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Definitions:
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There is increasing
evidence that greater
diversity among teams is
associated with higher
performance

• Diversity is necessary but will not alone create an inclusive culture

• Current concepts of leadership and stereotypical leadership traits may
limit efforts for cultural inclusiveness and operational success
• Healthcare is far from equitable for patients and healthcare workers
• Healthcare culture lacking inclusivity is not limited to racial/ethnic
minorities, it is shared by other groups who are not reliably treated
with respect and fairness (e.g., women and people with disabilities)

Why is
Inclusion
Important?

• Inclusion challenges our thinking, brings in fresh
perspectives, raises the bar for our practices and strengthens
the organizational DNA
• We can reliably tap our employees as resources, leverage
strengths, uncover hidden talents and bring forth new/fresh
ideas and perspectives
• Fosters engagement and engagement increases efficiency

• Our decision making is enhanced when people feel included
• Leaders don’t have all the answers, and we need different
perspectives
• Helps leaders engage employees at a higher level, which
encourages them to perform at a higher level
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You cannot be a true

Inclusive Leaders:

leader if you are not

• Genuinely care about their employees

an inclusive leader

• Are open to change
• Respect and welcome differences
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• What makes people feel included in organizations?
• What makes them feel like they are treated fairly, respectfully, and
that they are valued and belong?
• Leaders…what leaders say and do make up to a 70% difference as
to whether an individual reports feeling included.
• The more they feel included, the more they will speak up, go the
extra mile, collaborate and ultimately improves the organization’s
performance.
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The Power of
Inclusion
“Inclusive leaders allow people to put
down their armor and pick up their
courage to be themselves at work”

-Sonali D’silva

• You don’t have to check any part of yourself at
the door

• Your unique characteristics are celebrated
• You can raise your voice and be unequivocally
heard
• You are surrounded by allies and advocates who
use their platforms to lift you up
• Opportunities are accessible to you
• No boundaries to performing your best work
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Barriers to
Inclusivity
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Mirroring and People Pleasing
•
•
•
•
•

A form of self scrutiny that centers around a person’s
perceptions of what other’s believe is appropriate
Imitate traits of others to gain acceptance
Employees who mirror are seeking to belong
Professionalism has become a pseudonym for
assimilation
Some leaders must learn to bridge and connect with
employees who are different from them, and other
leaders must learn to bond with employees who
appear like them

Two Choices:

Conforming is a survival
tactic

Fit in or deal with having few
opportunities for growth,
connection and contribution,
reduced job security

Pressure is often heaviest
on marginalized groups
leading to chronic stress,
disengagement and loss
of productivity

When our employees do
not feel safe enough to
bring their real selves to
work, the entire
organization loses

People Pleasing:
One of the deepest forms
of manipulation
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“An environment that
is not safe to disagree
is not an environment
focused on growth, it
is an environment
focused on control.”
-Wendi Jade
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• Nurses are viewed as front line workers during emergencies and
are the most respected, ethical and trustworthy professionals in
the healthcare industry

Inclusive

Leadership vs.
Psychological
Distress in
Nurses

• Nurses can be at great risk for psychological distress due to the
exposure of different stressors which can trigger an onset of
depression
• Nurses are involved in physical and emotional work along with
social encounters, during their routine job duties
• Research suggests that inclusive leadership has a significant
negative relationship with psychological distress
• Sustainable mechanism to reduce psychological distress
during high stress times (e.g., pandemic) and the absence of
inclusive leadership, can result in trauma and health
problems for employees
• It can operationalize the delivery of mental health support
real time in work settings

Mount Sinai NYC Report: Impact of the Pandemic on the Healthcare
Workforce
• 3 priority areas to ensure emotional well-being of employees:
• Fulfilling basic daily needs
• Providing enhanced communication for delivery of up to
date, reliable and reassuring messages
• Developing strong measures for psychosocial and mental
health support
• Leadership behaviors can impact the health of employees who
experience traumatic events
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Inclusive

Leadership vs.
Psychological
Distress in
Nurses

• Inclusive leadership displays interactional justice and
trustworthiness which are helpful in rebuilding the confidence of
employees
• Inclusive leadership contributes to building the psychological
meaningfulness and vitality of employees to view the world as safe
place, thereby diminishing the negative psychological impact of the
pandemic
• Inclusive leadership plays a role in curbing psychological pressures
by providing ease and peace of mind to employees because they
believe there is someone whom they can turn to in times of need
• Inclusive leaders are intense listeners, thus most situations of high
emotional or mental stress, can be alleviated through regular
interaction with these leaders
• The supportive behavior of inclusive leaders minimizes uncertainty,
anxiety and role stress
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Leaders are at Risk for
Groupthink and Blind
Spots
Groupthink: The desire to avoid dissent
from the group’s position, to maintain a
consensus of the group
•
•
•
•
•

Hides reality by seeking agreement
Inhibits from uncovering the truth
Makes people conform
Not empowered to deviate
Seeks approval instead of taking risks

Blind Spots: What we don’t know, that
others are aware of
•
•

The aspects of us that we are unaware
of that others notice
The most common blind spot is
believing that others have them and
we do not
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Social Learning Theory

Learning and social behaviors that
assume new behaviors can be acquired
cognitively by observing and imitating
others

Leaders who engage in active listening,
forwarding support, and providing clear
and consistent directions to employees,
can show that it is safe to take risks and
engage in honest communication

Employees will start to emulate and
reproduce these behaviors

Stronger and longer lasting outcomes
built through learning and imitation
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Inclusion is a
Leadership
Competency

• Leaders manage the airwaves
• It is not enough to make sure everyone
has a seat at the table, inclusive leaders
make sure everyone gets airtime
• Ask ritual questions: “Who haven’t we
heard from yet or what are two additional
perspectives we have not considered?”
• When groups defer to the most assertive
person in the room, they reward
confidence over competence

Ask Scaling Questions and Seek
Feedback
• Scaling questions have the power to
turn abstract ideas into measurable,
actionable feedback
• “What would it take to increase that
score by 1 point?”

• Seek feedback in the following areas:
• Meeting quality
• Opportunities for growth and
learning
• Opportunities for contribution
• Access to information
• Clarity of performance expectations
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Inclusive Leadership
Competencies
Leading inclusively requires
acknowledging and valuing
authentic demographic
uniqueness and facilitating
positive interactions that
give equity and a sense of
belonging
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Traits and/or
Competencies
Cognizance and Clarity

Actions
•
•
•

Courageous Accountability

•

•
•
Optimizes Talent and
Empowers Others

•
•
•
•

Innovative Collaboration and
Builds Interpersonal Trust

•

•
•

Differentiators:
Inclusive Leaders will…

Gather input on D&I pain points
Create time and space for open and welcoming
discussions
Seek input from diverse backgrounds and
perspectives

•

Lean into difficult conversations while
others shy away

Commit to holding themselves and others responsible
for addressing pain points and work on a broader
vision of inclusive culture
Proactively challenge bias, intolerance and resistance
to change
Track progress

•

Create cultures of accountability

Expand opportunities for their diverse teams
Take time to understand their employees’ work
experience
Help team members identify strengths and
development opportunities
Support team members to connect broadly by
sponsorship and mentorship

•

Seek to understand, support, mentor and
empower
Maximize the potential of each individual
and team

Recognize and celebrate the diverse identities of their
employees, use complimentary strengths and styles
to improve decision-making and innovation
Challenge their own and other’s existing mindsets
Remain curious to learn about new approaches and
use them to maximize team outcomes

•

•

•

Values differences, encourages curiosity
and optimism
Instills trust by showing humility and
empathy

Your plan to becoming
an Inclusive Leader
might include these
commitments:

• Develop cognizance/awareness of biases by taking the implicit association test
• Show commitment to diversity and inclusion by setting targets with
accountability
• Deepen cultural intelligence by attending a workshop on disability etiquette
• Model curiosity by seeking diversity in my professional network
• Encourage collaboration and respect differences by offering employees a variety
of ways to contribute opinions and ideas
• Display courage and humility by calling out bias, and by admitting when making
mistakes or not having all the answers

Inclusive Leadership
Reflection Questions:
• How am I including key people in
decision making?

How Inclusive is YOUR Leadership?

• How am I thinking of everyone’s
needs on the team?

• Who is going to be impacted by
the decisions made?
• How am I considering everyone’s
sense of belonging?
• How am I creating a safe place
for the team to voice their
opinions?
• How am I taking an inclusive
approach in my interactions and
dealings with others?
• How am I evaluating team
effectiveness with cultural
norms and behaviors that exist
within my team in mind?
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Thank you and remember to lead
inclusively!
24

