not see, may need more
frequent, shorter breaks throughout the day, rather than back-to-back meetings or the pressure of
being “constantly reachable”.

That is why generic wellness advice does not always feel relevant to everyone. Before deciding
what helps you recharge, it may be more important to understand what has actually been draining a
you. Once we understand that, recovery becomes much more intentional. by

So, what can we do differently? Xin Yuan Low

Director - Solution, Innovation &
Excellence, Human Dynamic APAC

@ Be clearer aboutiwhat isiactually draining you

Dr. Saundra Dalton-Smith, in her book Sacred Rest, offers a helpful reminder that rest is much broader than sleep alone. Her
framework describes different forms of depletion, including physical, mental, emotional, social, sensory, creative, and spiritual
fatigue, which explains why simply “taking a break” does not always leave us feeling restored. For example, if you feel tired even
after resting, but your work has started to feel empty, repetitive, or disconnected from what matters to you, the depletion may be
spiritual rather than physical. What you may need is not more sleep, but time to reconnect with meaning, purpose, or the bigger
“why” behind what you do.

The clearer we are about what is draining us, the better we can recover intentionally.

@ Catch yourselfiwhen guiltitakes over

Many of us stay online longer while working from home, reply to messages immediately, or say yes when we are already drained
because we worry about how it might look to others. This kind of pressure can be exhausting in its own way. Catching yourself in
those moments is often the first step towards changing the pattern. Then gently ask yourself: Is this fruly necessary, or am |
responding fo guilt? Sometimes the healthier choice is giving yourself permission to step away, reply later, or simply choose rest
without needing to justify it.

@ Protectismall recovery moments before exhaustion builds up

Recovery does not always need to be big. Going on a holiday might help, but what often makes the bigger difference are the
smaller habits we repeat consistently. Creating breathing space between meetings, taking lunch away from your screen, stepping
out for a short walk, or setting a clearer log-off time can help prevent deeper depletion. What's more important is to choose those
that work for you.

If'you lecid others, be mindful of theisighals

Workplace culture is often built up by small everyday behaviours. You may send emails late at night simply because that’s when you
work best, but your team may read that as, “I should be online too.” Small habits like using “schedule send,” protecting focus time,
or openly modelling healthy boundaries can make a bigger difference than we realise.

At the heart of it, recovery is personal. What drains us is not always obvious, and what helps us recharge will not look the same for
everyone. Perhaps part of building a more inclusive workplace is making a little more room for those differences.

References:
+ Dalton-smith, . (2017). Sacred Rest: Recover Your Lifs, Renew Your Energy, Restore Your Sanity. FaithWords,

Truyén c&m hing cho hanh trinh 1&nh dgo tao anh huéng! Trang 6
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Pride Month often brings many visible gestures of support:
rainbow logos, internal campaigns, social media posts, and
celebration events. These efforts are important because they
help create awareness and visibility. But after Pride Month ends,
organizations should ask themselves an honest question: What
happens next?

In many organizations, DEl efforts become more active only
during certain awareness months. But sustainable diversity,
equity, and inclusion is not only about celebrations or symbolic
support. Real inclusion is reflected in everyday workplace
experience whether employees feel respected, psychologically
safe, heard, and accepted for who they are.

From our experience working with leaders and organizations,
companies with stronger DEI maturity usually treat inclusion as
part of culture-building, not only as an HR initiative or yearly
campaign. It becomes part of leadership behaviour,
communication, decision-making, and people practices.

For example, organizations may celebrate LGBTQ+ employees
during Pride Month, but sustainable inclusion also means looking
deeper info policies, hiring practices, leadership representation,
employee benefits, and workplace culture

e How are lea
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throughout the year. Leaders also need the capability and
confidence  to  manage  uncomfortable  conversations,
unconscious bias, and microaggressions in a respectful and
human way.

Another important point is this, inclusion work is not always highly
visible. Sometimes, it can be seen in smaller daily moments. Who
gets opportunities? Whose opinions are listened to during
meetings? Can employees speak openly without fear of
judgement? Do people feel they need to hide certain parts of
themselves to fit in?

Today's employees are paying closer attention to these things.
They are not only looking at what organizations say externally,
but also whether the internal culture truly matches those
messages. When inclusion is practised consistently, employees
are more likely to feel trust, belonging, engagement, and
connection to the organization.

Pride Month can be a meaningful starting point. But long-term
inclusion is built in the months after the campaigns are over.
Sustainable DEI requires continuous effort, leadership ownership,
and willingness to move beyond symbolic gestures into real
cultural change.
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