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What if we were able to sever our professional and personal identities?



An AppleTV+ show about a group of employees who 
agree to have their memories surgically divided 
between their professional and personal selves, 
plays on the what it would be like to to separate who 
you are from what you do.



http://www.youtube.com/watch?v=xEQP4VVuyrY


We are unable to sever our full identities. Our collective well-being is dependent on our 
recognition and nurture of both our professional and personal selves. 
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Equitable, barrier-free access and participation in education is a foundational 
human right that supports the advancement of knowledge and innovation. Ontario 
Tech University stands firm against all forms of discrimination, racism and hate. 

We are committed to our leadership in advancing respectful, inclusive and 
collaborative exchange of knowledge that champions diversity, celebrates the 
identities, achievements and well-being of all, and empowers us to make society a 
better place for our campus community and our planet.

“
”
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We must maintain a balance between Intellectual & Social Friction in order to effectively 
demonstrate inclusive leadership, ensure the well-being of our community, while advancing 

knowledge and innovation.



Only through intellectual friction do we solve problems. However a challenge arises  as  
intellectual friction increases , so does  social friction alongs ide it.

Intellectual Friction Social Friction

Introducing the Intellectual vs. Social Friction

Intellectual friction is  productive dis agreement among 
individuals  with divers e pers pectives , fos tering 
deeper unders tanding and critical thinking.

S ocial friction is  the tens ion and conflict aris ing 
from interpers onal differences , leading to 
increas ed mis unders tanding or unres t.

https://www.leaderfactor.com/post/stage-4-challenger-safety#:%7E:text=Challenger%20Safety%20is%20the%20final,in%20challenging%20the%20status%20quo


Our commitment to the principles of diversity, inclusion, and belonging go lock-in-step with 
the goal of advancing knowledge and innovation by reducing social friction, thereby enabling 

Ontario Tech to promote healthy 
intellectual friction and the well-being of all. 



We each play a pivotal role in creating cultures  that patrol the boundaries  of respectful 
engagement. This  is  because if left unaddressed, social friction has  the ability to effectively 
‘shut down’ intellectual friction. 

Encouraging Intellectual Friction Introduces Inclusion Opportunities

Intellectual Friction Social Friction



In order to achieve healthy levels of intellectual friction, we must promote psychological 
safety in all aspects of our interactions with one another.



Hearing the perspectives and voices of all is critical to advancing knowledge and 
enabling pathways  to innovation. 

Employing a Psychological Safety Framework to Reduce Social Friction

Inclusion Safety is our foundation where 
we feel included, accepted, and a sense 
of belonging.  

i.e. accessibility-based 
microaggression

Contributor safety prioritizes individual 
well-being, recognizes contributions, and 
encourages open communication to 
ensure a supportive and secure working 
environment.

i.e. environmental microaggression

Learner Safety means we are safe to 
engage in the learning process: We 
can ask questions, we can give and 
receive feedback, and we can even 
make mistakes without the fear of 
being punished.  

i..e microinvalidation

Challenger safety is a proactive 
approach that identifies risks, 
encourages feedback, and fosters a 
culture of continuous improvement 
environments.

i.e. diversity of thought



Microaggressions Inhibit Diversity of Thought & Reduce Innovation

Adopting an inclus ive mindset can reduce harm towards  others  and ens ure cognisance to 
collective wellbeing. 

Microaggressions
Everyday, subtle put-downs directed towards a 
marginalized group or person which may be verbal or 
nonverbal and are typically automatic.

https://www.medicalnewstoday.com/articles/microagressions#definition


Now armed with the concepts of Intellectual vs. Social Friction, the tools with which to create 
Psychological Safety and avoid the aspects that threaten it (i.e. microaggressions), how can 

we bring these together to demonstrate inclusive leadership?



Our individual actions contribute to an inclusive culture and community at Ontario Tech. As we learn & 
grow, being mindful & intentionally creating psychological safety for everyone will ensure we can 
continue to advance knowledge and innovation while centering on the well-being of our people. 

● K now that everyone has  something valuable to contribute irrespective of their job title, 
degree, or des ignations .

● B e mindful microaggress ions  that personally target and question other people’s  intellect or 
credibility

○ Does  not advance respectful discourse and increases  social friction

○ Adopt the ‘Y es  AND’ approach. Do not dismiss  the thoughts  and perspectives  of any 
individual

● Make a commitment to ‘call each other in’

● C hange can only come from active allyship

● Demonstrate courage and speak up when needed

● B e respectful and create room for others  to speak

Demonstrating Your Inclusive Leadership

Here are a few strategies to keep in mind:



We can all demonstrate principles of inclusive leadership by promoting and contributing to 
healthy intellectual friction, while creating a culture and environment of psychological safety 

for our community.
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