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Behold…a Ken O’Dell ORIGINAL!



Today’s Session:

Culture and value add recruitment

Evaluate existing strategies, discuss how they can 
be made more intentionally inclusive



Strategic Plan



Action Items: 12 – 18 months
Education and Training

• Provide ongoing DEIB training to staff and committee members
• Member Organizations: identify those within for training and development

Advocacy (External Communication)
• Identify and pursue inclusive social media strategies
• Encourage diverse group of engaged members to be part of branding images
• Outreach for broader participation via new topics, voices, perspectives

Collaboration (Internal Communication)
• Use intentionally inclusive language to encourage broader participation with value proposition

Codes and Standards
• DEIB training to encourage more community-minded codes and standards



Relevant Considerations

Offer DEIB-related training 
opportunities for staff and 

beyond “core” groups

Seek the perspectives of 
those beyond the “usual” 

through intentional inclusion

Member organizations engage 
in more targeted outreach

Communicate the work that 
has been done already and 
build upon it (ex. Code of 

Conduct)

Consider collecting 
demographic data from 

members as part of their 
member profile/membership 
renewal (with accompanying 
self-ID campaign explaining 

why)



What does this have to do with MOs?
Members 

=
 Talent

Quality and Quantity

Integrating into 
localized 

strategy through 
outreach and 
engagement

Broader perspectives = 
Broader engagement

Sustaining the 
future of the 

profession and 
organization

Broader engagement = growth and 
innovation



Defining DEIB

Diversity

The wide variety of 
personal and group 
characteristics 
(identities) that make 
one individual or group 
different from or similar 
to another.

Inclusion

Efforts resulting in 
experiences of respect, 
belonging, and full 
engagement. Inclusion 
can be applied to 
policies, programs and 
practices with the 
aggregate effect of an 
inclusive organizational 
culture and  climate.

Equity

Fair and just practices 
and policies ensuring all 
can thrive by 
acknowledging and 
addressing structural 
historic and current 
inequities that 
advantage some and 
disadvantage others. 
Assessing and adjusting 
policies, programs, and 
practices to facilitate 
fairness.

Belonging

The state of acceptance 
and affirmation, 
typically accompanied 
by psychological safety 
and authenticity.  A 
culture of belonging 
makes those feel valued 
by welcoming all 
dimensions of their 
identities, experiences, 
and perspectives. 

WHO WHY HOW WHAT



Inclusion is…
Considers 

dimensions, 
experiences, 
perspectives, 
abilities of a 

person or group; 
affirming

Expressed in 
policies, practices 

programs and 
people (written)

Evident through 
values, 

composition, 
culture, 

communication

Can be active or 
passive



Active and 
intentional 
inclusion 

(multicultural)

Passive, 
unintentional 

exclusion 
(monocultural)

If you’re not practicing intentional inclusion, 
you could be causing passive exclusion



ACTIVE Inclusion 

BELONGING

•Action, verb

•Outreach

•Acknowledges who or what is missing and why

•Acknowledges unspoken barriers and exclusion

•Value proposition



ESEE

Cultural 
Humility



Where is your Member Organization?
Deliberately restricts membership, harassment and exclusion goes unaddressed, 
hostile/unsafe for underrepresented

Stage 1: 
Exclusionary

Only the “right kind” are accepted, tokenism, DEIB engagement centers comfort of 
majority 

Stage 2:  “The 
Club”

More access only to those who don’t make waves, assimilation expected, no 
change to culture or structure (acculturation)

Stage 3: 
Compliance

Active recruitment, support and development, capacity-building but no culture 
change

Stage 4: Affirming

Creating intentionally inclusive culture through 4 Ps, minoritized empowered for 
impact, members’ growth is organizational growth

Stage 5: Redefining

Leaders and members actively addressing oppression, process for  minoritized full 
participation in decision-making, addressing oppression and exclusion in broader 
profession

Stage 6: 
Multicultural



The Role of People and Culture

Culture

• The total accumulation 
of many beliefs, 
customs, activities, 
institutions and 
communication 
patterns of an 
identifiable group of 
people

• Need understanding of 
culture, how it’s 
expressed to attract 
and engage members



Dimensions of Diversity 
Primary
Dimensions
• Gender & 

Gender Identity
• Race
• Age
• Religion
• Sexual    

orientation
• Ethnicity
• Physical or 

other ability
• National Origin
• Indigenous 

Status
• Linguistic 

heritage
• Appearance

Secondary Dimensions
• Socioeconomic status
• Veteran status
• Education
• Marital status
• Geographic location
• Parental status
• Personality
• Belief systems and values
• Attitudes, habits

Tertiary
Dimensions
• Hobbies and 

interests
• Job or career
• Nonprofit or 

volunteer  
involvement

• Political or 
social cause 
involvement

• Life 
experiences 
(ex. Abuse or 
illness survivor)

• Talents



Culture as an Iceberg
Complex mass that is 
1/10 visible and 
understandable – “LET’S 
CELEBRATE!”

Influence value 
interpretation and 
engagement

Culture inherent in dimensions of 
diversity AND organizations



What deep 
cultural factors 
may influence 
What YOU 
value? 



Reflection Activity: 
Deep Culture and 
Perspective Taking
Consider your interpretation and the 
accompanying perspectives for the 
following deep culture factors:
 Conversation patterns in different social 

situations 
 Notions of Leadership
 Concepts of Fairness and Justice
 Attitudes towards Cooperations vs. 

Competition
 Approaches to Decision-Making

in different situations

Cooperation more useful 
than competition for 
progress

Don’t trust the outcome 
of being authentic

Should be facilitative and 
collaborative

Top down and hierarchical 
creates rankism and 
paternalism

Should include 
collaboration re: 
definitions

Can be passively exclusive 
if  those who it’s for not at 
the table

The need for code 
switching in professional 
situations

Don’t trust competition or 
those who are competitive 
because undermining and cut 
throat  to “win”

Should seek out feedback 
from those the decision 
will affect

Can be paternalistic if not 
collaborative; be 
transparent about  whether 
and how input will be used

e



Culture and Value Proposition

Pair share: what made YOU engage 
with NCSEA? What is the value 
proposition for YOU? 

How might your perspectives 
influence your engagement?
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s Values reflect what we 

feel is 
important. These 
values may be guiding 
principles of behavior 
for all members in the 
organization. 
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an
iza

tio
na

l B
el

ie
fs Beliefs that are part of 

an organization's 
culture may include 
beliefs about the best 
ways to achieve 
certain goals. 
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l N
or

m
s Norms reflect the 

typical and accepted 
behaviors in an 
organization and may 
reflect the values and 
beliefs, 
How tasks are 
generally expected to 
be accomplished, the 
attributes of 
environment,
Typical ways that 
people communicate, 
and the typical 
leadership styles. 

Sherman, 1989

What is NCSEA’s 
organizational culture?



Discussion: Values and Culture

What does NCSEA value?

How do NCSEA’s values contribute to outreach 
norms?

How might those values and beliefs passively exclude 
some people?



Values-Based Recruitment and 
Engagement

Who

• Who “fits?” 
What is the 
“typical” 
member? 

What

• What skills 
or 
experiences 
could use 
adding? 

How 

• How can you 
practice 
intentional 
inclusion/ 
outreach? 
What’s the 
value 
proposition 
message? 

Why

• What’s the 
why? What’s 
in it for your 
member 
organization?

Assign scribe for google doc



Building Capacity Towards Action Series
• Introduction to cultural humility, self-reflection, and their role in 

creating inclusive environments.
Module 1: Cultural Humility and 

the “You” in Unity

• Engagement with biases, how they develop, and how they can 
be addressed. 

Module 2: Bias Awareness and 
Socialization

• Introduction to the anatomy of a multicultural organization and 
its role in facilitating inclusion and equity.

Module 3: Monocultural and 
Multicultural Practices and 

Equity

• Exploration of the juxtaposition of inclusive leadership, change 
management, and organizational culture to facilitate belonging.

Module 4: Organizational Culture 
and Belonging

• Examination of and engagement with the 4Ps charts the course 
for action. Module 5: Let’s Make a Plan!



Shani 
Dellimore 

Barraxaurorachangeagency.com
Shani@aurorachangeagency.com

Adding 
PROFICIENCY to 
your passion for 

DEIB
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