




In times of uncertainty 

INCLUSIVE ENGAGEMENT
is the new currency
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The ABC’s of 
Inclusive 

Engagement









Reflect about your visualization. Write a summary of your experience 
(moments of insights, discoveries, surprises, etc.)



SHARE: 
One word that describes what 

Inclusion means to YOU



The feeling of what makes
you unique or different from
the group will be valued and 
appreciated. 

UniquenessBelongingness  
The human emotional 
need to be an accepted 
member of a group. 

THE TWO DIMENSIONS OF INCLUSION
Model

Inclusion
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Individual is not treated as an 
organizational insider with unique value in 
the work group, but there are other 
employees or groups who are insiders.

Exclusion
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Low Belonginess High Belonginess

Individual is treated as an insider in 
the work group when they conform to 

organizational/dominant culture 
norms and downplay uniqueness

Individual is treated as an insider and 
allowed/encouraged to retain 

uniqueness within the work group

Individual is not treated as an 
organizational insider in the group but 
their unique characteristics are seen as 
valuable and required for group 
organization success. 

Inclusion: At the Intersection of Belonging & Uniqueness 

















1
WORKPLACE 

TENSION



2
LOW

MORALE



3
LACK OF 

RECOGNITION
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TOXIC 

LEADERSHIP
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LACK OF 

WORK/LIFE 
BALANCE



6
MICRO-

AGGRESSIONS





TRANSFORM THE WORKPLACE CULTURE

INCLUSIVE
DECISION-
MAKING

SHOW-UP AS AN 
ALLY



Public Health Communications

D
E
A
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ecide on a course of action

Traditional mode of decision-making which follows the sequence of: 

ducate to our way of thinking

nnounce the decision, and then

efend the decision from the ensuing protests

Adapted from Working together: collaborative decision making for sustainable Integrated Coastal Management (ICM)



Inclusive Decision-Making

L
I
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ook into issues, history, challenges and constraints through a lens of intersectionality

Knowledge that Saves LIVES

nvestigage who needs to be involved

alue all input to ensure mutual learning and capacity building

ngage in collaborative problem solving and decision making

ystematically

Adapted from Working together: collaborative decision making for sustainable Integrated Coastal Management (ICM)

The Future of Public Health Communications



GATHER RESTATE INQUIRE TAKE ACTION

Gather your thoughts 
and stop short of 
assuming the worst.

Consider the 
impact and check 
in with the 
recipient of the 
microaggression.

Think about the 
feedback you want 
to deliver.

Address the microaggression: 

1. State your observations. 

2. Request clarification. 

3. Name the impact. 

4. Then, find a way to move forward 
together.

The GRIT Framework
How to show up as an ally

Internal Work External Work

*Adapted from the ACTION model by Tasha Souza, PhD and the response to JAMA Surgery for highlighting 
microaggression in health care Nafisseh S. Warner, MD1; Catherine W. Njathi-Ori, MD1; Erin K. O’Brien, MD2
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FROM MICRO-AGGRESSIONS TO MICRO-INCLUSIONS



INDIVIDUAL LEVEL
Bring to mind a colleague on your team or in 
your organization who is a member of a non-
dominant group. Write down one way that you 
can begin to micro-affirm this individual and 
show up as an ally starting this week.

● Give credit for ideas and contributions
● Offer support when they are in distress
● Celebrate their accomplishments 
● Consistently encourage them to share 

ideas
● Offer timely and clear feedback about 

their strengths and areas of growth 
● Acknowledge their ideas, effort and 

growth

Actions to Consider
FROM MICRO-AGGRESSIONS TO MICRO-INCLUSIONS
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ook into issues, history, challenges and constraints through a 
lens of intersectionality
nvestigage who needs to be involved

alue all input to ensure mutual learning and capacity building

ngage in collaborative problem solving and decision making

ystematically

ENTERPRISE LEVEL
How can you systemically embed the LIVES 
framework into the work you do everyday.
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Q&A
Session

AWARENESS
ACCELERATION

BEHAVIOR 
TRANSFORMATION

COURAGEOUS 
ACTION

The ABC’s of 
Inclusive 

Engagement








