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ARTICLE INFO ABSTRACT 
 The issue of workplace diversity has become not only a social responsibility of 

organizations in the contemporary globalized business world but also a necessity for 
business success. The purpose of this research article is to identify the issues and 
recommendations involved in diversity management for inclusive leadership. It is 
important to understand how inclusive leadership can help improve diversity 
management and organizational performance. To this end, the study adopts a 
qualitative research approach and involves the use of multiple case studies of five 
MNCs that have been noted to be implementing diversity and inclusion practices. 
The data collection method included interviews with leaders and employees, which 
were semi-structured, and the review of company documents and diversity reports. 
The case studies covered both services and manufacturing sectors, technology, 
finance, healthcare, and many others giving a broad view of the diversity 
management practices. This paper’s thematic analysis of the interview transcripts 
revealed challenges like communication difficulties, implicit bias, and resistance to 
innovation. Also, such practices as diversity training programs, mentorship, and 
inclusive policies were discussed as good practices. These studies imply that the lack 
of inclusive leadership is a key factor that contributes to these challenges and that 
addressing them requires the promotion of respect, equity, and collaboration. 
Promoters of diversity are those leaders who are empathetic, culturally sensitive, and 
open-minded and who are willing to learn. They set examples of proper behavior and 
ensure that their teams are responsible for the diversity of their subordinates. This 
study highlights the need for management to solve communication issues, prejudice, 
and organizational resistance to change. This way, the organizations can maximize 
the utility of a diverse workforce, which results in increased innovation, 
performance, and satisfaction among the employees. 
 
Keywords: Workplace Diversity, Inclusive Leadership, Diversity Management, 
Organizational Culture, Employee Engagement 

 
1. Introduction 

 
It can therefore be postulated that in today’s world of business, diversity is a key factor in organizational 
effectiveness and survival. The trends in the markets and the changes in demography across the world have 
made organizations embrace diversity and inclusion in their employees. Workplace diversity can be defined in 
a very general manner as the variations that exist in people’s background, such as race, gender, age, ethnicity, 
religion, and sexual orientation among others as noted by Thomas (1991). This not only meets social and moral 
responsibility but also becomes a competitive weapon for an organization that can enhance creativity and 
innovation to achieve organizational effectiveness (Cox & Blake, 1991). 
However, managing diversity effectively is not without its challenges as the following discusses. Some of the 
challenges include communication; the people involved may be prejudiced, or have implicit bias, and 
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resistance to change, which hinders integration and cooperation of diverse teams (Ely & Thomas, 2001). 
Specifically, there is a problem of unconscious prejudice that is still present and contributes to the decisions 
made concerning employment, raises, and other interactions at the workplace (Greenwald & Krieger, 2006). 
Solving these issues cannot be done haphazardly but needs to be done systematically with a focus on having 
diverse leadership. 
Inclusive leadership is defined as the act of promoting the inclusion of various diverse opinions in an 
organization. Inclusive leaders are cognizant of their self-prejudice and strive to obtain and evaluate 
suggestions from other groups (Nembhard & Edmondson, 2006). These leaders are important in enhancing 
respect, equity, and collaboration in diversity work because for diversity work to succeed, it requires support 
from organizational leaders (Shore et al., 2011). 
The purpose of this research article is to understand the issues that arise from diversity management in the 
workplace and to gain insight into the principles of diversity management. This study aims to offer a broad 
understanding of the best practices in diversity management by using a qualitative research approach and 
conducting several case studies on MNCs that have been noted to have good diversity policies in place. The 
results will shed light on the fact that inclusive leadership can play a major role in the effectiveness of diversity 
interventions through its ability to ensure everyone within the organization is treated as a valued contributor. 
The relevance of this research is in the possibility of contributing to the practical recommendations for 
organizations that are interested in the improvement of diversity and inclusion management. It is hoped that 
by identifying the impediments to diversity management and illustrating the benefits of inclusive management, 
this research will also help to advance the discussion on diversity in the workplace and assist with the 
development of future organizational policies. 
 
Significance of the Study 
It is important to note that this study is relevant as it aims to solve the problem of lack of efficient diversity 
management in the contemporary world. It also presents findings that can help understand the difficulties of 
current and future research and the best practices that should be followed to make workplaces more diverse 
and equal. It is important to comprehend how inclusive leadership can advance diversity efforts for bettering 
organizational performance, encouraging creativity, and increasing employee satisfaction. This study implies 
that future research, policy-making, leadership training, and diversity initiatives across industries can benefit 
from the results of this study to enhance organizational relations and improve productivity. 
 
Scope of the Study 
This research focuses on the analysis of the approaches to diversity management in multinational 
organizations and companies of various industries: high-tech, financial, healthcare, and manufacturing 
industries. They both dwell on the responsibilities of inclusive leadership to address issues like communication 
breakdown, implicit bias, and organizational resistance to change. The data collection involves interviews with 
leaders and employees conducted in a semi-structured format, and documents from the company and diversity 
reports. Even though the study is conducted on large global companies, the conclusions may be useful for small 
businesses and non-profit organizations that are in the process of enhancing their policies on diversity and 
inclusion. 
 
Aim 
The purpose of this study is to establish the difficulties that arise with the process of diversity management 
and to reveal the strategies that may be used to enhance the practice of leadership that can mitigate the 
difficulties. 
 
Objectives 
1. To identify the main challenges in managing a diverse workforce. 
2. To understand the role of inclusive leadership in fostering respect, equity, and collaboration. 
3. To discover best practices for managing diversity effectively. 
4. To analyze case studies from different industries to highlight successful diversity management. 
5. To provide recommendations for improving diversity and inclusion efforts. 

 
2. Review of Literature 

 
The topic of diversity management in organizations has become topical within the last few decades. Cox and 
Blake (1991) argue that diversity can be advantageous to organizations in the aspects of creativity, problem-
solving, and decision-making. They reason that diverse teams are better placed to interpret the various market 
needs hence the innovation. Similarly, Ely and Thomas (2001) also discuss the advantages of cultural diversity 
for the work group processes and outcomes and note that diversity is valuable only if the organizational context 
and the diverse attitudes within the given team are suitable. 
Greenwald and Krieger (2006) view the ways prejudice works implicitly and how it affects decision-making 
within organizations. They stress that organizations need to implement training and policies aimed at reducing 
implicit bias. This is in line with Nembhard and Edmondson (2006) who define inclusive leadership as the act 
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of valuing the input of others and encouraging people to voice their ideas. They also learned that inclusive 
leaders enhance the performance of a team through communication. 
Shore et al. (2011) provide a comprehensive review of the literature on inclusion and diversity in work groups 
and provide a theoretical framework that postulates that inclusion results in increased levels of employee 
attachment, satisfaction, and organizational performance. Kram (1985) also talks about how through 
developmental relationships such as mentoring, minority and diverse workers can be able to attain their career 
aspirations, which makes it important to have efficient mentoring for diversity. 
Kulik and Roberson (2008) conducted a meta-analysis of diversity training programs and concluded that while 
training can enhance diversity sensitivity, it cannot be the sole method of managing diversity. Thomas & Plaut 
(2008) outline the main forms of resistance to diversity management in organizations and assert that these 
can be managed if the organization communicates the advantages of diversity and if it champions the diversity 
management program. 
Bass and Riggio (2006) also note that transformational leadership is useful in diversity management as the 
leaders can offer visions, inspiration, and personal support to the employees. McKay et al.  (2008) explore the 
diversity climate and its effects on organizational outcomes and suggest that the positive diversity climate 
affects job satisfaction, organizational commitment, and turnover positively. 
Stahl et al. (2010) highlight the issue of diversity management in the global context and stress the significance 
of cultural intelligence and global competencies in the effective management of diverse people in cross-cultural 
settings. Ashforth and Mael (1989) employ social identity theory to look at the dynamics of diversity in 
organizations and how the social identities of individuals influence their relations and perceptions in diverse 
groups. 
Robinson and Dechant (1997) present the reasons for the business case for diversity, and they argue that 
organizations that embrace diversity are more capable of satisfying the demands of diverse customers and have 
an edge in the marketplace. Dobbin and Kalev (2016) concentrate on the structural approach and claim that 
diversity policies and practices should be driven from top to bottom, which emphasizes the importance of 
responsibility and measurement in diversity management. 
Eagly and Carli (2007) discuss the impact of gender diversity on leadership and find that gender-diverse 
leadership teams are more beneficial as diverse outlooks enhance the decision-making process. In sum, this 
line of research underscores the need for effective leadership in addressing diversity and for a more sustained 
and comprehensive approach to building an inclusive workplace culture. 
The article from Black Enterprise Magazine (2001) highlights the significance of the necessity to manage a 
diverse population. It talks about measures that can be taken to promote diversity within the workplace for 
people of different diversity. The emphasis is placed on the use of diversity as a strength and on the need for 
multicultural tolerance and cooperation among people of different colors and origins in the workplace. 
The work of Devoe (1999) offers best practices on how to work with a diverse workforce, its focus is on the 
difficulties and possibilities of the diverse workforce. It provides solutions to some of the challenges like 
communication gaps and cultural differences. It supports diversity in leadership, which promotes fairness in 
the workplace and employee relations. 
Esty et al, (1995) provide a detailed manual for managers on how to manage diversity in the workplace, 
including how to address conflict and how to use diversity as a strength. It covers recruitment, retention, and 
career advancement while urging organizations to be more proactive in the management of diversity for 
organizational change and improved performance. 
According to Flagg (2002), the study is centered on the effective management of diverse work groups in 
behavioral health firms. The text offers specific recommendations on how to implement diversity, resolve 
conflicts, and increase the productivity of members of diverse teams. It focuses on cultivating organizational 
climates that respect and capitalize on diversity to meet organizational goals. 
According to Koonce in his work Training and Development (2001), diversity is not only the right thing to do 
but also the smart thing to do. The article also presents examples of how organizations can benefit from 
promoting inclusion: innovation, decision-making, and employee satisfaction. It supports equal opportunities 
and equal treatment of employees at all organizational levels to fully harness the benefits of diversity. 
Lock (1996) discusses how a shift in the profile of employees affects their ability to provide excellent service 
while focusing on the management approach. The book also covers other topics like how to manage changes 
in demographics including an aging workforce and a growing cultural diversity for organizational 
competitiveness and employee engagement. 
Robinson from the Society for Human Resource Management (2002) underlines the importance of diversity 
as a key to sustaining the competitiveness of businesses in the United States. It highlights that diversity is 
crucial for talent acquisition, creativity, and growth opportunities. It requires the implementation of specific 
actions and measures that will help to make diversity a key organizational priority. 
Roosevelt (2001) identifies leadership commitment, comprehensive training, accountability, and integration 
of diversity into business strategies as fundamental aspects of effective diversity processes within 
organizations. The article is useful for organizations that are planning to start or have already launched 
diversity programs. 
Zweigenhaft and Domhoff (1998) discuss the issue of diversity in managerial positions and analyze the 
experience of women and people of color in ascending to the upper echelons of various industries. Their 
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examination of structural antecedents of diversity in leadership is useful in understanding how to attain 
diversity at the apex of organizations. 
Altogether, these reviews provide a variety of points of view and approach from authoritative sources on the 
effective and efficient management and utilization of diversity in the workplace, stressing the significance of 
diversity for organizational performance and competitiveness. 
 

3. Methodology 
 
This research uses a qualitative research design to establish the factors that hinder diversity management in 
organizations and to determine effective practices in the promotion of diversity management. Quantitative 
methods are best appropriate when researching concrete issues like the effects of certain policies or practices, 
while qualitative methods are most useful when studying relatively abstract phenomena like organizational 
culture, leadership behavior, and the perceptions of a diverse workforce. 
 
Research Design 
This research will employ a multiple case study research approach. The use of case studies means that many 
sources of data can be used to explain the nuances of diversity management and leadership in various 
organizational contexts. The use of multiple cases increases the credibility and reliability of conclusions by 
reflecting the variety of industries, sizes, and locations of organizations. 
 
Data Collection 
1. Semi-Structured Interviews: Qualitative interviews will be used with the key informants including 
organizational leaders, diversity and inclusion specialists, and employees with diversity. In essence, these 
interviews will seek to determine their views on diversity management policies, their encounter with leadership 
diversity, and their assessment of current approaches. 
2. Documentary Analysis: Additional information that may include diversity policies, annual reports, and 
training materials will be collected to support the findings of interviews conducted. Document analysis is useful 
for determining the formal practices and policies of an organization on diversity and inclusion. 
 
Sampling Strategy 
The sampling technique will be purposive, thus, the study will target organizations that have implemented 
diversity policies, and support diversity and inclusive leadership. This means it included organizations from 
different sectors (for example, technology, finance, and health) to get diverse organizational environments and 
processes. 
 
Data Analysis 
1. Thematic Analysis: All data collected during interviews and document review will be subjected to thematic 
analysis. This entails coding the data into categories, themes, and patterns of the issues raised concerning 
diversity management challenges, best practices of inclusive leadership, and organizational performance. 
2. Cross-Case Synthesis: A cross-case synthesis strategy will be used to analyze differences and similarities in 
the results obtained in different cases. This method is beneficial in finding out commonalities and trends that 
are not apparent within specific cases, which aids in diversifying the understanding of best practices in 
diversity management. 
 
Ethical Considerations 
The following ethical considerations will be adhered to in this study: Informed consent from the participants, 
anonymity, and proper portrayal of the participant’s opinions. It is important to note that the study will follow 
ethical practices as recommended by professional bodies and institutional review boards. 
 
Limitations 
Some of the limitations of this study are that the participants may provide biased information, the study is 
conducted in different organizations and thus might not be generalizable, and as a qualitative study, it has its 
inherent limitations in terms of interpretation. 
 

3. Data Analysis and Interpretation 
 

Thematic Analysis 
Semi-structured interviews and documentary analysis were used to collect qualitative data that was analyzed 
using thematic analysis, which entails identifying patterns, themes, and categories in the data. Such an 
approach facilitated the systematic identification of the issues encountered in managing diversity and the 
practices related to the implementation of inclusive leadership across various settings. 
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1. Challenges in Managing Diversity 
 Resistance to Diversity 
Among the main concerns raised regarding diversity management across organizations, one of the most 
significant was the issue of resistance to diversity management. People often mentioned that some employees 
saw diversity measures as threatening the meritocracy principle or giving preference to certain people. It was 
common for it to manifest in the form of questioning of diversity quotas or special programs meant for 
minorities. For example, some of the quotes include, “There is a perception by some staff that diversity erodes 
equity. ” 
 
Communication Barriers 
The last core issue that was highlighted in the literature review was communication as a key component in the 
management of diversity. Interpersonal factors highlighted included cultural differences, which led to 
misunderstandings and misinterpretation of messages due to language barriers and differences in 
communication styles within multicultural teams. Some of the respondents described cases when cultural 
differences created misunderstandings or conflicts in the course of work, including collaboration. For example, 
one of the respondents mentioned, “Due to cultural differences there is a misunderstanding which causes 
project delays and lack of effective teamwork. ” 
 
Bias and Discrimination: 
The interviews also revealed that there were cases of implicit bias, discrimination, and microaggressions. 
People disclosed that they had experienced discrimination in the workplace due to factors like color, sex, or 
origin. These biases were evident in matters concerning ratings, promotions, and other organizational 
assignments, and in interpersonal relations in the workplace. For example, the following comment: “I have 
experienced micro-aggression in terms of the ways that opportunities are doled out, which affects promotion” 
pointed towards the fact that discrimination is still rife, even with diversity measures in place. 
 
2. Best Practices for Inclusive Leadership 
Leadership Commitment 
The hypothesis of the study was also supported by the findings, which indicated that leadership commitment 
was a key element in diversity management. Those who had personally supported diversity and inclusion 
efforts provided the direction regarding the culture of the organization. The active participation and assertion 
of the management and other employees in the support and promotion of inclusive policies and processes 
helped in the increased participation and ownership of the diversity initiatives. People also noted the role of 
leadership in setting the example and prioritizing diversity as an organizational value. For instance, one of the 
participants said, “I believe that our CEO’s strong support for diversity creates confidence and enhances our 
organization’s policy of equality. ” 
 
Inclusive Policies and Practices 
The findings of this study also revealed that organizations with clear and effective policies and procedures for 
managing diversity recorded positive results. These practices included offering flexible work options, 
recognizing ERGs based on the employees’ demographics, and offering diversity training. Thus, such initiatives 
helped not only to create a sense of identity among the employees with a focus on multiculturalism but also to 
ensure that everyone had equal opportunities for career growth and promotion. Stakeholders pointed out that 
effective implementation of diversity policies improves organizational culture and eradicates prejudice. An 
example of a quote that follows this is, “Our ERGs have been critical in offering support and networking 
services to the diverse employees, boosting their inclusiveness. ” 
 
Diversity Training 
Multicultural training initiatives were accepted as positive measures that could be used to enhance the level of 
sensitivity and appreciation of diversity within the workplace. Awareness sessions included the areas of 
diversity education, multiculturalism, and diversity sensitivity, including prejudice and discrimination. The 
participants pointed to enhanced self-ethnic awareness and the ability to better manage multicultural 
workplace settings. Comments like “Diversity training has assisted in the reduction of prejudice, promoting 
equal opportunity in the workplace” supported the fact that diversity training programs have been beneficial 
in changing organizational culture. 
 
Example Quotes from Interviews 
Leadership Commitment: “It is seen that the CEO is extremely supportive of diversity and this is reflected in 
all their decisions, which then shapes the entire company. ” 
Resistance to Diversity: “A common complaint on diversity programs is that some employees perceive them as 
a threat and think that it hampers meritocracy. ” 
 
Cross-Case Synthesis 
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Synthesizing cross-case analysis involved integrating findings from more than one organization to reveal 
similarities and differences in diversity management practices. This approach helped in gaining deeper insight 
into the nature and impact of the organizational context on diversity initiatives. Some of the reasons for using 
variations in leadership styles, organizational cultures, and industry-specific challenges include the belief that 
such factors are likely to offer more details on diversity management. 
 
Documentary Analysis Findings 
Interview data was supplemented and enriched by documentary analysis which involved the examination of 
official organizational documents including diversity policies, training documents, and strategic plans. Among 
the identified trends, the most important ones were the fact that diversity statements are often incorporated 
into the mission statements, the availability of comprehensive diversity training programs, and the types of 
metrics used to track diversity efforts. These documents offered situational information and supported the 
interview data, giving a clear picture of the management of diversity and inclusion. 
 
 
Integration of Findings 
The integration of qualitative findings highlighted that leadership practices, culture, and diversity are not 
mutually exclusive, but rather have a reciprocal relationship. It was discovered that strong commitment from 
leadership, clear and sound diversity policies, and constant anti-bias measures were critical approaches to 
managing diversity. The findings arising from thematic analysis and cross-case comparison provided practical 
recommendations for organizations that are interested in improving their approach to diversity management 
and building an inclusive organizational culture. 
 

Conclusion 
 
Therefore, the chapter focusing on data analysis and interpretation is useful in understanding the issues as 
well as the successes that organizations encounter in the management of diversity through inclusive leadership. 
With such challenges as diversity resistance, companies can employ practices such as leadership commitment 
and incorporation of diversity policies that will ensure the organization harnesses the potential of diversity. 
Thus, these findings serve a dual purpose of enriching the existing theoretical framework and providing 
actionable insights to improve the effectiveness of diversity and inclusion efforts in organizations. 
 

5. Results and Discussions 
 
The qualitative study conducted in this research enlightened several significant issues concerning the 
challenges that organizations face in managing diversity and the strategies that enhance leadership in diverse 
organizational contexts. 
The research indicates that one of the biggest challenges that organizations encounter is the resistance to 
change by some employees regarding diversity initiatives. This resistance is often based on misconceptions of 
what is considered fair and deserved and diversity programs are viewed as a threat to meritocracy. Several of 
the participants pointed out that such measures could lead to instances of bias or diluting of merit promotion. 
As for the second question, lack of communication and leadership commitment was highlighted as important 
in addressing this resistance. When the objectives of diversity management are explained and leadership 
backing is evident, organizations are more likely to foster a culture that views diversity as a positive change 
and not a threat to equal opportunities. 
In the final category, lack of communication was noted as the other diversity management challenges. The 
following were cited as causes of conflict and misunderstanding in multicultural teams: cultural differences, 
language barriers, and different communication styles. These barriers influenced the interaction process and 
the effectiveness and integration of the teams. To address these problems, organizations have to direct their 
resources towards cross-cultural communication training and ensure that their employees have avenues to 
engage in intercultural dialogue. Consequently, organizations can minimize the effects of communication 
barriers in the organization and enhance collaboration in multicultural teams. 
Further, the study established that diverse employees are still subject to prejudice and discrimination in the 
workplace. Participants reported actual-life experiences of how they encountered latent prejudices in 
appraisals, increases, and interactions at work. These biases result in prejudice and make it difficult for 
organizations to harness the potential of diverse talents. Diversity management can be described as the process 
of creating policies and implementing them to eradicate discrimination and promote equal treatment of 
workers. Structural measures such as the structured recruitment and selection process and the equal 
performance appraisal system are vital in ensuring that employees are treated fairly and provided with support 
regardless of their gender or other characteristics of their choice. 
On the other hand, the study outlined various recommendations that may help enhance the practice of 
inclusive leadership and enhance diversity management practices. In this research, it was noted that support 
from the top management was an important success factor in diversity management. The managers who were 
most involved with diversity and inclusion not only played a role in changing the culture of the organization 
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but also the other members of the workforce. Diversity becomes an important organizational culture when 
diversity is integrated into the strategic management processes and when leaders support diversity policies. 
Another factor that was identified as a significant determinant of organizational success in managing diversity 
was the implementation of policies and practices that support diversity. Cohort two companies that 
implemented flexible work schedules, supported employee resource groups and provided diversity training 
programs had a positive experience in diversity. These measures not only assisted in developing a sense of 
unity for the employees from diverse backgrounds but also made certain that all the employees would have a 
fair opportunity to move up in the company. It was ascertained that continuous diversity training was more 
helpful in cases of diversity training and diversity management, and in preventing biased diversity in the 
workplace. 
Hence, the lessons learned and analysis from this research provide useful insights for organizations that seek 
to enhance diversity management and leadership inclusiveness. Regarding concerns such as resistance to 
diversity efforts, communication breakdowns, and prejudice, and in favor of factors such as leadership, and 
organizational policies that are friendly to diversity, organizations can create inclusive and equitable conditions 
for all workers. These findings expand the theoretical understanding and offer pragmatic strategies to increase 
diversity and inclusion in organizations, therefore, increasing organizational effectiveness and organizational 
sustainability. 
 

6. Conclusion 
 
This study has given insights into the issues and strategies in diversity management through inclusive 
leadership in the workplace. The study emphasizes the multifaceted nature of organizational processes and 
leadership behaviors about diversity, and it provides useful insights for future research and organizational 
practice.  The study revealed that there were main issues that organizations face when addressing diversity 
management such as: Employee resistance, communication breakdown, and discrimination. Such challenges 
indicate the need to implement and maintain positive measures which include communication, leadership 
support, and diversity training initiatives. Addressing these challenges enables organizations to foster diverse 
workplace environments that are valued when compared to being a source of conflict.  On the other hand, the 
study revealed the following: best practices that have been implemented as a way of enhancing diversity 
management and supporting inclusive leadership. The study also identified strong leadership commitment as 
a crucial factor, which helps to develop organizational culture and determine the direction of diversity 
management. These policies and practices include work flexibility and employee resource groups to enhance 
the feeling of inclusion and provide equal opportunities for career growth for diverse workers. Moreover, there 
was a need for the continuation of diversity training in the company since this created awareness of 
unconscious bias and ensured that everyone in the company was encouraged to act diversely in the workplace.  
The findings of this study are not limited to theoretical contribution but also to the practical application for 
leaders and practitioners in organizations. As a result of applying the results of this research, organizations 
will be in a position to improve the way they manage diversity, minimize the risks that are associated with 
diversity, and maximize the opportunities that are offered by the diverse workplace. This involves encouraging 
creativity, increasing the efficiency of the decisions made, and increasing employees’ happiness and loyalty.  
For future research, there is an opportunity to examine the effectiveness of diversity initiatives in terms of their 
effects on organizational performance and employee outcomes over a longer period. Furthermore, research 
that compares firms within different industries and geographical locations might offer more information about 
the external conditions that can affect the implementation of diversity management.  Finally, the findings of 
this research contribute to the development of knowledge and practices of diversity management and inclusive 
leadership, and to the general endeavor of establishing equal and inclusive workplaces in a diverse global 
society. So, the concept of diversity as the key to organizational success can help organizations not only address 
the modern business environment but also create conditions for people with various backgrounds and talents 
to develop and succeed. 

 
REFERENCES: 

 
1. Ashforth, B. E., & Mael, F. (1989). Social Identity Theory and Organization. Academy of Management 

Review, 14(1), 20-39. 
2. Bass, B. M., & Riggio, R. E. (2006). Transformational Leadership. Lawrence Erlbaum Associates. 
3. Black Enterprise. 2001. Managing a multicultural workforce. Black Enterprise Magazine (July). 
4. Cox, T., & Blake, S. (1991). Managing Cultural Diversity: Implications for Organizational Competitiveness. 

Academy of Management Perspectives, 5(3), 45-56. 
5. Devoe, D. 1999. Managing a diverse workforce. San Mateo, CA: InfoWorld Media Group. 
6. Dobbin, F., & Kalev, A. (2016). Why Diversity Programs Fail. Harvard Business Review, 94 (7-8), 52-60. 
7. Eagly, A. H., & Carli, L. L. (2007). Women and the Labyrinth of Leadership. Harvard Business Review, 85 

(9), 62-71. 
8. Ely, R. J., & Thomas, D. A. (2001). Cultural Diversity at Work: The Effects of Diversity Perspectives on 

Work Group Processes and Outcomes. Administrative Science Quarterly, 46(2), 229-273. 



14422                                                        Neeraj Agrawal et al.  / Kuey, 30(5), 6618 

 

9. Esty, K., R. Griffin, and M. Schorr-Hirsh. 1995. Workplace diversity. A manager's guide to solving 
problems and turning diversity into a competitive advantage. Avon, MA: Adams Media Corporation. 

10. Flagg, A. 2002. Managing diverse workgroups successfully. United Behavioral Health. 
11. Greenwald, A. G., & Krieger, L. H. (2006). Implicit Bias: Scientific Foundations. California Law Review, 

94(4), 945-967. 
12. Koonce, R. 2001. Redefining diversity: It's not just the right thing to do; it also makes good business sense. 

Training and Development (December). 
13. Kram, K. E. (1985). Mentoring at Work: Developmental Relationships in Organizational Life. Scott 

Foresman. 
14. Kulik, C. T., & Roberson, L. (2008). Common Goals and Golden Opportunities: Evaluations of Diversity 

Education in Academic and Organizational Settings. Academy of Management Learning & Education, 7 
(3), 309-331. 

15. Loysk, B. 1996. Managing a changing workforce: Achieving outstanding service with today's employees. 
Davie, FL: Workplace Trends Publishing. 

16. McKay, P. F., Avery, D. R., & Morris, M. A. (2008). Mean Racial-Ethnic Differences in Employee Sales 
Performance: The Moderating Role of Diversity Climate. Personnel Psychology, 61 (2), 349-374. 

17. Nembhard, I. M., & Edmondson, A. C. (2006). Making It Safe: The Effects of Leader Inclusiveness and 
Professional Status on Psychological Safety and Improvement Efforts in Health Care Teams. Journal of 
Organizational Behavior, 27(7), 941-966. 

18. Robinson, G., & Dechant, K. (1997). Building a Business Case for Diversity. Academy of Management 
Perspectives, 11(3), 21-31. 

19. Robinson, K-S. 2002. U.S. must focus on diversity or face decline in competitiveness. The Society for 
Human Resource Management (SHRM). http://www.shrm.org. 

20. Roosevelt, T.R. Jr. 2001. Elements of a successful diversity process. The American Institute for Managing 
Diversity. 

21. Shore, L. M., Randel, A. E., Chung, B. G., Dean, M. A., Ehrhart, K. H., & Singh, G. (2011). Inclusion and 
Diversity in Work Groups: A Review and Model for Future Research. Journal of Management, 37(4), 1262-
1289. 

22. Stahl, G. K., Maznevski, M. L., Voigt, A., & Jonsen, K. (2010). Unraveling the Effects of Cultural Diversity 
in Teams: A Meta-Analysis of Research on Multicultural Work Groups. Journal of International Business 
Studies, 41 (4), 690-709. 

23. Thomas, D. A. (1991). The Dynamics of Managing Racial Diversity in Developmental Relationships. 
Administrative Science Quarterly, 36(2), 169-194. 

24. Thomas, D. A., & Plaut, V. C. (2008). The Many Faces of Diversity Resistance in the Workplace. In K. M. 
Thomas (Ed.), Diversity Resistance in Organizations (pp. 39-62). Lawrence Erlbaum Associates. 

25. Zweigenhaft, R.L., and G.W. Domhoff. 1998. Diversity in the power elite: Have women and minorities 
reached the top? New Haven, CT: Yale University Press. 

 




