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Abstract 

Diversity training (any form of sensitivity training aimed at facilitating fair treatment and 

decreasing discrimination in the workplace) is widely used in the corporate world today. Though 

there are high rates of adoption, the exact outcomes of diversity training efforts are not explicitly 

understood. Diversity training has been linked empirically to factors such as career satisfaction 

and organizational commitment, but less is known about the link between diversity training and 

an inclusive company culture. This study will look for a link between diversity training and an 

inclusive company culture, attempting to associate certain methods of diversity training with a 

culture for inclusion. This information can help human resources professionals and executives 

make better informed decisions regarding their diversity training practices, hopefully allowing all 

these companies to foster a more inclusive, innovative, and welcoming culture. 
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Introduction 

 Human resources experts of many companies and industries debate over the success of 

diversity training. Some say opening discussion on diversity will increase friction between 

employees. Some say only certain in-depth programs give any real benefit to its company. Some 

say it is the entirely wrong way to go toward creating a feeling of acceptance in the workplace. 

Whatever you think, it would be easy for you to find someone who disagrees, because research 

on the effectiveness of diversity training remains mixed. Unfortunately, the depth and 

complexity of diversity training makes it impossible for the present research to be the ―cure-all‖ 

of these debates worldwide, however; this research will focus specifically on one hypothesized 

benefit of diversity training: a more inclusive company culture. 

 Diversity training and initiatives, which are intended to increase sensitivity to individuals 

from groups that have been traditionally underrepresented in organizations and decrease 

discrimination by both managers and employees, have been implemented in various forms over 

the last 50 years. For the purpose of this study, ―diversity training‖ will refer specifically to 

programs targeted at decreasing discrimination in treatment of minorities and women, such as 

affirmative action programs and cultural sensitivity training. Companies vary widely in their use 

and methods of diversity training, which makes it both an interesting and complex topic to study. 

Its use continues to grow despite research which criticizes diversity training (Murray 1993). 

Many companies implement these programs without extensive research into the costs and 

benefits, because the exact benefits remain unclear. It is a field that requires additional research 

in the future as the corporate world grows increasingly diverse. One potential benefit of diversity 

training is the creation of an inclusive company culture, which is a culture unique to each 

organization and fosters tolerance, sensitivity, and empathy. Benefits of this type of culture can 
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include fostering innovation, creating a sense of belonging, and high performance and lower 

turnover among both traditional and diverse employees. Understanding the relationship between 

diversity training programs and an inclusive company culture cannot only give managers more 

definitive research with which to make informed decisions, but it can shed more light on the 

ongoing debate regarding its effectiveness. 

Literature Review 

The success of diversity training programs has been debated over the years, and yet 

companies still implement the training at a record pace. Over the last 50 years, diversity training 

has become extremely common in the corporate world, breaking all geographic and industry 

borders (Wheeler, 1994). Though it remains somewhat controversial, it is still a popular form of 

training throughout the business world (Murray, 1993) and researchers across the country 

continue to increase our knowledge of all aspects of diversity training. Although all the research 

cannot be summarized, the aspects that are relevant to this study will be covered in this literature 

review. After discussing the history of diversity training, it will look at factors linked to a 

successful diversity training program and benefits of a successful diversity training program. 

Finally, the definition and benefits of an inclusive company culture will be identified, and the 

present research will be linked to this literature review. 

Organizations employ different levels of diversity training, varying from no program at 

all to an extensive, model program. The outline below demonstrates examples of what different 

levels of diversity training can look like. Seeing the differences in the offerings of diversity 

training can shed light on the complexity of the issue and illustrate how controversial the topic is 

since some companies vary so greatly in their offering for diversity training.  
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Table 1 

Global Diversity and Inclusion Benchmarks Proposed by Julie O’Mara and Alan Richter 

No Diversity Training 

Exists: 

There is no formal diversity education. 

Discussions on diversity are not encouraged. 

Diversity Training is 

Minimal: 

Training and resources on diversity are brief and focused on 

educating employees on policies and meeting legal 

requirements. 

Persons designing and delivering training do not have specific 

expertise in diversity. 

Diversity Training is 

Average: 

Both diversity and intercultural training are provided, but they 

are treated separately and as stand-alone courses rather than 

being integrated with other courses. 

Diversity experts or training professionals design and/or conduct 

the training; line managers and employees are trained to help 

conduct or co-facilitate some sessions. 

The organization‘s diversity website, resource library of books, 

articles, videos/DVDs, e-learning, and other tools are used to 

educate employees and managers. 

Diversity Training is 

Very Good: 

The organization provides diversity training that focuses on 

knowledge about diversity, specific diversity dimensions, caring 

and compassion for others to employees at all levels and takes 

action to achieve the diversity vision; this training has been 

designed using proven instructional techniques. 
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Senior managers visibly endorse and voluntarily attend diversity 

training. 

Diversity professionals, managers, and employees help design, 

conduct, and reinforce the learning from training. 

Diversity Training is 

Excellent: 

The organization‘s diversity learning strategy addresses a broad 

spectrum of diversity dimensions and issues to meet the 

organization‘s mission, vision, goals, and performance 

management system. It includes a learning reinforcement 

strategy. 

Diversity training, including intercultural training, is integrated 

into the organization‘s general educational curriculum. 

Employees at all levels attend ongoing diversity training, 

including training for specific roles and responsibilities (e.g., 

customer service). 

Diversity education resources, including an extensive up-to-date 

library, are varied and fully supported by the organization. 

 

(Adapted from Anand & Winters, 2008). 

 

 

Understanding both the success factors of diversity training as well as the effects a 

successful program can have on a company enable managers to make the best possible decisions 

regarding if or how to implement a diversity training program. These programs can have 

monumental effects on culture and success if used correctly, but can also increase friction and 
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conflict between employees of different gender, race, or sexual orientation if used ineffectively 

(Beaver, 1995). Ineffective programs mean wasted costs, time, and resources. Implementing a 

diversity training program is not easy, nor have human resources professionals found a 

standardized way to create a successful program. History shows us that often, a successful 

program is formed by both understanding ―best practices‖ and using one‘s intuition and 

knowledge of a company to create a program that best fits a specific company.  

The History of Diversity Training 

To understand the motivation behind implementation of such programs, it is important to 

understand the roots of diversity training. Understanding the history and evolution of diversity 

training in the business world gives us insight into its future. Setting the stage for the growth of 

diversity training will help us better understand where it is today, and where it is going in the 

future. 

Though many forms of training that were related to race, gender, ethnicity, or other 

demographic differences were long referred to as ―diversity training‖, the first training 

specifically targeted at sensitizing employees to minorities sprung to life after the Civil Rights 

Act of 1964 (Anand & Winters, 2008). The training programs in the following years were purely 

focused on compliance with legislation, specifically, Title VII. This section of the Civil Rights 

Act barred discrimination in hiring and firing, promotion, pay, or any other employment 

condition based on race, color, religion, sex, or national origin. It also established the Equal 

Employment Opportunity Commission (EEOC) that handles claims and mediation (Civil Rights 

Act of 1964, 2009). In the beginning years after the Act, discrimination lawsuits flooded the 

EEOC, which often resulted in the courts ordering employers to enact anti-discrimination 
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training (Anand, Rohini, Winters, Mary-Frances, 2008). Though the first seeds of diversity 

training were planted with these court mandates, many companies who wished to avoid lawsuits 

implemented similar training programs focused on educating employees about diversity and 

educating managers about the statutes of the law. Most training was focused on the law, 

occasionally sprinkled with some strict dos and do nots, and was often a one-time training 

seminar that employees were never required to repeat (Anand et. Al., 2008). Obviously, the early 

stages of diversity training were filled with informational formalities used to defend companies 

against Civil Rights Act lawsuits, and this remained to be the case until the 1980‘s. 

In the early 1980‘s, there was a turn for the worse in the evolution of diversity training. 

Clarence Thomas was appointed as head of the EEOC, who gave employers more freedom over 

their own discrimination policies (Kaley & Dobbin, 2006). Employers quickly learned that 

turning their attention instead to the issue of increasing globalization would not bring the EEOC 

running, and there was a lull in diversity training that lasted several years. 

The end of the decade brought a new change of events for diversity training and those 

affected by it. Strangely, this entire turn of events can be credited to the publication of a Hudson 

Institute book on workforce trends. It showed that the demographics of the business world was 

changing and would soon include more women and minorities (Johnston & Packer, 1987). 

Though the new addition to the workforce was relatively small in terms of the overall workforce, 

the press exaggerated the change, and the book became extremely popular: ―Although think 

tanks seldom produce bestsellers, Workforce 2000 proved to be an exception to the rule‖ (Judy 

and D‘Amico, 1997). This bestseller jump-started a major shift in companies‘ future plans 

regarding workforce diversity. The focus changed from compliance with legal statute to 

assimilating the increased numbers of women and minorities into the workplace. Affirmative 
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action programs became more popular, but women and minorities were expected to blend into 

the current homogenous workplace culture. Roosevelt Thomas explored this problem in 1990 

and explained that the most serious diversity issues were not those regarding recruiting (which 

affirmative action had been created to solve), but the issues that began once someone was hired 

(Thomas, 1990).  He found that minorities and women quickly reached a career plateau and had 

difficulty moving up in the organization, which meant that affirmative action was not the ―cure-

all‖ for discrimination as managers believed: 

―Affirmative action had an essential role to play and played it very well. In many 

companies and communities it still plays a role. But affirmative action is an artificial, 

transitional intervention intended to give managers a chance to correct an imbalance, an 

injustice, a mistake. Once the numbers mistake has been corrected, I don‘t think 

affirmative action alone can cope with the remaining long-term task of creating a work 

setting geared to the upward mobility of all kinds of people (Thomas, 1990).  

He believed the goal should be to create an inclusive environment where all are enabled to 

perform to their own individual potential. Instead of recruiting for diversity, he stressed training 

and managing for diversity. It included an entirely new and holistic way of thinking which paved 

the way for seeking an inclusive company culture. His words and research impacted the human 

resources field, and shortly after, diversity training changed yet again. 

 After Thomas‘s publication, diversity training shifted again from compliance focusing on 

women and racial minorities, to including everyone and facilitating fair treatment. For the first 

time, white males were included in the diversity training, and all groups were trained to be 

sensitive to the needs and differences of each other group. Also for the first time, diversity was 
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embraced as more than race and gender, but also physical abilities, age, and sexual orientation, 

though disability received little attention during training at this time (Loden & Rosener, 1991). 

Approaches to diversity training lay all over the board, some extremely underdeveloped, but all 

are different. David Thomas and Robin Ely attempted to categorize these diversity mentalities in 

1996 into three categories: discrimination and fairness, access and legitimacy, and learning and 

effectiveness. These categories attempt to summarize the reasons why organizations may 

implement diversity initiatives. They argued that the first two categories were most common, but 

that companies were slowly shifting toward the third mentality, and that this one was the most 

valuable. During this time period, Fortunte-500 companies began to hire outside help to train 

their employees in diversity, leading to a boom in the first diversity firms (O‘Mara & Richter). 

Though diversity training efforts still had a long way to go before they became what we know 

today, the concept that diversity training was an ongoing process and must be integrated into the 

core strategy of a business became the stepping stone to finally associating diversity training 

with business success. 

 Today, diversity training‘s main purpose is no longer focused on legal compliance but on 

encouraging respect for differences in the workplace. It has become a part of the business value 

chain and is considered a ―best practice‖ for success in a company.  It focuses on training 

employees to value their differences and enabling them to create an inclusive workplace.  There 

are often multiple course offerings based on facilitating sensitivity toward specific groups, such 

as women or specific cultures, and may use various methods such as online learning, work 

groups, or seminars (Society for Human Resource Management, 2008).  Modern diversity 

training recognizes that all groups must be involved, and focuses on the goal of an inclusive 

culture: 
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―Positioning diversity as a competency has created another major paradigm shift; the 

assumption is no longer that only certain groups need training (e.g., white men or 

minorities), but rather that all employees need to be more cross-culturally competent in 

an increasingly global world‖ (Anand et al., 2008). 

Clearly, the evolution of diversity training occurred more as growth stages than a slow and 

constant growth. These ‗growth spurts‘ were started by things ranging from new legislation to 

popular media, and diversity training will continue to grow based on the environment it 

encounters. Varying studies show that between 35-60% of firms use some form of diversity 

training (Rynes & Rosen, 1995; Anand et al., 2008). Obviously, diversity training is prevalent in 

the workplace today and its issues must be recognized and dealt with. Though we do not know 

where diversity training will go in the future, companies must be able to use it successfully 

today, creating a more inclusive workplace that benefits the company, the employees, and the 

customers. Research and history have done their best to pave the way for managers to create 

successful programs, but is it worth it? Does a successful program change anything in the long 

run? 

What Makes Diversity Training Successful 

Understanding how to make diversity training successful is essential to human resources 

professionals and managers in companies who use diversity training programs. The success of 

diversity training can be evaluated on many different levels, including reduction of prejudice and 

discrimination and increased minority and female representation. Generally, because it is 

difficult to measure changes in prejudice and attitudes, success is measured by minority and 

female representation in a company. There are many factors that have been linked to creating 
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successful diversity training programs, all of which will be essential to know when the present 

research explores the effects of a successful diversity training program on an organization. 

Organizational and financial commitment. Organizational commitment to increasing 

company-wide diversity is cited time and time again as one of the most essential determinants of 

diversity training success. When a company is committed to including females and minorities 

and providing diversity training to employees, the programs are more likely to be successful. 

Also, diversity training programs that align with the strategy of an organization are much more 

likely to be successful (Guthridge, Komm, & Lawson, 2008). Having formalized policies 

outlining requirements for diversity training also conveys to the employees that diversity training 

aligns with organizational values (Dutton & Ashford, 1993). The success of diversity training 

has been found to depend on the amount of financial resources devoted to it. This allows for both 

more in-depth and more prolonged forms of training. It also allows human resources departments 

to bring in experts and arrange for follow-ups with employees. Additionally, strong financial 

support ties to top management support because high financial support symbolizes and 

communicates the support of top management (Rynes & Rosen, 1995). 

Top management support. When management supports diversity training for reasons 

relating to both competitive advantage and workplace equality, the program will be undoubtedly 

more successful. This is an extremely important factor to focus on in the workplace today 

because management support often ranges from extremely supportive to hostile (Fernandez, 

1981). Because of this, it is important for executives to display active and visible support for 

diversity so that their functional management team will follow by example (Frankel, 2007). This 

can include anything from including minorities on their own team to making speeches about the 

value of diversity, or even just participating in the training. Finally, executives must support 
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diversity by prioritizing it higher than they intuitively would. When it comes into conflict with 

competing priorities, placing diversity at the bottom of the list must be avoided (Morrison, 

1992).  When corporate executives believe diversity training will help the company, act as 

visible supporters of the program, and place high priority on diversity, the program is almost 

always successful. 

Time spent on diversity training. Intuitively, the more time that is spent on diversity 

training, the more successful it will be. This success factor influences the degree to which 

learning occurs, instead of how it will transfer into an employee‘s day-to-day decisions and 

actions (Baldwin & Ford, 1998). Transfer, while theoretically more important than learning, 

cannot happen unless the base of knowledge is laid by spending time on diversity training. 

Substantive changes cannot be accomplished in short, one-time training programs (Black & 

Mendenhall, 1990). In fact, short programs may result in negative effects, such as bringing forth 

undesirable opinions or resentment which could lead to feelings of anger and defensiveness 

(Murray, 1993). Indeed, not having time to explore one‘s feelings in-depth may only cause 

surface emotions to be shown to his or her co-workers, which may result in an unfriendly co-

worker relationship. 

Attendance requirement.  One possible predictor of training success regards whether or 

not attendance at training is mandatory. Generally, mandatory attendance is related to high 

managerial commitment to training, so it‘s possible that required attendance does not cause 

successful training, but is just correlated with it (Goldstein, 1991). It is especially important that 

managers and supervisors are required to attend the training, for several reasons. First of all, it 

communicates the importance of diversity training to the company, but it also shows that no one 

is ‗too good‘ for diversity training (Frankel, 2007). Finally, employees are more likely to transfer 
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the training to their everyday lives if they see their direct supervisors integrating the training into 

their lives (Noe and Ford, 1992).  

Organizational size. One factor that may be associated with success is organizational size. 

This assumes that the larger an organization is, the more important a successful program is, and 

the more likely it is that top management will support it. Also, large organizations are more 

likely to implement all sorts of formalized systems to encourage further confirmation of 

corporate values (Saari, Johnson, McLaughlin, & Zimmerle, 1988). Also, large organizations are 

more likely to have a specialized human resources staff dedicated to the success of such 

programs (Morrison, 1992). 

Specialized diversity staff. Having one or more managers dedicated to human resources 

issues will ensure that diversity training policies receive priority and are properly handled 

(Morrison, 1992). The idea here is that when one or more persons on staff is devoted to diversity 

training policies and trainings, issues will not get swept under the rug or ignored. Having one or 

more full-time positions dedicated to diversity or even an entire committee may have a 

significant impact on the success of diversity training. 

A diverse workforce. Many experts have hypothesized that organizations with a more diverse 

workforce are likely to have a more successful diversity program (Cox, Lobel, McLeod, 1991). 

This is because a company with a diverse workforce is likely to have a more open culture to 

begin with, which may foster sensitivity to differences (Tiui, Egan, & O‘Reilly, 1992). This 

assumes that women and minorities will be attracted to those companies that have successful 

diversity programs or are committed to diversity initiatives.  
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Long-term training evaluations. Some have argued that having long-term training 

evaluations to give feedback on the success of a program will make the diversity training more 

successful from two directions. It is believed that these evaluations not only give trainers 

information to improve the training (Cox et al., 1991) but it also forces the employee to look 

back on their training as they respond, and may help with training transfer (Bownas, Bosshardt, 

Donnely, 1985). Having these training feedback responses can help the company improve the 

training and can also help the employee transfer the training to his or her everyday work life. 

Though it remains uncertain what exact mix of variables makes a diversity training program 

successful, managers across the corporate world are eager to put diversity training in place for all 

the benefits it has been said to provide. At the same time, there are still many companies who 

hesitate to implement diversity initiatives, due to the uncertainty of how exactly to make them 

successful. Many of the factors that have been shown to relate to diversity training success are 

interwoven, and it is a complex mixture of managerial attitude, corporate strategy, and 

organizational commitment that make a program markedly successful. If it‘s so difficult to create 

a successful program, why do almost half of corporations work so hard to achieve it? Very 

simply, it is because managers believe the benefits received from these programs are well worth 

the costs. 

The Benefits of a Successful Diversity Training Program 

 There exist a multitude of potential benefits to be reaped from a successful diversity 

training program. They range from internal and employee-related benefits to external success. 

Though none of these benefits are guaranteed by a diversity training program, each of them has 

been experienced by many companies as they progress in their development of diversity training 
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programs. Hopefully, as diversity training continues to evolve, more benefits will become 

evident. 

Most simply, having a diversity training program allows organizations to adhere to 

certain moral, social, and legal standards. Employees of a minority or discriminatory group may 

feel like the organization is looking out for their best interests, and feel both more included and 

less discriminated against. It also allows organizations to follow the social and moral standards 

that have been established over time for equality in pay and treatment (Thomas & Ely, 1996). 

The existence of a diversity training program in itself makes the company look more desirable in 

the eyes of both potential employees and customers (McGuire & Bagher, 2010). Arguably more 

prominent is the benefit of preventing legal retaliation for discriminatory practices. Although a 

diversity training program in itself does not completely prevent charges in a lawsuit, but a well 

designed and effective diversity training program may relieve the employer of fault in certain 

situations where a serious discriminatory labor practice has not yet taken place (Wheeler, 1994). 

Finally, having a diversity training program allows an employer to distribute information to both 

employees and managers regarding diversity related laws and policies that should be followed 

(Rohini et al., 2008). Often, having employees sign an acknowledgement of the policies allows 

for later disciplinary action if they discriminate against an employee, customer, vendor, or other 

third party (Wheeler, 1994). While these benefits alone may be enough to elicit motivation for a 

diversity training program, other benefits regarding the internal culture and external success of a 

company can be an even greater advantage. 

The potential outcome of external success is powerful motivation for organizations to 

implement diversity training. A successful diversity training program allows companies to 

remain competitive in the global market, recruiting and utilizing diverse employees who give 
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insight from differing perspectives (Guthridge et al., 2008). Also, the combination of internal 

benefits such as higher productivity and lower turnover can lead to higher profits (Loden & 

Rosener, 1991). Though this is an easy benefit for diversity trainers to cite, it is arguable that 

there are too many variables between diversity training and external financial success to allow 

the two to have a cause and effect relationship. Because arguments for this external success are 

not strong and have not been extensively linked to diversity training, it is more important to 

focus on the internal and cultural benefits that result from diversity training. 

An Inclusive Company Culture: Definition and Benefits 

One potential internal and cultural benefit of diversity training is the creation of an 

inclusive company culture, but this outcome has not been extensively researched in the past. The 

ideal culture that can result from diversity training is one that is referred to as an inclusive 

company culture. This is a fairly modern approach to corporate culture, where instead of 

focusing on mainstreaming the culture, a company makes its culture unique to itself and its 

industry (Kugelmass, 2006). An inclusive culture is one which fosters the development of 

tolerance, sensitivity, and empathy within the workplace. This stems from shared basic morals 

and values, such as in a mission or value statement that the entire organization strives for as a 

whole (Kochar, West, & Taymans, 2000). Different departments and business units, while often 

separated in function, must strive for the same goals and values (Beaver, 1995). Also, the strict 

chain-of-command model is slowly moving away as employees receive more power, voice, and 

begin to feel their opinions are valued and can actually invoke change (Bendick, Egan, & 

Lofhjelm, 2001). This creates a sense of belonging and nostalgia to members as they form an 

identity within the organization. Generally, this type of culture fits new companies, companies 

which wish to be able to adapt quickly, and companies which tend to use a decentralized 
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management system; however, any company has the ability to create an inclusive culture, which 

this research hypothesizes can partially be affected by a diversity training program. 

 An inclusive company culture is made up of many factors of employee and manager 

attitudes, which can be affected by a diversity training program. Using a long-term approach that 

is focused on attitudinal and cultural transformation is currently believed to create an inclusive 

culture (Bendick et al., 2001). Developing this culture for inclusion is extremely important for 

companies because it can have extensive benefits, such as higher performance of both diverse 

and traditional employees, higher attraction rates of new employees, and higher career 

satisfaction (Beaver, 1995).  The perception of a climate for diversity has also been linked to 

lower turnover intentions among all employees. This effect was linked most strongly with 

Blacks, followed by Whites, and finally Hispanics (McKay, et. al, 2007). This is very important 

for companies to consider, due to the significantly higher racial turnover of minorities (Bureau of 

Labor Statistics, 2006). Because research shows that voluntary turnover of minorities can be 

mitigated by a culture for inclusion, companies must become more committed to creating a 

culture for inclusion. Developing awareness of diversity as well as skills for a diverse work 

environment may foster a more inclusive culture. Though improving and changing an 

organization‘s culture is difficult, it is not impossible. It can be achieved through commitment to 

a culture for inclusion over time, but the question is, can diversity training help achieve this 

goal? 

This Study as it Relates to the Literature Review 

 This study will focus on two issues: diversity training as it relates to an inclusive culture 

and the different methods used by companies to achieve successful diversity training. Clearly, as 
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diversity training has evolved since the Civil Rights Act of 1964, it has gradually grown to favor 

an inclusive culture, and based on the pattern of history it is safe to assume it will only continue 

to do so. Anticipating the growing importance of the relationship between an inclusive culture 

and diversity training sets the foundation for this study. The dynamics of the success of diversity 

training can often be complex or unclear. Understanding both what makes diversity training 

successful and what benefits it brings to an organization enable a more-in depth criticism of the 

relationship between diversity training and organizational culture. Though there has been much 

research on how diversity training relates to specific job attitudes, such as commitment to the 

company and employee satisfaction (Tan, 1996), little has been done to reveal whether or not 

these efforts are in fact linked to the company culture. Many of the most successful companies 

today strive to create an inclusive culture that fosters innovation and productivity. By 

understanding how a diversity training program relates to company culture, managers and 

executives can make more informed decisions regarding their future efforts and decisions 

regarding diversity training. 

Hypotheses of this Study 

 Due to the increasing amount of positive sentiment regarding an inclusive company 

culture, this study will focus on the relationship between diversity training and an inclusive 

company culture. Many indicators of an inclusive culture, such as organizational commitment 

and employee satisfaction, have been linked to diversity training programs (Tan, 1996), but no 

research has ever looked for a correlation between an inclusive culture and successful diversity 

training. Because of this, this research will evaluate two separate but related hypotheses that 

examine the relationship between diversity training and company culture. 
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 I hypothesized that some methods of diversity training that companies use will be more 

effective than others at creating a more inclusive company culture. I assumed that methods such 

as discussions with a human resources employee, on-site workshops, and online workshops 

would be ineffective at creating a culture for inclusion, because they do not involve directly 

interacting with diverse co-workers. Telling people how to behave doesn‘t seem like an effective 

way to change behavior. This is why I thought interactive methods such as company-mediated 

co-worker discussions and team building exercises would be effective. There are also some 

diversity initiatives or other aspects of diversity training that I thought would contribute to a 

more inclusive company culture, including affinity groups and full-time positions or committees 

devoted to diversity. Affinity groups allows diverse employees to identify with those who are 

similar to themselves, and allows them to feel included in an organization. Having employees 

devoted to promoting diversity, whether as a full-time position or a committee, signals top 

management support for creating a more inclusive culture. These individuals are able to advise 

top management on potential diversity issues and can prioritize diversity as a higher 

commitment. Finally, I believed that more time spent on diversity training would be related to a 

more inclusive company culture, because it allows for more education on the issues related to 

diversity as well as possibly higher transfer to day-to-day activities. 

Hypothesis 1: A variety of methods of delivering diversity training is related to a more 

inclusive company culture. I hypothesized that the significant methods of diversity training 

would include inter-employee discussions and team-building exercises, but that diversity 

initiatives such as affinity groups and full-time positions or committees devoted to diversity 

would also have a significant impact. 
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Hypothesis 2: The amount of time spent on diversity training is related to a more 

inclusive company culture. 

Method 

 As with any research endeavor, there are infinite ways to attempt to collect the relevant 

data. This research will be primarily based on a survey, due to the nature of diversity training. 

Existing data, while helpful for background and the literature review section above, is not the 

ideal choice for finding data on diversity training. While other fields may be able to use helpful 

public information such as stock prices or census data, there is no public diversity training survey 

data available. Instead, this research will focus on surveying students at the Carlson School of 

Management at the University of Minnesota. Another possible method would have been to use 

case studies, but this research will use surveys because they are a more powerful way to portray 

the state of diversity training. Using case studies only allow for a small sample, which is not 

likely to be representative of the infinitely unique and complex business arena. The small sample 

also cannot isolate the most successful factors among the various factors that contribute to the 

success of diversity training. Though there are various ways this research could be completed, 

surveying business students about their diversity training experiences is a reasonable choice. 

Sample and Procedures 

Diversity Initiatives in the Workplace Surveys (Appendix A) were administered to 

ninety-nine Graduate and Undergraduate students at the Carlson School of Management at the 

University of Minnesota Twin-Cities. Several pieces of information were collected using this 

survey. First of all, in order to have a metric for comparison, a Climate for Inclusion Scale, 

designed by Lisa H. Nishii at Cornell University (Appendix B), was used to determine the 
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inclusivity of the organizational culture at the companies being focused on by survey 

participants. Second, the surveys asked how much time (in hours) participants spent in diversity 

training as well as what methods were used to deliver it. Various common methods of diversity 

training were listed, and participants answered how often these methods were used on a scale of 

0 (never used) to 4 (used on a regular basis). Once all the responses were collected, the data from 

the survey responses was analyzed for relationships between an inclusive culture and various 

training methods. 

 The sample consists of 99 graduate and undergraduate students at the Carlson School of 

Management, 67% of which are female, and with a mean age of 24-26. The average highest 

education received is a Bachelor‘s Degree. The mean company size is approximately 49,000 

employees, and mean respondent tenure at that company is 1.8 years. Finally, participants are 

77% Caucasian, with the remaining 23% being Hispanic, Asian-Pacific Islander, and Other. 

Minitab 16 statistical software was used to analyze the data collected from the surveys. 

Measures 

Dependent variable. The composite culture mean score was the dependent variable for all 

regressions performed. This composite score was calculated as the mean of about twenty-five 

climate for inclusion scale questions. These questions can be found in Section 3 of the Diversity 

Initiatives in the Workplace Survey (Appendix A), and were all rated between 1 and 5. This 

composite score measures the overall inclusiveness of the culture at the organizations, but it also 

had three dimensions or subscales which were also analyzed separately. 

Breaking down this overall inclusiveness score into multiple, specific components can 

help us further pinpoint what creates an inclusive culture. The culture scale used in this study had 
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three components: foundation of equitable employment practices, integration of differences, and 

inclusion in decision making. These three measures can be ranked as least inclusive to most 

inclusive. Generally, companies move through these three components on a continuum, moving 

from focusing on equitable employment practices towards inclusion in decision making. 

Creating equitable employment practices is the first step in creating an inclusive company 

culture. The foundation of nondiscriminatory rules, policies, and practices builds a base off 

which a more inclusive culture can be built. Companies in this phase will tend to have a more 

nondiscriminatory, rather than inclusion of diversity mindset. Once these practices are in place, 

moving into the integration of differences phase is more difficult as a company tries to get 

employees to accept each other and integrate their differing perspectives, experiences, and ideas. 

Finally, having inclusion in decision making is the most difficult goal to achieve but also the 

most rewarding. Having the policies in place certainly does not mean that they will be followed, 

or that diversity will truly be valued in the company. 

Having a culture where diverse ideas and perspectives truly have an impact on the 

decision making of a company is truly the goal of diversity training and initiatives. These three 

components of the culture scale work together to measure the overall inclusiveness of a 

company‘s culture, and understanding what affects a company‘s score on each category can 

further help identify which practices truly make a culture more inclusive. Along with considering 

the composite culture score, I also looked at the results separately for each of these three 

components. After data was collected, the three components on the inclusion scale were each 

correlated with each of the independent variables (Table 2). Finally, a regression was created to 

predict each of the three components. 
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 Independent variables. The various training methods used, listed in Table 2, as well as 

the amount of time spent on diversity training, were each used as an independent variable in its 

own separate regression. 

 

Table 2 

 Independent Variables Measured 

Approximate number of employees working at the organization [Number of Employees] 

 

A Signed Diversity Contract/Code of Conduct [Signed Contract] 

 

On-site discussion with a human resources professional or equivalent regarding the  

 

rules/requirements regarding Equal Opportunities, diversity policies, or similar 

 

[HR Discussion] 

 

Company-mediated, on-site discussions with co-workers regarding gender or racial  

 

diversity [Co-Worker Discussion] 

 

On-Site Workshops or Seminars on managing a diverse workforce [On-Site Workshops] 

 

Online Workshops or Seminars on managing a diverse workforce [Online Workshops] 

 

Reimbursement for attendance at outside diversity events, speakers, seminars, etc.  

 

[Reimbursement] 

 

Off Site Team Building activities or excursions that focus on gender or racial diversity  

 

[Team Building] 

 

An Equal Opportunity (EO) Policy Statement [EO Statement] 

 

Organizational committee which examines Equal Opportunity related issues 

 

[EO Committee] 
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A Full Time Position Dedicated to furthering the opportunities of women and/or  

 

minorities [FT Position] 

 

Affinity groups that provide networking opportunities for females and/or minorities to  

 

connect with others in the organization who are similar to themselves [Affinity Groups] 

 

Time since last participation in a form of diversity training at this company 

 

[Time Since DT] 

 

Employee rating of amount of time spent on diversity training in the organization 

 

[Rating of Time] 

 

 

Control variables. There are many other factors that may have influenced the 

respondents‘ evaluation of the culture at the company, which were controlled for in the 

regressions. Initially, when all methods were evaluated using regression, the control variables 

were race, gender, and tenure at the company. 

Results 

 First, descriptive statistics were generated to evaluate how common certain methods of 

diversity training were in the organizations focused on for the survey. This included the mean 

and standard deviation of the inclusion culture means, including each of the three dimensions of 

the culture scale, as well as what percentage of organizations had each of the diversity training 

elements. These findings are summarized in Tables 3-5. 
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Table 3 

Mean and Standard Deviation of Culture Scores 

  

Mean (Out of 

Possible 5.0) 

Standard 

Deviation 

Composite Culture Score 

 
3.68 .63 

     Composite Score Components: 

 
    

     Foundation of Equitable Employment Practices Score 

 
3.51 .75 

     Integration of Differences Score 

 
3.71 .64 

     Inclusion in Decision Making Score 

 
3.83 .81 

 

Table 4 

Mean and Standard Deviation of Variables Related to Time Spent on Training 

Time Spent on Diversity Training Variables 

 

Mean 

Standard 

Deviation 

 

Hours Spent 7.09 24.63 

Time since DT 6.77 11.35 

Rating of Time 2.08 1.23 
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Table 5 

Proportion of Organizations Using Each Diversity Training Element 

Diversity Training Method or Diversity Initiative 

 

Percentage of 

Respondents who 

Reported that their 

Organization Used 

Each Method 

 

EO Statement 84% 

Voluntary Attendance 58% 

HR Discussion 56% 

Signed Contract 52% 

On-Site Workshops 47% 

Online Workshops 44% 

Affinity groups 44% 

Co-worker Discussion 41% 

EO Committee 36% 

FT Position 33% 

Team Building 20% 

Recurring Training 23% 

Reimbursement 8% 
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After data collection, data was evaluated for significant correlations. ―Significant‖ was 

defined as Pearson correlations with a p-value of less than .05. Hours spent on diversity training, 

as well as each method used, were all correlated with the average composite diversity culture 

score to look for initial correlations and to determine which variables should be evaluated using 

regression. Many methods were found to be significantly correlated with the company‘s culture 

right away. Interestingly, the amount of time spent on diversity training was not found to be 

correlated with the culture score. The correlations of all the independent variables with culture 

score are presented in Table 6. 
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Table 6  

Correlations Between Culture Score and Diversity Training Methods or Initiatives 

Diversity Training Method or Initiative 

Correlation With 

Composite Culture 

Mean Score 

Pearson 

Correlation 

P-Value 

Signed Contract .22* .05 

HR Discussion .15 .25 

Co-Worker Discussion .16 .22 

On-Site Workshops .32* .01 

Online Workshops .30* .02 

Reimbursement .05 .69 

Team Building .30* .02 

EO Statement .47* .00 

EO Committee .56* .00 

FT Position .44* .00 

Affinity groups .50* .00 

Hours spent .06 .64 

Time since DT -.37* .02 

Rating of time .40* .00 

Voluntary Attendance .07 .58 

Recurring Training .24* .06 

* p<.06 
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Once the significant methods were identified, multiple regressions were performed to 

determine the strength each had in determining overall culture inclusiveness. Initially, each 

method was evaluated separately, controlling for gender, race, and participant tenure. 

 Each regression was evaluated based on its t and r squared values to determine which 

method had the largest effect. The t-score is an indicator of a dependent variable‘s effect size. It 

is valuable in indicating how powerful the variable is in predicting the culture mean score when 

the regression is controlled for gender, race, and tenure. Initially, most of the t-scores were very 

low, indicating that any one method alone cannot account for a high proportion of the culture 

score. R squared scores show how well the total regression equation is predicting the culture 

scores. Once the significant variables were put into a single regression, the r squared score was 

able to determine what proportion of the culture score was determined by the independent 

variables, leaving the remaining proportion to be explained by variables outside of the 

regression. The initial 18 regressions (one for each independent variable) were determined to 

either be significant or not significant. Significant regressions were determined by significant t-

values (t>1.96). R squared values determine the percentage of variance explained by the 

regression. A low r squared value shows that this regression model in itself has little value in 

predicting the culture mean, and a relatively high r squared value shows that this regression 

model gets partway to explaining the overall culture mean. Regressions defined as not significant 

had low t-values (t<1.96) which indicate that this variable has little effect on the culture mean. 

The t and r values of each of the regressions are presented in Table 7. 
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Table 7 

 T-values and R-squared values of Initial Regressions 

Independent Variable T-value R squared Value 

Tenure in Company .29 .00 

Reimbursement .52 .00 

Hours Spent .61 .00 

Voluntary attendance .84 .00 

Number of Employees 1.58 .00 

Signed Contract 1.77 .01 

HR Discussion 1.27 .00 

Co-Worker Discussion 1.25 .00 

On Site Workshops 2.53* .06 

Online Workshops 2.40* .05 

Team Building 2.37* .04 

Time Since DT -2.37* .06 

Recurring training 2.18* .04 

EO Statement 3.85* .18 

EO Committee 4.82* .38 

FT Position 3.82* .22 

Affinity Groups 4.21* .24 

Rating of Time 3.62* .14 

*p<.05, t>1.96 
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 There were many variables that were significantly related to the culture mean score in the initial 

regressions. Significant regressions were those with a t-value higher than 1.96 and a p-value of .05 or less. 

Recurring Training (t=2.18), Team Building (2.37), Time Since DT (-2.37), Online Workshops (2.40), 

On-Site Workshops (2.53), Rating of time (3.62) FT Position (3.82), EO Statement (3.85), Affinity 

Groups (4.21), and EO Committee (4.82) were all significantly linked to the culture mean score, but few 

had high r squared values. The higher r squared values indicated that the variable was a more powerful 

predictor in explaining the overall variance in culture mean score. The variables with higher r squared 

scores were only Rating of Time (r sq.=.14), EO Statement (.18), FT Position (.22), Affinity Groups (.24), 

and EO Committee (.38). 

From this point, I put the significant variables—On-site Workshops, Online Workshops, 

Team Building, Time Since DT, Rating of time, Recurring training, EO committee, EO 

statement, a FT Position, and Affinity Groups—into a single regression, which resulted in a r-

squared value of 36.6%. This indicates that the combination of these variables can explain almost 

37% of the culture score. From there, I removed all the non-significant variables to arrive at the 

final regression (Table 8). 
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Table 8 

Regression to Predict Variance in Culture Mean Score 

Culture Mean = 2.19 + (0.72) EO Statement + (0.54) EO Committee + 

(0.24) Rating of Time - (0.37) Gender + (0.11) Tenure + (0.01) Race 

      

Predictor 

 

T-Value 

 

P-Value 

 

Constant  5.50 .00 

EO Statement 1.85 .05 

EO Committee 2.60 .02 

Rating of Time 3.24 .00 

Gender -1.69 .10 

Tenure (in years) 1.19 .25 

Race .03 .98 

      

R-Squared Adjusted Value = .59     

 

This regression has an r-squared value of .59, which means more than half of the culture 

score can be explained by the combination of EO Statement, EO Committee, Rating of Time, 

and the control variables. Employees‘ satisfaction with the amount of time spent on diversity 

training (as opposed to actual time spent) has the highest t-value at 3.24. Interestingly, time spent 

on diversity training was not a significant predictor of culture score. In fact, time spent was not 

even correlated with culture mean score, indicating that it is the quality, not the quantity of time 

that creates an inclusive culture for diversity. Having an organizational committee that 
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investigates Equal Opportunity policies and practices has a significant effect on a company‘s 

culture score (t=2.60), but the perceived existence of an EO Statement also can help predict 

culture score (t=1.85). Overall, how to predict the other half of the inclusiveness of a company‘s 

culture is still unknown, but an EO statement, EO committee, and rating of the amount of time 

spent on diversity training can account for a large part of the variance in the overall inclusiveness 

of the company culture. 

 After determining the regression that explained the most variance in the overall 

composite score, the score was broken down into its original three components and correlations 

with each of the diversity training methods and initiatives were run. The correlations are 

summarized in Tables 9-11. 
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Table 9 

Correlations (r) of Various Methods with Foundation of Equitable Employment  

Practices Component on the Scale for Inclusion 

Diversity Training Method or Initiative 

Correlation (r) 

With Foundation of 

Equitable 

Employment 

Practices  

 

Pearson 

Correlation P-

Value 

Signed Contract .24* .05 

HR Discussion .10 .41 

Co-Worker Discussion .22 .08 

On-Site Workshops .33* .00 

Online Workshops .24 .06 

Reimbursement .11 .41 

Team Building .33* .01 

EO Statement .46* .00 

EO Committee .66* .00 

FT Position .54* .00 

Affinity groups .53* .00 

Hours spent .07 .60 

Time since DT -.30 .07 

Rating of Time .43* .00 

Voluntary Attendance -.04 .74 

Recurring Training .22 .09 

* p<.05 
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Table 10 

Correlations (r) of Various Methods with Integration of Differences 

Component on the Scale for Inclusion 

 

Diversity Training Method or Initiative 

Correlation (r) 

With Integration 

of Differences  

 

Pearson 

Correlation P-

Value 

 

Signed Contract .13 .32 

HR Discussion .16 .20 

Co-Worker Discussion .20 .11 

On-Site Workshops .33* .01 

Online Workshops .34* .01 

Reimbursement .05 .67 

 Team Building .33* .01 

EO Statement .42* .00 

EO Committee .48* .00 

FT Position .39* .01 

Affinity groups .46* .00 

Hours spent .08 .55 

Time since DT -.42* .01 

Rating of Time .40* .00 

Voluntary Attendance .11 .42 

Recurring Training .19 .13 

* p<.05 
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Table 11 

Correlations (r) of Various Methods with Inclusion in Decision Making  

Component on the Scale for Inclusion 

 

Diversity Training Method or Initiative 

Correlation (r)  

With Inclusion in 

Decision Making 

 

Pearson 

Correlation P-

Value 

 

Signed Contract .28* .03 

HR Discussion .10 .42 

Co-Worker Discussion -.06 .62 

On-Site Workshops .13 .29 

Online Workshops .16 .22 

Reimbursement -.04 .78 

 Team Building .08 .54 

EO Statement .40* .00 

EO Committee .38* .02 

FT Position .20 .18 

Affinity groups .31* .02 

Hours spent -.01 .95 

Time since DT -.15 .37 

Rating of Time .21 .11 

Voluntary Attendance .12 .34 

Recurring Training .24* .05 

* p<.05 
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There are many methods that allow companies to create a foundation of equitable 

employment practices and even that allow employees to integrate their differences, but few that 

can truly give diverse employees a voice in his or her organization. The foundation of equitable 

employment practices variable refers to the most surface form of a diversity mentality in an 

organization, and is theoretically the easiest to achieve. Methods that are significantly correlated 

with foundation of equitable employment practices are Signed Contract (r=.24), On-Site 

Workshops (.33), Team Building (.33), Rating of time (.43), EO Statement (.46), Affinity groups 

(.53), FT position (.54), and EO Committee (.66). All of these correlations had a p-value of .05 

or less. Quite a few methods also relate to the next component, which is integration of 

differences. These are On-Site Workshops (r=.33), Team Building (.33), Online Workshops 

(.34), FT Position (.39), Rating of Time (.40), Time Since DT (-.42), EO Statement (.42), 

Affinity Groups (.46), and EO Committee (.48). Finally, when we look at inclusion in decision 

making, which is having true, deep diversity acceptance in a company, there are far fewer and 

much weaker correlations. Inclusion in decision making correlates with Recurring Training (.24), 

Signed Contract (.28), Affinity Groups (.31), EO Committee (.38), and EO Statement (.40). As 

evidenced by the smaller number of methods correlating with inclusion in decision making than 

the other two mentalities, true inclusion of diversity is a difficult goal to achieve. 

Also, looking at those methods that correlate with multiple components, the correlations 

become weaker as the company moves towards true inclusion. For example, the correlation 

between the existence of an EO committee and the foundation of equitable employment practices 

has a magnitude of 0.66, but only 0.48 when correlated with integration of differences. The 

correlation magnitude drops to 0.38 when correlated with true inclusion in decision making. It is 
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much easier for these diversity attempts by a company to affect the surface practices of a 

company than deeper integration of differences and company decision making. 

Finally, the most important and most sought after outcome of diversity training is the 

final component: inclusion in decision making. This is the most difficult component to achieve 

but can add the greatest value to a company. The results show that the significant methods with 

the strongest association with this inclusion are an EO Statement, an EO Committee, and 

Affinity Groups. This inclusion in decision making score is the most important to understand 

because of how difficult it is to achieve and because it is the deepest and most complex 

component of the culture inclusiveness scale. 

Regressions were also performed to attempt to explain what factors can predict each of 

the three climate for inclusion components. The significant methods were put together, while 

also controlling for gender, race, and tenure at the company. This resulted in three regression 

models, one for each component of foundation of equitable employment practices, integration of 

differences, and inclusion in decision making. The results are reported in Tables 12-14. 
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Table 12 

Regression to Predict Variance in Foundation of Equitable 

Employment Practices 

Foundation of Equitable Practices = 1.75 + (0.21) Rating of Time 

+ (0.89) EO Committee + (0.69) EO Statement - (0.47) Gender + 

(0.15) Tenure + (0.16) Race 

      

Predictor 

 

T-Value 

 

P-Value 

 

Constant  3.90 .00 

Rating of Time 2.55 .02 

EO Committee 3.81 .00 

EO Statement 1.57 .05 

Gender -1.89 .07 

Tenure (in years) 1.52 .14 

Race .65 .52 

      

R-Squared Adjusted Value = .61     

 

 The foundation of equitable employment practices regression has an r-squared value of 

.61, indicating it can explain over half of the variance in this variable. EO Committee had the 

highest t-value at 3.81, followed by Rating of time (2.55) and EO Statement (1.57). These three 

variables are all significant in predicting foundation of equitable employment practices.  
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Table 13 

Regression to Predict Variance in Integration of Differences 

Integration of Differences = 3.55 +(0.50) Affinity Groups + (0.13) 

Rating of Time - (.15) Time Since DT- (0.30) Gender + (0.03) 

Tenure - (0.09) Race 

      

Predictor 

 

T-Value 

 

P-Value 

 

Constant  3.27 .00 

Employee Rating of Time 1.20 .04 

Time Since Last Training -1.33 .05 

Affinity Groups 1.98 .04 

Gender -1.17 .25 

Tenure (in years) -.57 .57 

Race .30 .77 

      

R-Squared Adjusted Value = .29     

 

 The integration of differences regression has a lower r-squared value at .29, and can only 

predict less than a third of the overall variance in integration of differences. The significant 

variables that can help predict integration of differences are Affinity groups (t=1.98), Time Since 

DT (-1.33), and Rating of time (1.20). These three significant variables, along with the controls, 

can predict about 29% of the variance of integration of differences.  
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Table 14 

Regression to Predict Variance in Inclusion in Decision Making 

Inclusion in Decision Making = 2.39 + (1.29) EO Statement + 

(0.09) EO Committee + (0.85) Affinity Groups - (0.32) Gender + 

(0.12) Tenure - (0.48) Race 

      

Predictor 

 

T-Value 

 

P-Value 

 

Constant  3.52 .00 

EO Statement 1.96 .04 

EO Committee .17 .07 

Affinity Groups 1.73 .04 

Gender -.86 .40 

Tenure (in years) .81 .43 

Race -1.23 .23 

      

R-Squared Adjusted Value = .33     

 

The inclusion in decision making regression has an r-squared value of .33%, indicating 

that this regression equation can predict almost a third of the inclusion in decision making at a 

company. The variable in this regression with the strongest link to inclusion in decision making 

is the EO Statement (t=1.96), followed closely by Affinity Groups (t=1.73). It appears that when 

controlling for race, gender, and tenure, almost a third of the inclusion in decision making at a 
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company can be predicted by the existence of an EO Statement, Affinity Groups, and an EO 

Committee. 

 The overall data analysis attempted to explain the relationships between these various 

methods and the inclusiveness of a company‘s culture. Correlations were used to identify the 

existence of relationships, and regressions attempted to predict the inclusiveness of the culture. 

Both methods helped to contribute to the understanding of how different methods of diversity 

training can impact the culture at a company. 

Discussion Section 

Hypothesis 1, which states that certain methods of delivering diversity training correlate 

with a more inclusive company culture, was supported by the research. The significant methods 

measured in this study were EO Statements, EO Committees, a FT Position Dedicated to 

Diversity, and Affinity Groups. Each is able to predict, on some level, either the composite 

culture inclusion score or inclusion in decision making. Any and all of these methods can and 

should be used by companies which have the resources to implement them. If the resources for 

these methods are not available, even simple methods like online and on-site workshops can 

have an impact. What is most important overall is putting the company‘s value of diversity in 

plain sight, using something as easy as an EO Policy Statement. Communicating the company‘s 

priority to move toward inclusion is the most powerful way to signal to employees that 

discrimination will not be tolerated, and will help employees approach diverse co-workers with 

an open mind. 

Hypothesis 2, The amount of time spent on diversity training correlates with a more 

inclusive company culture, was not supported, but other knowledge was gained in this aspect of 
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the study. The data indicated that actual time spent on diversity training had no significant 

correlation with any aspect of inclusion, but that employees‘ rating of the amount of time spent 

did. ‗Quality over quantity‘ is the simplest way to sum up these findings, and going through the 

motions of implementing diversity training will have little effect unless the quality of the training 

allows employees to genuinely work on integrating their differences. Business people and human 

resources professionals looking to improve their diversity training: more is not always more. 

Doing something as simple as surveying employees on the quality of the training and whether or 

not it was worth their time will go a much longer way than simply adding more hours of training. 

Summary by Diversity Training Method 

Though the data analysis is interesting and significant, what business people in every 

industry want to know is what methods will work in his or her organization. The research finds 

that there are some methods that are more effective, and that have a more significant impact on 

inclusiveness, than others. Below, each method and the relevant findings are summarized. 

An equal opportunity (EO) policy statement. 16% of survey participants responded that 

the company they focused on for the study did not have an EO Policy Statement. Like a mission 

statement, an EO Policy Statement is a relatively easy thing to write, and will help the 

company‘s constituents see the direction the company wants to go. In this study, an EO 

Statement was found to be significant in creating an inclusive company culture. When looking at 

the composite culture score, EO Statement correlation with culture mean was the fourth largest, 

and its correlation coefficient was a 0.47. Even more significantly, an EO statement was the 

variable most correlated with inclusion in decision making. It also had a correlation coefficient 

above 0.4 for all of the three components of culture inclusiveness: foundation of equitable 
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employment practices, integration of differences, and inclusion in decision making. This small, 

seemingly simple diversity practice can have large impacts on the inclusiveness at a company. 

This may be because it gives the rest of the people in a company a ‗diversity mission‘ or 

communicates management‘s value of diversity. It is one of the few diversity init iatives that can 

easily be distributed to each and every employee in the organization, and it can serve as a 

reminder of the company‘s values. It‘s also a simple way to communicate that discrimination on 

any overt or covert level will not be tolerated in the company. The reasons why this seemingly 

simple method can have such large impacts on company diversity are only speculation, but one 

thing is for sure: an EO statement is a simple way to make a large impact on diversity within a 

company. 

Equal opportunity (EO) committee. An organizational committee which is focused on 

examining Equal Opportunity related issues can not only serve to further diversity, but it can also 

save the company money in avoiding EO related lawsuits. Creating a committee dedicated to 

scrutinizing these policies and serving as a mediator for discrimination issues is increasing in 

popularity: 36% of participants indicated that they knew of the existence of such a committee 

within their organization. Committees like this were also found to be significant in predicting the 

inclusiveness of a company‘s culture. Its most significance seems to be in creating a foundation 

of equitable employment practices, with a correlation coefficient of 0.66, the highest in this 

study. This makes sense, since the committee‘s purpose is to challenge policies that are unfair 

and bring them to the attention of senior management. The existence of a committee is also 

significant in predicting inclusion in decision making. An EO committee has the second 

strongest link with the composite culture score. Having this committee to challenge unfair 
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practices and scrutinize the policies of a company goes a long way in creating a more inclusive 

company culture.  

Full time position dedicated to diversity. Having a full time position dedicated to 

furthering the opportunities of women and/or minorities is increasing in popularity, and is also 

another great way for the company to signal its value of diversity to employees. 33% of 

participants knew of a full time position such as Director of Diversity in their company, and the 

existence of this position is also highly correlated with the existence of an EO committee. This 

position has a correlation of 0.44 with overall culture score and is also highly correlated with the 

foundation of equitable employment practices (0.54) and integration of differences (.39). The 

actual affect of this position is similar to that of the EO committee, and when this variable is 

used in the composite regression equation instead of EO committee, the regression‘s significance 

remains the same. This position is often highly related to an EO committee, because they can 

serve the same purposes. When having a single full time person scrutinizing the diversity 

policies and practices of a company, they may be able to see issues that a part-time committee 

could not, but a committee also allows for more diverse perspectives. The value of a EO 

committee versus a full-time diversity position are still unknown and open an arena for further 

research, but the study found that both methods are significant in improving the inclusiveness of 

a company‘s culture. 

Affinity groups. Affinity groups are groups that provide networking opportunities for 

females and/or minorities to connect with others in the organization who are similar to 

themselves. The idea is to promote a ―sense of belonging‖, especially when the diverse 

employees are dispersed throughout the organization and normally work with those of a different 

gender or race on a day-to-day basis. This initiative is powerful in promoting inclusiveness as 



Diversity Training and an Inclusive Culture     47 

well. It is correlated with the composite culture score with an r-value of 0.5, and is even more 

strongly correlated with the foundation of equitable employment practices with an r-value of .53. 

Affinity groups are often also a way for employees to join together to discuss issues with 

particular company policies and practices, and can sometimes act as an EO Committee by 

bringing the issues to the attention of management. Finally, affinity groups give employees the 

opportunity to join together to voice their opinions, which is why they are a significant predictor 

of inclusion in decision making. Overall, affinity groups do have a large impact on the overall 

inclusiveness of a company, but are even more significant due to their link with deeper diversity 

issues such as inclusion in company decision making. 

On-site and online workshops and seminars. A common way for companies to administer 

diversity training is through workshops and seminars. These can be delivered online or on-site, 

and can deliver any range of information. They seem to be somewhat effective, and have about a 

0.3 correlation on average with the composite culture score, as well as with creating equitable 

employment practices and integrating differences in the workplace. The correlations suggest that 

on-site as opposed to online seminars are slightly more effective, but the difference in this study 

is small. Online workshops are more convenient, but are also more distant, which may explain 

this difference. Further research on the differences between these two methods of delivering 

training could be beneficial to understanding how to train employees effectively. Overall, this 

seems to be a good starting point, especially for small companies with fewer resources, when it 

comes to implementing diversity training. On its own, it has little power in predicting the 

inclusiveness of a company‘s culture, and companies should always look for more creative ways 

to get employees involved in creating a more inclusive culture. 
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Team Building. One creative way to foster diversity is through team building activities 

that focus on gender or racial diversity. Of the eight participants who indicated that this method 

was used in this company, all of them indicated that this method was used between two and four 

times while they were at the company. The small sample means the results will not be highly 

generalizable, but this method‘s correlation with culture components was slightly higher than the 

online and on-site workshops, indicating the value in adding creative and fun aspects of diversity 

training to the workplace. 

Signed diversity contract or code of conduct. Signed diversity contracts or code of 

conducts, such as signing sexual harassment policy forms, are weakly correlated with overall 

culture score. Of the three culture components, it is only correlated with creating a foundation of 

equitable employment practices, and not with anything deeper. These contracts can be valuable 

in preventing discrimination, but have little value in affecting diversity under the surface. 

Summary of Time Spent on Diversity Training 

Data was gathered on three separate facets of the time spent on diversity training: the 

actual time spent, the rating of satisfaction on amount of time spent, and the recurrence of 

training. The results are surprising and suggest that perception of time spent is much more 

important than actual time spent. 

Actual time spent on diversity training. The actual number of hours spent on diversity 

training was not correlated with overall culture score, or with any of the three components of the 

culture score: foundation of equitable employment practices, integration of differences, or 

inclusion in decision making. This only makes it more obvious that increasing the time spent on 

diversity training will not have an effect on inclusiveness unless the quality or variety of 
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diversity training methods is also increased. Companies can spend all the time in the world on 

diversity training, but if it is not of high quality or relevance, no number of hours will affect the 

company culture. Time itself is not an indicator of inclusion, and companies should be careful 

not to think that increasing the amount of time spent on diversity training will increase inclusion. 

Employee rating of amount of time spent on diversity training. Survey participants rated 

their companies based on the amount of time spent on diversity training in this company on a 

scale of 1 (very insufficient to increasing my knowledge and sensitivity of other cultures and 

genders) to 5 (very sufficient to increasing my knowledge and sensitivity of other cultures and 

genders), and the results of this variable were surprising. This variable has one of the highest 

correlations with culture score at 0.4, and also has the strongest link with the composite culture 

score. Actual hours of diversity training set aside, it is the satisfaction with that time that 

determines inclusiveness. If the company spends hours on diversity training that is inefficient or 

low in quality, the participant is likely to rate satisfaction lower, even though actual time spent is 

increasing. This probably explains why this variable is so highly related with culture score. 

Employees are going to rate their satisfaction with the time spent based on the quality of training 

received, and on whether or not they feel the training was worth their time. 

Time since last form of diversity training. With any form of employee training, the 

recency effect is going to have an impact on how much the employees remember and use the 

skills learned in their daily lives. As can be expected, time since participation in diversity 

training is negatively correlated with inclusiveness; the longer it has been since participation in 

diversity training, the less inclusive that culture is perceived to be. The correlation coefficient in 

relation to composite culture score is -0.37, and it becomes stronger (-0.42) when correlated with 

company integration of differences. Diversity training that is required at recurring times is also 



Diversity Training and an Inclusive Culture     50 

correlated to composite score, foundation of equitable employment practices, and inclusion in 

decision making. These fairly strong correlations indicate that shortening the time between 

trainings is definitely related with how well employees integrate their differences in the 

workplace. 

Shorter time between diversity training for employees does seem to have a deeper effect 

on integration of differences, however. It seems that the recurrence of diversity training has more 

to do with reminding employees how to integrate their differences than creating a foundation for 

equitable employment practices. This indicates that having a strong foundation for equitable 

employment practices is not dependent on the length of time between trainings, but integration of 

differences is. It is possible that employees who have participated in diversity training more 

recently are more willing and open to accept and integrate diverse employees due to the recency 

effect and having the training more recent in his or her memory. In any case, more recent 

participation in diversity training is most correlated with integration of differences, which is 

significant for companies and human resources professionals to understand. 

Strengths, Limitations, and Future Research 

While the survey methodology allows for gaining data from a large amount of 

participants, which may be more representative of the highly complex business context than case 

studies, there are also limitations to this research. I recognize the main limitations of the analysis 

are the small sample size and the relatively short tenure of participants. Therefore, it is also 

important to note that the results may not be highly generalizable, but could provide a point of 

reference for future studies. Also, the correlation and regression methodology does not allow for 

inference of causation, and can only find which variables are linked. Future studies could survey 
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or interview upper-management and longer-tenured employees who are more likely to have 

participated in more diversity training and initiatives, and Human Resources professionals at 

large firms who would be knowledgeable in the implementation of all diversity initiatives in a 

company, instead of just those that a surveyed employee has knowledge of. In order to better 

understand the link between training and an inclusive culture, it would be helpful to do 

longitudinal studies that focus on companies who are in the process of changing their training to 

create a culture for inclusion. These case studies can allow for establishing more direct links 

between the cause and effect relationship between implementing certain methods of training and 

the impact on the culture for inclusion. In any case, companies must acknowledge that 

establishing a culture for inclusion is not only based on the methods suggested to be successful 

by this research, but is also affected by complex business environments and organizational 

contexts. 

Conclusion 

 This information discovered will hopefully provide insight into the relationship between 

diversity training and how inclusive a company‘s culture is. Managers‘ desire to have a more 

inclusive culture only continues to grow, and understanding whether or not diversity training 

creates this culture will help managers reach these goals more effectively. Being able to 

understand whether or not to implement a diversity training program in the search for an 

inclusive culture will not only potentially cut costs, but will allow the organization to more 

quickly head toward inclusivity, where all employees can experience empowerment, acceptance, 

and voice. 
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Diversity Initiatives in the Workplace Survey 
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Diversity training is an umbrella term that covers any training that attempts to sensitize 

employees to differences and/or reduce discrimination in the workforce. Examples include sexual 

harassment seminars, team-building activities where co-workers explore their differences, and cultural 

sensitivity training. 

Now, please focus on your most recent work experience while you complete the rest of the 

survey. Think about all the diversity initiatives you experienced while at that company. It is extremely 

important that you answer all the remaining questions as they pertain to the same company and your 

experience with that company. 

 

Section 1: Time Spent on Diversity Training 

How much total time would you estimate you have spent listening to or participating in diversity training 

programs at this company? _______________________ hours 

 

How long has it been since your last participation in a form of diversity training at this company? 

_____________________ 

 

How would you rate the amount of time spent on diversity training in this company? 

1-Very insufficient to increasing my knowledge and sensitivity of other cultures and genders. 

5-Very sufficient to increasing my knowledge and sensitivity of other cultures and genders. 

Please circle one:        1                      2                      3                     4                    5 

 

 

Please indicate whether you believe the following statements are true or 

false: 
TRUE FALSE 

Participation in most diversity training programs at this company is 

voluntary. 
T F 

I am required to complete further diversity training at recurring times (i.e., 

every year) instead of just once (i.e., as part of the hiring process). 
T F 
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Section 2: Methods of Diversity Initiatives Used 

Please circle the response that best describes how much 

each method of diversity training was/is used in your 

company: 

Never 

used 

Used 

once 

Used 

twice 

Used 

three or 

more 

times 

Used on 

a 

regular 

basis 

Signing a diversity contract, code of conduct, etc. 0 1 2 3 4 

On-site discussion with an HR professional or equivalent 
regarding the rules/requirements regarding Equal 

Opportunity, diversity policies, or similar 0 1 2 3 4 

Company-mediated, on-site discussions with co-workers 

regarding gender or racial diversity 0 1 2 3 4 

On-site workshops or seminars on managing a diverse 
workforce 0 1 2 3 4 

Online workshops or seminars on managing a diverse 
workforce 0 1 2 3 4 

Reimbursement for attendance at outside diversity 
events, speakers, seminars, etc. 0 1 2 3 4 

Off-site team building activities or excursions that 
address gender or racial diversity 0 1 2 3 4 

Off-site team building activities or excursions that focus 

on gender or racial diversity 0 1 2 3 4 

 

Please indicate the response that indicates whether or 

not the following diversity initiatives are present in 

your company: 

I'm not 

sure 

This does 

not exist 

This does 

exist 

An Equal Opportunity (EO) policy statement       

An organizational committee which examines Equal 

Opportunity related issues       

A full-time position that is dedicated to furthering the 

opportunities of women and/or minorities (ex. Director 
of Diversity)       

Affinity groups that provide networking opportunities 
for females and/or minorities to connect with others in 

the organization who are similar to themselves       
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Section 3: Company Culture 

Please rate the extent to which you believe each of 

these statements are true in this company: 

Strongly 

Disagre

e 

Disagree 

Neither 

agree 

nor 

disagree 

Agre

e 

Strong

ly 

Agree 

This company is committed to having diverse 

employees well-distributed throughout the 

organization. 1 2 3 4 5 

This company does not have a fair promotion 

process. 1 2 3 4 5 

In this company, the unique needs of employees are 

met by flexible benefit programs. 1 2 3 4 5 

This company invests in the development of all of its 

employees. 1 2 3 4 5 

This company lacks safe ways for employees to 

voice their grievances. 1 2 3 4 5 

In this company, employees are comfortable being 
themselves. 1 2 3 4 5 

This company is characterized by a non-threatening 
environment in which people can reveal their "true" 

selves. 1 2 3 4 5 

Promoting diversity awareness is not a priority of 

this company. 1 2 3 4 5 

This company does not value work-life balance. 1 2 3 4 5 

In this company, people's differences are respected. 1 2 3 4 5 

Employees in this company are actively encouraged 

to take advantage of work-life balance programs. 1 2 3 4 5 

Employees of this company are valued for who they 

are as people, not just for the jobs that they fill. 1 2 3 4 5 

In this company, people never share and learn about 

one another as people. 1 2 3 4 5 

This company has a culture in which employees 

appreciate the differences that people bring to the 

workplace. 1 2 3 4 5 

It is clear that this company does not perceive 
employee input as a key to its success. 1 2 3 4 5 

Employees in this company are not empowered to 

make work-related decisions on their own. 1 2 3 4 5 

Employees in this company are encouraged to offer 
ideas on how to improve operations outside of their 

own areas. 1 2 3 4 5 

In this company, employees' insights are never used 
to rethink or redefine work practices. 1 2 3 4 5 
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Section 4: Company Information 

Do you still work at the company you focused on for this study? Please circle one:    Yes      No 

How many years have/did you work at this company? ______________ years 

Approximately how many employees work at this company? ________________ employees 

Please estimate the proportion of females working in your company. Please express your answer in terms 

of percent of females working in the company relative to total company population: ________% 

Please estimate the proportion of employees of a race other than Caucasian in your company. Please 

express your answer in terms of percent of employees of a race other than Caucasian relative to the total 

company population: _________% 

 

If you are comfortable doing so, please name the company you focused on. (This question is optional.) 

Company name: _______________________________________________________ 

 

Section 5: Demographics 

Please circle your gender:       Male           Female 

What is your age?     18-20      21-23          24-26             26-28          29+ 

What is the highest level of education you have completed? Please circle one: 

            High School/GED                  Associates Degree                   BA/BS Degree 

            Master‘s Degree               Doctoral Degree               Professional Degree 

What is your race? Please circle one: 

Caucasian      African-American      Hispanic 

Asian-Pacific Islander          Native American      Other 
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Appendix B 

 

Climate for Inclusion Scale 

 

Lisa H. Nishii, Cornell University 

 

 
Dimension 1: Foundation of equitable employment practices  

1. This [unit] is committed to having diverse employees well-distributed throughout the organization.  

2. The employment/HR practices of this [unit] are fairly implemented.  

3. This [unit] has a fair promotion process.  

4. The performance review process is fair in this [unit].  

5. In this [unit], the unique needs of employees are met by flexible benefit programs.  

6. This [unit] invests in the development of all of its employees.  

7. Employees in this [unit] receive ―equal pay for equal work.‖  

8. This [unit] provides safe ways for employees to voice their grievances.  

9. People in this [unit] can count on receiving a fair  performance review.  

 

Dimension 2: Integration of differences  

1. In this [unit], employees are comfortable being themselves.  

2. This [unit] is characterized by a non-threatening  environment in which people can reveal their ―true‖ 

selves.  

3. Promoting diversity awareness is a priority of this [unit].  

4. This [unit] values work-life balance.   

5. In this [unit], people‘s differences are respected.  

6. Employees in this organization are actively encouraged to take advantage of work-life balance 

programs.  

7. This [unit] commits resources to ensuring that  employees are able to resolve conflicts effectively.  

8. Employees of this [unit] are valued for who they are as people, not just for the jobs that they fill.  
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9. In this [unit], people often share and learn about one another as people. 

10. This [unit] has a culture in which employees appreciate the differences that people bring to the 

workplace.  

11. Intergroup relations (i.e., between different races, workgroups, age groups, etc.) tend to be 

characterized by respect and trust within this [unit].  

 

Dimension 3: Inclusion in decision-making  

1. In this [unit], employee input is actively sought.  

2. It is clear that this [unit] perceives employee input as a key to its success.  

3. Employees in this [unit] are empowered to make work-related decisions on their own.  

4. In this [unit], people‘s ideas are judged based on their quality, and not based on who expresses them.  

5. This [unit] has a climate for healthy debate.  

6. In this [unit], everyone‘s ideas for how to do things better are given serious consideration.  

7. Employees in this [unit] are encouraged to offer ideas on how to improve operations outside of their 

own areas.  

8. In this [unit], employees‘ insights are used to rethink or redefine work practices.  

9. Top management exercises the belief that problem-solving is improved when input from different roles, 

ranks, and functions is considered.  

10. Employees in this [unit] engage in productive debates in an effort to improve decision making.  

11. This is an [unit] in which employees make use of their own knowledge to enhance their work. 


