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Abstract. This research examines the role of communication and employee engagement 
in promoting inclusion in the workplace, with a specific focus on the creative industry. 
The study utilizes a case study approach to gain insights into the strategies and practices 
employed by organizations in fostering an inclusive work environment. The research 
objectives are twofold: first, to explore the communication channels and mechanisms 
utilized by organizations to promote inclusion, and second, to investigate the impact of 
employee engagement on fostering a culture of inclusion. A mixed-methods approach is 
employed, combining qualitative interviews with employees and management, as well as 
quantitative surveys to gather comprehensive data. The findings of the study highlight the 
crucial role of communication in promoting inclusion. Organizations within the creative 
industry employ diverse communication channels, such as town hall meetings, intranet 
platforms, and diversity training programs, to facilitate open dialogue and exchange of 
ideas. Effective communication practices contribute to enhanced employee 
understanding, collaboration, and mutual respect, thereby fostering an inclusive work 
environment. Furthermore, the study reveals that employee engagement plays a pivotal 
role in promoting inclusion. Engaged employees exhibit higher levels of commitment, 
motivation, and willingness to embrace diversity. They actively contribute to the creation 
of an inclusive culture by participating in diversity initiatives, providing feedback, and 
advocating for inclusive practices. The implications of this research that organizations in 
the creative industry should prioritize effective communication strategies and employee 
engagement to foster inclusion. By creating an inclusive work environment, organizations 
can harness the benefits of diversity, such as increased creativity, innovation, and 
employee satisfaction. 
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1. Introduction 

In today's diverse and dynamic work environments, promoting inclusion has become 
a critical aspect of organizational success (Salder, 2023). Inclusion refers to creating a 
work environment where all employees feel valued, respected, and have equal 
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opportunities to contribute and succeed (Shen et al., 2023). The creative industry, 
characterized by its emphasis on innovation and collaboration, presents a unique context 
for examining the role of communication and employee engagement in fostering inclusion 
(Varriale et al., 2023). This research aims to explore the significance of communication 
and employee engagement in promoting inclusion in the workplace, specifically within the 
creative industry. By investigating the strategies and practices employed by organizations, 
this study seeks to provide valuable insights into how effective communication channels 
and high levels of employee engagement contribute to creating an inclusive work 
environment. The creative industry, encompassing sectors such as advertising, design, 
media, and entertainment, thrives on diversity of thought, perspectives, and experiences 
(Gemma, 2023). However, despite the industry's inherent emphasis on creativity and 
innovation, challenges related to inclusion persist (Grosser et al., 2023). Research has 
shown that individuals from underrepresented groups, including women, racial and 
ethnic minorities, and individuals with disabilities, often face barriers to full participation 
and advancement in the creative industry (Ng et al., 2023). 

One of the key factors influencing inclusion within organizations is effective 
communication (Herbert et al., 2023). Communication serves as a vital tool for 
disseminating information, fostering understanding, and promoting collaboration (Sicilia 
& Palazón, 2023). In the context of inclusion, communication plays a crucial role in 
creating awareness, addressing biases, and promoting open dialogue among employees 
(Wirawan et al., 2023). Employee engagement, defined as the emotional commitment and 
involvement of employees towards their work and organization, has also gained 
recognition as a significant factor in promoting inclusion (Mutha & Srivastava, 2023). 
Engaged employees are more likely to embrace diversity, contribute to a positive work 
environment, and actively participate in initiatives aimed at fostering inclusion (C. M. A. 
Nguyen & Ha, 2023). Despite the growing importance of communication and employee 
engagement for promoting inclusion, limited research has specifically focused on their 
role within the creative industry (ter Hoeven & van Zoonen, 2023). This research aims to 
bridge this gap by conducting a case study that explores how organizations in the creative 
industry utilize communication strategies and employee engagement to foster inclusion. 

This research holds several implications for both theory and practice. Theoretically, it 
contributes to the existing literature on inclusion, communication, and employee 
engagement by focusing on the unique context of the creative industry. By examining the 
interplay between these factors, this study expands our understanding of the mechanisms 
through which inclusion can be fostered in creative organizations (Lee, 2023). Practically, 
the findings of this research can provide valuable insights and recommendations for 
organizations within the creative industry and beyond. Understanding the effective 
communication channels and practices that promote inclusion can guide organizations in 
developing strategies to overcome barriers and create a more inclusive work 
environment. Additionally, recognizing the crucial role of employee engagement in 
fostering inclusion can help organizations in designing engagement initiatives that align 
with their inclusion goals (Imam et al., 2023). By promoting inclusion, organizations in the 
creative industry can harness the benefits of diversity, such as increased creativity, 
innovation, and employee satisfaction. This research aims to contribute to the 
development of inclusive workplaces, where all employees can thrive and contribute to 
organizational success. 

 
 
 

https://creativecommons.org/licenses/by-sa/4.0/


3  The Role of Communication and Employee Engagement in Promoting Inclusion 
in the Workplace: A Case Study in the Creative Industry 

  

  

Copyright: ©2024 Open Access/Author/s – Online (https://creativecommons.org/licenses/by-sa/4.0/) 

2. Methods 

 This research employs a case study approach to investigate the role of 
communication and employee engagement in promoting inclusion in the workplace 
within the context of the creative industry. A mixed-methods approach is utilized, 
combining qualitative interviews and quantitative surveys to gather comprehensive data 
(Nobertus Ribut Santoso et al., 2023). A purposive sampling technique is employed to 
select organizations within the creative industry that have demonstrated a commitment 
to promoting inclusion (Arif et al., 2023). The sample consists of diverse organizations, 
including advertising agencies, design firms, media companies, and entertainment studios. 
The selection criteria include organizations with a track record of implementing inclusion 
initiatives and a diverse workforce. 

 Semi-structured interviews are conducted with employees and management 
representatives from the selected organizations (Chang, 2022). The interview protocol is 
developed based on the research objectives, focusing on exploring communication 
strategies and employee engagement practices related to inclusion. The interviews are 
audio-recorded and transcribed for analysis (Gewurtz et al., 2022). A survey 
questionnaire is designed to collect quantitative data on communication practices, 
employee engagement levels, and perceptions of inclusion within the workplace. The 
survey is administered to a sample of employees from the participating organizations. The 
questionnaire includes Likert-scale questions, as well as open-ended questions to gather 
additional insights. 

 Thematic analysis is employed to analyze the qualitative interview data. The 
transcribed interviews are coded to identify recurring themes and patterns related to 
communication strategies and employee engagement in promoting inclusion (Yang et al., 
2022). The codes are then organized into broader themes and sub-themes, allowing for 
the identification of key findings (Mbhele & De Beer, 2022). The quantitative survey data 
is analyzed using descriptive statistics to examine the frequency and distribution of 
responses. The data is also subjected to inferential statistical analysis, such as correlation 
analysis, to explore the relationships between communication, employee engagement, and 
inclusion. Statistical software is utilized for data analysis, and significance levels are set at 
p < 0.05. The qualitative and quantitative data are analyzed separately, followed by a 
process of data triangulation to integrate the findings (Stirpe et al., 2022). The qualitative 
insights provide a rich understanding of the experiences and perspectives of employees 
and management, while the quantitative data offer a broader perspective on 
communication patterns, engagement levels, and perceptions of inclusion. Ethical 
guidelines are followed throughout the research process. Informed consent is obtained 
from all participants, ensuring confidentiality and anonymity. Participants are informed 
about their rights to withdraw from the study at any stage. The research also adheres to 
ethical guidelines regarding data storage, analysis, and reporting. 

 Several limitations should be acknowledged in this research. Firstly, the case study 
approach limits the generalizability of findings to other contexts. Secondly, the reliance on 
self-reported data may introduce response biases. Lastly, the sample size may be limited 
due to resource constraints, which may impact the representativeness of the findings. 
Despite these limitations, this research design allows for an in-depth exploration of the 
role of communication and employee engagement in promoting inclusion within the 
creative industry. The combination of qualitative and quantitative methods provides a 
comprehensive understanding of the mechanisms underlying inclusion practices in the 
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workplace (Nobertus R. Santoso et al., 2022). Overall, this study seeks to shed light on the 
role of communication and employee engagement in promoting inclusion within the 
creative industry, providing valuable insights for both researchers and practitioners in the 
field of organizational management and diversity. 

 
3. Results and Discussion 

Effective communication was identified as a crucial factor in fostering inclusion. Open 
and transparent communication channels allow employees to voice their ideas, concerns, 
and experiences, creating an environment where they feel valued and heard. This sense of 
belonging is essential for fostering inclusivity. Regular communication updates, such as 
newsletters or emails, keep employees informed about important company news and 
initiatives, ensuring transparency and promoting inclusivity. Town hall meetings provide 
a platform for employees to engage in dialogue and contribute their perspectives, 
fostering a culture of open communication and respect for diverse viewpoints. Feedback 
mechanisms, such as surveys or suggestion boxes, enable employees to actively 
participate in organizational decision-making processes, making them feel valued and 
included. 

Employee engagement emerged as another critical factor in promoting inclusion. The 
organization emphasized creating a culture of trust, respect, and collaboration, where all 
employees feel empowered to contribute their ideas and perspectives. Employee resource 
groups, such as affinity groups or diversity networks, were implemented to provide a 
platform for employees from diverse backgrounds to connect, share experiences, and 
collaborate on initiatives that promote inclusion. These groups not only foster a sense of 
belonging but also allow employees to contribute their unique perspectives, enriching the 
organization's overall understanding of diversity and inclusion. Diversity training 
programs were found to be effective in enhancing employee engagement and promoting 
inclusion. These programs provide education and awareness on various aspects of 
diversity, such as unconscious bias, cultural competence, and inclusive communication. By 
equipping employees with knowledge and skills, organizations empower them to interact 
respectfully and inclusively with colleagues from different backgrounds. 
 
Table 1 Promoting Inclusion in the Workplace 
 

Strategies for Promoting Inclusion in the Workplace 
Total 

Respondents 
Percentage 

Establish a diverse and inclusive hiring process 50 25% 

Provide diversity and inclusion training for all employees 75 37.5% 

Create employee resource groups for underrepresented 
communities 

40 20% 

Foster a culture of respect and open communication 60 30% 

Implement flexible work arrangements and accommodations 45 22.5% 

Offer mentorship and sponsorship programs 55 27.5% 

Review and revise policies to eliminate bias and promote 
inclusivity 

70 35% 
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Encourage diverse perspectives in decision-making processes 65 32.5% 

Celebrate and recognize diversity through inclusive events and 
initiatives 

30 15% 

Regularly assess and measure progress towards inclusion goals 80 40% 

 
The table presents a list of strategies for promoting inclusion in the workplace, along 

with the corresponding total number of respondents and percentages. It provides 
valuable insights into the preferences and support for each strategy among the surveyed 
individuals. Among the strategies, the most commonly endorsed approach by the 
respondents was Regularly assess and measure progress towards inclusion goals, with 
40% of the total respondents selecting this option. This indicates a strong interest in 
monitoring and evaluating the effectiveness of inclusion initiatives within the 
organization. Other strategies that garnered significant support include Review and revise 
policies to eliminate bias and promote inclusivity (35% of respondents) and Provide 
diversity and inclusion training for all employees (37.5% of respondents). These findings 
highlight the importance of creating an inclusive culture by addressing biases and 
providing education on diversity and inclusion. 

On the other hand, strategies such as Create employee resource groups for 
underrepresented communities (20% of respondents) and Celebrate and recognize 
diversity through inclusive events and initiatives (15% of respondents) received 
relatively lower levels of endorsement. While these strategies may not be as widely 
adopted, they still hold value in creating a sense of belonging and representation for 
underrepresented groups. In conclusion, the table reflects the varying degrees of support 
for different strategies for promoting inclusion in the workplace. It is important for 
organizations to consider these preferences and tailor their efforts accordingly to foster 
an inclusive environment that addresses biases, provides education, and creates 
opportunities for underrepresented communities. Regular assessment and monitoring of 
inclusion initiatives can further enhance the effectiveness of these strategies in creating a 
more inclusive workplace for all employees. 

Mentoring initiatives were also identified as a valuable tool for promoting inclusion. 
Pairing employees from diverse backgrounds with mentors who have experience 
navigating the organization can provide guidance, support, and opportunities for career 
development (Stephens et al., 2020). These mentoring relationships foster a sense of 
inclusion by providing a safe space for employees to share their experiences, seek advice, 
and build professional networks (Chaudhry et al., 2021). The commitment to inclusivity 
was reflected in the organization's policies and practices (P. V. Nguyen et al., 2021). 
Integration of diversity and inclusion considerations into recruitment processes ensures 
that diverse talent is actively sought and given equal opportunities (DR. MUZAMMEL 
SHAH et al., 2021). Performance management systems that consider diversity and 
inclusion help to promote fairness and prevent bias (Einwiller et al., 2021). Additionally, 
promotion processes that value diversity and inclusion further reinforce the 
organization's commitment to creating an inclusive workforce (Stranzl et al., 2021). 

Inclusive language and imagery used in internal and external communication 
materials demonstrate the organization's efforts to create an inclusive environment 
(Dhanesh & Picherit-Duthler, 2021). By using language that is gender-neutral, inclusive, 
and respectful, the organization sends a clear message that all employees are valued and 
included. Similarly, using diverse and representative imagery in marketing materials or 
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internal communications reinforces the organization's commitment to diversity and 
inclusion. 

The organization's active solicitation of feedback from employees on diversity and 
inclusion matters demonstrates a commitment to continuous improvement. By seeking 
input and suggestions from employees, the organization creates a feedback loop that 
allows for ongoing evaluation and adjustment of diversity and inclusion initiatives. This 
iterative process helps ensure that the organization remains responsive to the evolving 
needs and perspectives of its diverse workforce. This research underscores the 
significance of effective communication and employee engagement in promoting inclusion 
in the workplace. Open and transparent communication channels, employee engagement 
initiatives, and inclusive policies and practices all contribute to fostering an inclusive 
culture. By embracing these findings and implementing strategies that prioritize 
communication, engagement, and inclusivity, organizations can create work environments 
where all employees feel valued, respected, and empowered to contribute their unique 
perspectives and talents. 

The analysis of the findings from the case study highlights the significant role that 
communication and employee engagement play in promoting inclusion in the workplace, 
particularly within the creative industry. The study reveals that effective communication 
strategies, such as transparent and open dialogue, clear and consistent messaging, and 
active listening, are crucial in fostering an inclusive environment. It enables employees to 
feel heard, valued, and included in decision-making processes. Furthermore, the case 
study demonstrates that employee engagement initiatives, such as diversity training, 
mentorship programs, and employee resource groups, contribute to creating a sense of 
belonging and empowerment among employees. These initiatives encourage 
collaboration, knowledge sharing, and the celebration of diverse perspectives and 
experiences. 

The implications of these findings extend beyond the creative industry. Organizations 
in various sectors can learn from the case study and recognize the importance of 
communication and employee engagement in promoting inclusion. By implementing 
similar strategies, organizations can foster a culture of inclusivity, which enhances 
employee satisfaction, productivity, and retention. To promote inclusion in the workplace, 
organizations should consider the following recommendations: 

 
3.1. Develop a comprehensive communication strategy 

Organizations should prioritize clear and inclusive communication practices that 
promote transparency, respect, and understanding. This can be achieved through regular 
town hall meetings, open-door policies, and platforms for employee feedback. Developing 
a comprehensive communication strategy is essential for promoting inclusion in the 
workplace (Komodromos, 2020). It involves creating an environment where all 
employees feel comfortable expressing their ideas, concerns, and perspectives (Kharel, 
2020). One key element of this strategy is to prioritize clear and inclusive communication 
practices that promote transparency, respect, and understanding. Regular town hall 
meetings are an effective way to achieve this. These meetings provide a platform for 
leadership to communicate important information, updates, and goals to all employees. By 
holding these meetings regularly and making them a scheduled event, organizations 
ensure that employees have the opportunity to ask questions, share feedback, and engage 
in open dialogue. This promotes transparency and ensures that employees are well-
informed about the organization's direction and initiatives, fostering a sense of inclusion 
and shared purpose. 

https://creativecommons.org/licenses/by-sa/4.0/
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In addition to town hall meetings, organizations should establish open-door policies. 
Open-door policies encourage employees to approach their managers or leaders with any 
concerns, questions, or suggestions they may have. This policy signals that management is 
receptive to employee input, fostering an environment of trust and collaboration. 
Employees should feel comfortable sharing their thoughts and know that their voices will 
be heard and respected. By actively engaging with employees and addressing their 
concerns, organizations demonstrate their commitment to inclusion and create a culture 
that values open communication. Furthermore, organizations should provide platforms or 
channels for employee feedback. This can include suggestion boxes, online forums, or 
anonymous surveys. These platforms give employees a safe space to share their 
experiences, ideas, and concerns. It is important to ensure that these feedback channels 
are easily accessible, confidential, and that responses are provided in a timely manner. 
Actively seeking and implementing employee feedback demonstrates that the 
organization values their input and is committed to continuous improvement. By actively 
listening to and acting upon employee feedback, organizations create an inclusive 
environment where employees feel valued and empowered. 

Inclusive communication practices are also a crucial component of a comprehensive 
communication strategy. This involves using language and messaging that respects 
diversity and promotes understanding. Organizations should provide training and 
guidelines to employees on inclusive communication to ensure that everyone feels 
respected and included. This includes avoiding gendered language, stereotypes, and 
assumptions, as well as being mindful of cultural differences. By promoting inclusive 
communication practices, organizations create an environment where all employees feel 
valued and understood. Lastly, a comprehensive communication strategy should prioritize 
two-way communication. This means creating opportunities for employees to share their 
thoughts and ideas, engage in meaningful discussions, and contribute to decision-making 
processes. This can be achieved through focus groups, employee forums, or cross-
functional teams that encourage collaboration and diverse perspectives. By fostering two-
way communication, organizations empower employees to actively participate and 
contribute to the organization's success, creating a culture of inclusivity and shared 
ownership. In conclusion, developing a comprehensive communication strategy is crucial 
for promoting inclusion in the workplace. By prioritizing clear and inclusive 
communication practices, organizations create an environment where employees feel 
valued, respected, and included. Regular town hall meetings, open-door policies, 
platforms for employee feedback, inclusive communication practices, and two-way 
communication all contribute to fostering an inclusive workplace culture. Implementing 
these strategies ensures that employees have a voice, feel heard, and are actively engaged 
in the organization, resulting in improved employee satisfaction, productivity, and overall 
success. 

 
3.2. Provide diversity and inclusion training 

Organizations should invest in training programs that educate employees about 
unconscious bias, cultural competency, and inclusive language. Such training can help 
create awareness and foster a more inclusive and respectful workplace (Ghazi & Goede, 
2019). Providing diversity and inclusion training is a crucial step for organizations aiming 
to foster an inclusive workplace (Popescu et al., 2019). This training helps employees 
develop awareness and understanding of unconscious biases, cultural competency, and 
inclusive language, which are essential for creating an inclusive and respectful 
environment. Unconscious bias is a significant factor that can hinder inclusivity in the 
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workplace. Diversity and inclusion training can help employees recognize and address 
their unconscious biases. By raising awareness of these biases, employees can learn to 
challenge and overcome them, leading to fairer and more equitable treatment of all 
individuals. This training helps create a workplace where decisions are based on merit 
and not influenced by biases related to race, gender, age, or other characteristics. Cultural 
competency is vital in a diverse workplace. Diversity and inclusion training can provide 
employees with the knowledge and skills to navigate cultural differences effectively. This 
training helps employees understand and appreciate different cultural perspectives, 
norms, and practices, promoting empathy, respect, and collaboration. By fostering cultural 
competency, organizations create an environment where all employees feel valued and 
included, regardless of their cultural background. 

Inclusive language plays a significant role in promoting inclusion. Diversity and 
inclusion training can educate employees on the importance of using inclusive language 
and avoiding language that may be exclusionary, offensive, or perpetuate stereotypes. By 
providing guidelines and examples of inclusive language, employees can learn to 
communicate in a way that respects and includes all individuals. This training helps create 
a workplace where everyone feels valued and respected, regardless of their gender, race, 
ethnicity, or other personal characteristics. Diversity and inclusion training also raises 
awareness about the experiences and challenges faced by marginalized groups. It helps 
employees develop empathy and understanding towards individuals who may have 
different backgrounds, perspectives, or identities. This increased awareness and empathy 
lead to more inclusive behaviors and interactions in the workplace. Employees become 
better equipped to recognize and challenge discriminatory practices, creating a more 
inclusive and supportive environment for all. 

Providing diversity and inclusion training demonstrates an organization's 
commitment to fostering an inclusive workplace. It sends a clear message to employees 
that diversity and inclusion are valued and prioritized. This commitment helps attract and 
retain a diverse workforce, as employees are more likely to feel a sense of belonging and 
fulfillment in an inclusive environment. Additionally, diversity and inclusion training can 
contribute to the organization's reputation, as it shows a commitment to social 
responsibility and equality. In conclusion, providing diversity and inclusion training is a 
crucial step for organizations aiming to foster an inclusive workplace. This training raises 
awareness, promotes cultural competency, and encourages the use of inclusive language. 
By investing in such training programs, organizations create an environment where 
employees are better equipped to challenge their biases, understand different 
perspectives, and treat all individuals with respect and fairness. Ultimately, diversity and 
inclusion training contributes to a more inclusive and respectful workplace, leading to 
improved employee engagement, satisfaction, and overall organizational success. 

 
3.3. Establish employee resource groups 

Encourage the formation of employee resource groups or affinity networks, where 
employees with similar backgrounds or experiences can connect, share ideas, and 
advocate for inclusivity (Radomska et al., 2019). These groups can provide a platform for 
employees to express their unique perspectives and contribute to a more inclusive 
culture. Employee resource groups (ERGs) are voluntary, employee-led networks that 
bring together individuals with common interests, backgrounds, or experiences within an 
organization (Kumar & Das, 2019). ERGs serve as a platform for employees to connect, 
share ideas, and advocate for inclusivity (Mazzei et al., 2019). They play a crucial role in 
promoting diversity and inclusion by fostering a sense of belonging and providing support 
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for underrepresented groups. ERGs create a safe and inclusive space for employees to 
express their unique perspectives and experiences. By connecting individuals who share 
similar backgrounds or experiences, ERGs provide a platform for open dialogue and 
discussion. This helps employees feel heard, validated, and valued, leading to increased 
engagement and a stronger sense of community within the organization. 

In addition to fostering a sense of belonging, ERGs also facilitate networking 
opportunities for employees. By bringing together individuals with common interests or 
backgrounds, these groups allow employees to build relationships and connections. These 
networks can provide valuable support, mentorship, and professional development 
opportunities, particularly for employees from underrepresented groups. By connecting 
employees across different levels and departments, ERGs also contribute to a more 
inclusive organizational culture. ERGs often play an active role in advocating for 
inclusivity within the organization. They can collaborate with management and HR to 
address concerns, suggest policy changes, and promote initiatives that foster diversity and 
inclusion. ERGs have the potential to influence decision-making processes, ensuring that 
diverse perspectives are considered and that policies and practices are equitable for all 
employees. 

The impact of ERGs goes beyond individual employees. These groups can have a 
positive impact on organizational culture and performance. By fostering a sense of 
belonging and inclusion, ERGs contribute to higher employee satisfaction, increased 
morale, and improved retention rates. ERGs also provide insights and perspectives that 
can help organizations better understand and meet the needs of diverse employees and 
customers, leading to enhanced innovation and competitiveness. To fully leverage the 
potential of ERGs, organizations should support and encourage their formation. This can 
be done by providing resources, funding, and leadership support. By recognizing the value 
of ERGs and integrating their efforts into the overall diversity and inclusion strategy, 
organizations can create a more inclusive workplace where all employees feel respected, 
valued, and empowered to contribute their best work. 

 
3.4. Foster inclusive leadership 

Organizations should prioritize inclusive leadership practices by promoting diversity 
at all levels and empowering leaders who value and prioritize inclusion. Inclusive leaders 
set the tone for the organization and create an environment where all employees feel 
welcome and valued (Mroczek-żulicka, 2018). Fostering inclusive leadership is crucial for 
promoting inclusion in the workplace (Kuznetsova & Bento, 2018). Organizations should 
prioritize inclusive leadership practices by promoting diversity at all levels and 
empowering leaders who value and prioritize inclusion. Inclusive leaders play a pivotal 
role in setting the tone for the organization and creating an environment where all 
employees feel welcome, respected, and valued. Inclusive leaders actively seek diversity in 
their teams and promote equal opportunities for all employees. They understand the 
importance of diverse perspectives and experiences in driving innovation and problem-
solving. By actively recruiting and promoting individuals from underrepresented groups, 
inclusive leaders create a workforce that reflects the diversity of the broader community. 
This not only enhances the organization's ability to understand and serve diverse 
customer bases but also demonstrates a commitment to equity and fairness. 

Inclusive leaders prioritize creating an inclusive work environment where everyone 
feels comfortable and valued. They actively listen to and consider the perspectives and 
ideas of all employees, regardless of their background or position. Inclusive leaders 
encourage open communication, create opportunities for collaboration, and ensure that 
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all voices are heard and respected. They promote a culture of psychological safety, where 
employees feel comfortable expressing themselves, sharing their opinions, and 
challenging the status quo. Inclusive leaders also prioritize the development and 
advancement of employees from diverse backgrounds. They provide mentorship, 
coaching, and support to help individuals from underrepresented groups succeed and 
thrive within the organization. Inclusive leaders recognize and leverage the unique 
strengths and talents of each employee, fostering a culture of inclusivity and belonging. 

Inclusive leadership goes beyond individual actions; it also involves creating policies 
and systems that support inclusion. Inclusive leaders advocate for fair and equitable 
practices in areas such as recruitment, promotions, and performance evaluations. They 
actively challenge biases and discriminatory practices, ensuring that all employees have 
equal opportunities to succeed. Inclusive leaders also invest in diversity training and 
education for themselves and their teams, continuously learning and growing to create a 
more inclusive workplace. By fostering inclusive leadership, organizations can create an 
environment where all employees feel welcome, respected, and valued. Inclusive leaders 
set the tone for the organization and play a crucial role in promoting diversity and 
inclusion. Their actions and behaviors create a ripple effect, inspiring others to embrace 
inclusive practices and contribute to a more inclusive culture. Through their commitment 
to diversity and inclusion, inclusive leaders not only enhance employee engagement and 
satisfaction but also drive organizational success and resilience in an increasingly diverse 
and globalized world. 

 
3.5. Regularly assess and evaluate inclusion efforts 

It is essential for organizations to regularly assess and evaluate their inclusion 
initiatives to ensure effectiveness (van Zoonen & Banghart, 2018). This can be done 
through surveys, focus groups, and individual feedback sessions (Duthler & Dhanesh, 
2018). Adjustments and improvements should be made based on the feedback received 
(Kang & Sung, 2017). Regularly assessing and evaluating inclusion efforts is essential for 
organizations to ensure the effectiveness of their initiatives. This ongoing evaluation 
process allows organizations to identify areas of strength, areas for improvement, and any 
barriers to inclusion that may exist within the workplace. By gathering feedback from 
employees and stakeholders, organizations can make data-driven decisions and 
implement targeted strategies to enhance inclusion efforts. One way to assess inclusion 
efforts is through surveys that gather feedback from employees. These surveys can 
include questions about employees' perceptions of inclusion, their experiences within the 
organization, and any suggestions they may have for improving inclusivity. By analyzing 
survey data, organizations can gain insights into the current state of inclusion and identify 
specific areas that require attention. 

In addition to surveys, focus groups can be conducted to gather more in-depth 
qualitative feedback. These sessions provide a platform for employees to share their 
experiences, challenges, and suggestions for improving inclusion. Focus groups allow for 
and candid discussions that can uncover valuable insights and help understand the 
nuances of inclusion within their specific context. Individual feedback sessions can also be 
conducted, providing an opportunity for employees to provide feedback privately. This 
can be beneficial for those who may feel more comfortable sharing their thoughts one-on-
one rather than in a group setting. Individual feedback sessions can uncover personal 
experiences and perspectives that may not have been captured through surveys or focus 
groups. Once feedback has been gathered, organizations should analyze the data and 
identify trends and patterns. This analysis will help identify strengths and areas for 
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improvement in current inclusion initiatives. It is important to involve stakeholders from 
diverse backgrounds in this process to ensure a comprehensive understanding of the 
organization's inclusivity landscape. 

Based on the feedback received, organizations should make necessary adjustments 
and improvements to their inclusion efforts. This may involve revising policies, 
implementing training programs, or creating new initiatives to address identified gaps. It 
is crucial to communicate the actions taken in response to feedback to demonstrate the 
organization's commitment to continuous improvement. Regularly assessing and 
evaluating inclusion efforts is an ongoing process. Organizations should establish a 
feedback loop to ensure that progress is continuously monitored and that adjustments are 
made as needed. By regularly evaluating the effectiveness of inclusion initiatives, 
organizations can create a culture of accountability, learning, and growth, ultimately 
fostering a more inclusive work environment for all employees. 

In conclusion, the case study underscores the integral role of communication and 
employee engagement in promoting inclusion in the workplace, not only within the 
creative industry but in other sectors as well. By implementing effective strategies and 
adopting a proactive approach, organizations can create an environment where all 
employees feel valued, respected, and included, leading to improved overall performance 
and employee satisfaction. 
 

4. Conclusions 

This case study in the creative industry highlights the crucial role of communication 
and employee engagement in promoting inclusion in the workplace. Effective 
communication strategies, such as transparent and inclusive communication channels, 
contribute to fostering a sense of belonging and equal participation among employees. 
These strategies create an environment where diverse perspectives are valued and heard, 
leading to increased collaboration and innovation. Furthermore, employee engagement 
initiatives, including the establishment of employee resource groups and diversity 
training programs, play a significant role in promoting inclusion. Employee resource 
groups provide a platform for employees with similar backgrounds or experiences to 
connect, share ideas, and advocate for inclusivity. These groups foster a sense of 
community and support, allowing employees to express their unique perspectives and 
contribute to a more inclusive culture. Additionally, diversity training programs equip 
employees with the knowledge and skills necessary to navigate and appreciate diversity, 
further promoting inclusion in the workplace. 

This research emphasizes the importance of organizations in the creative industry 
prioritizing communication and employee engagement as key drivers of inclusion. By 
implementing effective communication strategies and fostering employee engagement 
initiatives, organizations can create an inclusive work environment where all employees 
feel valued, respected, and empowered to contribute their best work. However, it is 
important to note that promoting inclusion requires ongoing assessment and evaluation 
of these efforts. Regularly gathering feedback from employees and stakeholders allows 
organizations to identify areas for improvement and make necessary adjustments. By 
continuously striving to enhance communication and employee engagement practices, 
organizations in the creative industry can foster a culture of inclusion that not only 
benefits employees but also leads to increased creativity, productivity, and overall 
organizational success. In conclusion, this case study underscores the significance of 
communication and employee engagement in promoting inclusion in the workplace 
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within the creative industry. By understanding and implementing effective strategies, 
organizations can cultivate an inclusive environment where diversity thrives, and all 
employees feel valued and empowered to contribute their unique perspectives and 
talents. 
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