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1.  Background 
 

Novartis, a global pharmaceutical company with 98,000 employees, is committed to building a 
company-wide culture of diversity and inclusion. For this reason, Novartis approached the Center for 
Evidence-Based Management (CEBMa) to undertake a Rapid Evidence Assessment (REA) to 
understand what is known in the scientific literature about the factors that enhance inclusive behavior. 

 
2.  What is a Rapid Evidence Assessment (REA)? 
 

Evidence reviews come in many forms. One of the best-known types is the conventional literature 
review, which provides an overview of the relevant scientific literature published on a topic. However, a 
conventional literature review’s trustworthiness is often low: clear criteria for inclusion are often lacking 
and studies are selected based on the researcher’s individual preferences. As a result, conventional 
literature reviews are prone to severe bias. This is why ‘rapid evidence assessments’ (REAs) are used. 
This type of review uses a specific research methodology to identify the most relevant studies on a 
specific topic as comprehensively as possible, and to select appropriate studies based on explicit 
criteria. In addition, the methodological quality of the studies included is assessed by two independent 
reviewers on the basis of explicit criteria. In contrast to a conventional literature review, a REA is 
transparent, verifiable, and reproducible, and, as a result, the likelihood of bias is considerably smaller. 

 
3. Main question: What does the review answer? 
 

What is known in the research literature about the factors and interventions that enhance 
employees’ inclusive behaviour? 
 

Other issues raised, which will form the basis of our conclusion to the main question above, are:  
 

1. What is meant by diversity and inclusion (what is it)? 
2. What is the effect of workforce diversity on organizational outcomes? 
3. How can inclusive behavior and/or inclusive climate be measured? 
4. What factors and interventions enhance employees’ inclusive behavior and what is known about their 

effect? 

 
4.   Search strategy: How was the research evidence sought? 
 

The following three databases were used to identify studies: ABI/INFORM Global, Business Source 
Premier and PsycINFO. The following generic search filters were applied to all databases during the 
search: 
 

1. Scholarly journals, peer-reviewed 
2. Published in the period 2000 to 2019  
3. Articles in English 
 

A search was conducted using combinations of different search terms, such as ‘inclusion’, ‘diversity’, 
‘enhance’, and ‘increase’. In addition, the references listed in the studies retrieved were screened in 
order to identify additional articles for possible inclusion in the REA. Finally, relevant studies from CATs 
on Diversity Training and Affinity Groups conducted by CEBMa in 2017 were included. 
 

We conducted six different search queries and screened the titles and abstracts of more than 1000 
studies. An overview of all search terms and queries is provided in Annex I. 
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5.   Selection process: How were the studies selected? 
 

Two reviewers worked independently to identify which studies should be included. Where the 
reviewers disagreed on selection, a third reviewer assessed whether the study was appropriate 
for inclusion with no prior knowledge of the initial reviewers’ assessments. The decision of the 
third reviewer was final. 
 

Study selection took place in two phases. First, the titles and abstracts of the 1000+ studies 
identified were screened for their relevance to this review. In case of doubt or lack of information, 
the study was included. Duplicate publications were removed. This first phase yielded 7 
secondary studies (meta-analyses) and 30 primary studies. 
 

Secondly, studies were selected based on the full text of the article according to the following 
inclusion criteria: 
 

1. Type of studies: Focusing on quantitative, empirical studies. Qualitative research will also 
be drawn on for the conceptual framework (what is it & how is it assumed to work) but not 
for the effect.  

2. Measurement: Only studies in which the link between organizational factors and inclusive 
behavior was quantitatively measured  

3. Context: Only studies related to workplace settings 
4. Level of trustworthiness: Only studies that were graded level D or above (see below). 
 

In addition, the following exclusion criterium was applied: 
 

• Studies in which inclusive behavior was the independent variable 
 

This second phase yielded 1 secondary study and 28 primary studies. In addition, 7 meta-analyses that 
were included in previous CATs were added, resulting in a total number of 36 included studies. An 
overview of the selection process is provided in Annex II.  

 
5.1.   Critical appraisal: What is the quality of the studies included? 
 

In almost any situation it is possible to find a scientific study to support or refute a theory or a 
claim. Thus, it is important to determine which studies are trustworthy (i.e. valid and reliable) 
and which are not. The trustworthiness of a scientific study is first determined by its 
methodological appropriateness. For cause-and-effect claims (i.e. if we do A, will it result in 
B?), a study has a high methodological appropriateness when it fulfils the three conditions 
required for causal inference: co-variation, time-order relationship, and elimination of plausible 
alternative causes (Shaughnessy & Zechmeister, 2006). A study that uses a control group, 
random assignment and a before-and-after measurement is therefore regarded as the ‘gold 
standard’. Non-randomized studies and before-after studies come next in terms of 
appropriateness. Cross-sectional studies (surveys) and case studies are regarded as having 
the greatest chance of showing bias in the outcome and therefore fall lower in the ranking in 
terms of appropriateness. Meta-analyses in which statistical analysis techniques are used to 
pool the results of controlled studies are therefore regarded as the most appropriate design.  
 

To determine the methodological appropriateness of the included studies’ research design, the 
classification system of Shadish, Cook and Campbell (2002), and Petticrew and Roberts (2006) 
was used. The following four levels of appropriateness were used for the classification: 
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It should be noted, however, that the level of methodological appropriateness as explained above 
is only relevant in assessing the validity of a cause-and-effect relationship that might exist between 
a predictor/driver and its outcomes, which is the purpose of this review.  
 

In addition, a study’s trustworthiness is determined by its methodological quality (its strengths and 
weaknesses). For instance, was the sample size large enough and were reliable measurement 
methods used? To determine methodological quality, all the studies included were systematically 
assessed on explicit quality criteria. Based on a tally of the number of weaknesses, the 
trustworthiness was downgraded and the final level determined as follows: a downgrade of one 
level if two weaknesses were identified; a downgrade of two levels if four weaknesses were 
identified, etc. 
 

Finally, the effect sizes were identified. An effect (e.g. a correlation, Cohen’s d or omega) can be 
statistically significant but may not necessarily be of practical relevance: even a trivial effect can 
be statistically significant if the sample size is big enough. For this reason, the effect size – a 
standard measure of the magnitude of the effect – of the studies included was assessed. To 
determine the magnitude of an effect, Cohen’s rules of thumb (Cohen, 1988) were applied. 
According to Cohen a ‘small’ effect is an effect that is only visible through careful examination. A 
‘medium’ effect, however, is one that is ‘visible to the naked eye of the careful observer’. Finally, a 
‘large’ effect is one that anybody can easily see because it is substantial. 
 
5.2.  Outcome of the critical appraisal 
 

The overall quality of the studies included was moderate to high. Four secondary studies were based 
on controlled studies and were therefore graded level A or higher. Of the 28 primary studies, 5 qualified 
as randomized controlled studies and were graded level A. The remaining studies concerned 
longitudinal (3), cross-sectional (15) or qualitative studies (5). An overview of all studies included and 
information regarding year of publication, research design, sample size, population, main findings, 
effect sizes and limitations is provided in Annex III. 
 

 

Design Level 

   Systematic review or meta-analysis of randomized controlled studies AA 

   Systematic review or meta-analysis of controlled before-after studies 
A 

   Randomized controlled study 

   Systematic review or meta-analysis of non-controlled and/or before-after studies 

B    Non randomized controlled before-after study 

   Interrupted time series 

   Systematic review or meta-analysis of cross-sectional studies 
C 

   Controlled study without a pretest or uncontrolled study with a pretest 

   Cross-sectional  study D 
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6.   Main findings 
 
Question 1: What is meant by diversity and inclusion? 
 

In the scientific literature, ‘diversity’ is used to describe the composition of groups/teams or workforces. 
As such, it is considered to be a characteristic of groups that refers to (often demographic) differences 
among members. Diversity characteristics can be categorized into two main domains: surface-level 
diversity characteristics and deep-level diversity characteristics (Casper, Wayne, & Manegold, 2013; 
Harrison, Price, & Bell, 1998). Surface-level diversity characteristics refer to an individual’s personal 
attributes that are observable (e.g., gender, race, ethnicity, age), whereas deep-level diversity 
characteristics refer to attributes that are less immediately visible to others (e.g., level of education, job 
tenure, sexual orientation). 
 

Inclusion refers to ‘the individual’s sense of being part of the organizational system in both the formal 
processes, such as access to information and decision-making channels, and the informal processes, 
such as ‘water cooler’ and lunch meetings where information and decisions informally take place’ (Mo 
Barak, 2011, p166). A ‘climate’ for inclusion refers to employees’ shared perceptions of the 
organization’s policies, practices and procedures that lead to the acceptance of all employees.  
 

Put differently – ‘diversity’ encompasses the ways people differ, whereas ‘inclusion’ involves 
recognizing, understanding, and appreciating these differences.  

 
Question 2:  What is the overall effect of workforce diversity on organizational 

outcomes? 
 
Finding 1: Workforce diversity is associated with both beneficial and detrimental 

organizational outcomes (Level C) 
 

Finding 2: Diversity management efforts that promote a climate of inclusion are 
strongly associated with positive organizational outcomes (Level C) 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Management practitioners and scholars alike have long considered workforce diversity to have a 
positive impact on a wide range of organizational outcomes such as organizational commitment, 
job satisfaction, employee retention, creativity, innovation, improved corporate image, and higher 
organizational performance. The outcome of recent empirical studies, however, paint a more 
nuances picture. In fact, several studies have found mixed results or even detrimental outcomes 
such as a lack of retention, decreased performance, task conflicts, miscommunication and 
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decreased social integration (Hwang & Hopkins, 2012; McKay & Avery, 2015; Mor Barak, 2015; 
Pardasani & Goldkind, 2013; Shore et al., 2011; Stahl, 2010). This finding was confirmed by a 
recent meta-analysis of 30 studies demonstrating that workforce diversity is associated with both 
beneficial and detrimental organizational outcomes (Mor Barak, 2016). Diversity management 
efforts, however, particularly those designed to create an organizational climate for inclusion (see 
finding 5), are consistently associated with positive organizational outcomes while concurrently 
reducing negative consequences. These findings suggest that it is important to develop 
organizational policies and practices that move beyond simply promoting workforce diversity and 
actively manage diversity to engender an inclusive climate.  
  
Finding 3:  The mixed effects of workforce diversity on organizational outcomes - and 

the moderating effect of an inclusive climate - can be partly explained by 
social identity theory  

 

Social identity theory (Tajfel, 1982) suggests that people tend to classify themselves and other 
people into social categories – such as race, ethnicity, and gender – that have meaning for them. 
This classification shapes the way they interact with others from their own identity group as well 
as with people from other groups. The theory states that people feel more comfortable with others 
who they perceive to be more like them, particularly with respect to characteristics that are central 
to their sense of social identity (Mor Barak, 2016). An associated phenomenon is ‘in-group 
favoritism’ and ‘outgroup derogation’: People tend to express more empathy for (and tend to favor) 
members from their own group (the in-group) and view people from outside the group (the 
outgroup) as less sympathetic, less talented, or underperforming. This phenomenon can lead to 
biased performance evaluations, and unfair promotion opportunities and resource allocations.  
 

In addition, social identity theory states that people tend to compare their group to other groups to 
determine which groups have greater (perceived) social status (Hyman, 1960). Social groups 
create boundaries between themselves to differentiate themselves and gain or maintain superiority 
over other groups. As such, employees who belong to groups with greater perceived social status 
will accept and include colleagues they consider to be like them while excluding those they 
perceive to be different. For example, if a female Asian American is added to a team of male 
Caucasians, the team may reject the woman’s ideas, undervalue her contribution, and emphasize 
differences – especially when Caucasian men occupy higher level positions in the firm then women 
– which can generate distrust and miscommunication. 
 

Social identity, however, is a multifaceted construct – as such it is difficult to determine one specific 
category that might be more salient than others in determining an individual’s identity. For this 
reason, people often feel that they belong to multiple groups. As such, generating an inclusive 
climate can help decreasing the detrimental effects of diversity: If members of an organization feel 
included and feel they are all part of the same group, the organization, division, or team becomes 
another social identity group to which they belong, thus lowering individual boundaries, increasing 
commonality, fostering trust and enhancing communication (Brimhall, 2017). 

 
Question 3:  How can inclusive behavior and/or an inclusive climate be measured?  
 

Finding 4:  There are several measurement scales available that measure inclusion 
 

There are several measures of diversity and inclusion that have been used by researchers that 
can be used by organizations for assessing employee sentiments and behaviors related to diversity 
and inclusion. One of the most widely used measurement scales is the Climate for Inclusion - 
Exclusion Scale and the Diversity Climate Scale (Mor Barak et al., 1998). An overview of the items 
of both scales is provided in Annex IV. 
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Question 4: What factors and/or interventions enhance employees’ inclusive 
behavior and what is known about their effect? 

 
Finding 5:  Diversity management has a moderate to large positive effect on an 

organization’s climate of inclusion and, consequently, employees’ inclusive 
behaviour (Level A) 

  

Diversity management involves specific policies, programs and (HR) practices to enhance the 
recruitment, inclusion, recognition, promotion, and retention of employees who are different from the 
majority of an organization’s workforce. A large number of studies have shown that such policies and 
practices have a moderate to large positive effect on an organization’s climate of inclusion and, 
consequently, employees’ inclusive behavior (Ashikali, 2015; Mor Barak, 2016; Bilmoria, 2008; 
Brimhall, 2014; Boehm, 2014; Jansen, 2015; Li, 2019; Sessler Bernstein, 2013) 
 
Finding 6:  Diversity training has a moderate, positive effect on employees’ attitudes, 

cognitions, and inclusive behaviours (Level A) 
  

A recent meta-analysis based on 260 controlled studies indicates that diversity training elicits strong 
positive emotional responses and that most participants see the training as very effective and 
worthwhile (Bezrukova et al., 2016). In addition, it was found that diversity training has a moderate 
positive effect on employees’ attitudes, cognitions and behaviors. Attitudinal learning refers to the 
development of trainees’ attitudes towards diversity. Cognitive learning refers to the extent to which 
trainees acquire knowledge about other cultures, characteristics, customs, and issues amongst different 
groups. Behavioral learning concerns the development of skills and behaviors to positively interact with 
members from other groups. However, several meta-analyses have demonstrated that the effect of 
diversity training is moderated by contextual factors (e.g. organizational vs educational setting, 
voluntary vs mandatory attendance, stand-alone vs part of a broader institutionalized effort), design 
(e.g. duration, opportunities to practice, instructional methods), and trainer/trainee characteristics. An 
overview of all effects and moderating factors is provided in Annex V. 
 
Finding 7:  Gender representativeness is strongly associated with perceptions of inclusion, 

whereas minority ethnic representativeness is weakly associated (Level D). 
 

Finding 8:  Employees’ perceptions of inclusion are affected by organization size, 
organizational decline, and level of organizational autonomy (Level D) 

 

A large cross-sectional study from the UK indicates that a balanced gender representativeness is 
positively related to workplace inclusion (Andrews, 2015). This suggests that efforts to improve the 
recruitment of female staff has a positive impact on employees’ perception of the organization’s 
inclusive climate. Minority ethnic representativeness, however, has only a weak impact on perceptions 
of inclusion. In addition, it was found that an inclusive workplace is more difficult to achieve in large 
organizations, when an organization is downsizing or experiencing a recruitment freeze, or when an 
organization lacks autonomy. 
 
Finding 9: Employees’ perceptions of inclusion are affected by leadership style (Level D) 
 

A large cross-sectional study from The Netherlands indicates that employees’ perceptions of inclusion 
are strongly affected by managers’ leadership style. In particular, it was found that the more a manager 
displays a transformational1 style of leadership, the more employees will experience an inclusive 

 
1  A transformational leadership style is based on the creation of a shared vision that employees are encouraged and 
empowered to pursue. Leaders who favort his style focus on the organization’s higher-order goals and look for potential 
motives in followers, seek to satisfy higher needs, and engage the full person of the follower.  
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organizational climate (Ashikali, 2015). In addition, a cross-sectional study indicates that leadership that 
is perceived by employees as authentic is strongly associated with perceptions of inclusion (Cottrill, 
2014). Smaller associations were found for trust in leader and supervisory support (Goswami, 2018). 
 
Finding 10: Leader-member exchange and leader engagement predicts perceived inclusion 
climate (Level C) 
 

Two recent longitudinal studies indicate that favorable perceptions of leader-member exchange (LMX) 
and leaders who engage employees in decision making are strongly associated with increased feelings 
of inclusion (Brimhall, 2017; Brimhall, 2019). LMX theory states that managers often have a special 
relationship with an inner circle of trusted employees, to whom they give higher levels of responsibility, 
decision influence and access to resources. The research indicates that these employees are more 
likely to perceive the organization as more inclusive. The same counts for employees who encouraged 
by their manager to give their unique perspective and to participate in decision making. 
 
Finding 11: Employees’ perceptions of inclusion are strongly affected by board inclusion 
behaviors and practices (Level D) 
 

A cross-sectional study found that employees’ perceptions of workplace inclusion is strongly determined 
by the inclusive behavior and practices of the company’s board, suggesting that top executives and 
board members serve as an important example to the organization (Sessler Bernstein, 2013). 

 
7.  Conclusion  
 

Based on the evidence found, we conclude that there are several factors and interventions that may 
enhance the inclusive behavior of employees in organizations, but that the strength of the evidence 
supporting these factors and limitations is mixed.  

 
8.  Limitations  
 

This REA aims to provide a balanced assessment of what is known in the scientific literature about 
factors and interventions that enhance inclusive behavior by using the systematic review method to 
search and critically appraise empirical studies. However, in order to be ‘rapid’, concessions were made 
in relation to the breadth and depth of the search process, such as the exclusion of unpublished studies, 
the use of a limited number of databases and a focus on empirical research published in the period 
1990 to 2019 for meta-analyses and the period 2010 to 2019 for primary studies. As a consequence, 
some relevant studies may have been missed. 
 

A second limitation concerns the critical appraisal of the studies included, which did not incorporate a 
comprehensive review of the psychometric properties of the tests, scales and questionnaires used. 

 

A third limitation concerns the fact that some findings are based on only one study. Although some of 
these studies were well controlled or even randomized, no single study can be considered to be strong 
evidence – it is merely indicative.  
 

Finally, this REA focused only on quantitative studies, i.e. studies in which the link between 
organizational factors and inclusive behavior was quantitatively measured. For this reason, findings 
from quantitative studies were not reported. As a consequence, qualitative findings that are relevant for 
practice may have been missed.  
 

Given these limitations, care must be taken not to present the findings presented in this REA as 
conclusive.  
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Annex I 
Search terms & hits 

 
 
 
 
 

ABI/Inform Global, Business Source Elite, PsycINFO 
peer reviewed, scholarly journals, July 2019 

Search terms ABI BSP PSY 

S1: ab(inclusi*) AND (divers*) 1,480 1,614 4,997 

S2: ab(‘social inclusion”) 655 706 1,638 

S3: ti(inclusi*) 2,660 3,083 7,336 

S4: ab(work*) OR ab(employe*) 398,815 493,402 777,772 

S5: S3 AND S4 457 661 1,183 

S6: S1 OR S2 OR S5 AND filter MAs or SRs > 1980 57 48 330 
 
 
 
 

ABI/Inform Global, Business Source Elite, PsycINFO 
peer reviewed, scholarly journals, July 2019 

Search terms ABI BSP PSY 

S1: ti(inclusi*) 2,660 3,083 5,327 

S2: ti(train*) OR ti(climate) OR ti(culture) OR ti(organi?ation*) OR 
ti(behavior*) OR ti(enhance*) OR ti(increas*) OR ti(foster*) OR 
ti(work*) OR (employe*) OR ti(strateg*) OR ti(team*) 

747,063 526,999 416,024 

S3: S1 AND S2 AND filter quantitative studies > 2000 418 347 241 
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SELECTION OF STUDIES 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Study selection – MA’s and SR’s 

 

excluded 
n = 366 

Critical appraisal & text  
screened for relevance 

n = 7  

ABI Inform 
n = 57 

BSP 
n = 48 

PsycINFO 
n = 330 

Articles obtained from 
search 
n = 435 

Titles and abstracts screened 
for relevance 

n = 373 

excluded 
n = 6 

included studies 
n = 8 

duplicates 
n = 62 

Study selection – primary studies 

 

excluded 
n =  

Critical appraisal & text  
screened for relevance 

n = 30 

ABI Inform 
n =418 

BSP 
n = 347 

PsycINFO 
n = 241 

Articles obtained from 
search 

n = 1006 

Titles and abstracts screened 
for relevance 

n = 805 

excluded 
n = 2 

included studies 
n = 28 

duplicates 
n = 201 

Studies included in 
previous CATs 

n = 7 



Annex III - Included studies 
 

Author  
& year 

Design & 
sample 

size 

Sector / 
Population Main findings Effect sizes Limitations Level 

Alhejji et al. 
2015 

Design: 
Systematic 

review  
 

Sample 
k = 61 cross-

sectional 
surveys 

Public or private, 
manufacturing or 

service, profit or not, 
SME, MNC 

 
Mainly in USA and 

Canada 

Findings mainly within the learning perspective: (self-report) enhanced 
employees’ knowledge and awareness of diversity issues (k = 36); (self-report) 
enhanced diversity skills and behaviours on diversity issues (k = 9); (self-report) 
changes in attitudes towards diversity (k = 5). Few studies on business case 
perspective.  
 

Two studies reported organizational performance impacts. One study found 
increased sales, customer satisfaction, and productivity gains as measured with 
archival data on employees’ annual survey and branch performance data. Very 
few studies on social justice perspective, reportedly improved relationships, 
enhanced tolerance towards minorities, and improved confidence to work with 
diverse groups. 

not reported 

Small sample sizes 
 

Poor use of 
diversity-training 

measures 
 

Self-report 
 

Little longitudinal 
investigations 

C 

Andrews, 
2015 

Design: 
cross-

sectional 
study 

 

Sample:  
N = 325,119 

Civil service 
organizations within 

the U.K. central 
government 

1. Gender representativeness is positively associated with perceptions of 
inclusion and negatively associated with discrimination and bullying. 

 

2. Minority ethnic representativeness is weakly associated with perceptions of 
inclusion, discrimination and bullying. 

 

3. Perceptions of inclusion are associated with organizational size, 
organizational decline (staff reduction), proportion of administrative positions, 
median pay and lack of organizational autonomy (executive agencies vs. 
others)  

1. Inclusion: r=.30, β=.24; 
discrimination: r=-.42, β=-.29; 
bullying: r=-.33, β=-.24. 

 

2. Inclusion: r=.05, β=.28; 
discrimination: r=-.01, β=-.14; 
bullying: r=-.13, β=-.21. 

 

3. Organizational size: r=-.31 
4. organizational decline: r=-.33, 

administrative positions: r=-.17, 
median pay: r=.27 

5. lack of organizational 
autonomy: r=-.21 

Data analysis is at 
the organization-

level 
D 

Ashikali, 
2015 

Design: 
cross-

sectional 
study 

 

Sample: 
N = 10,976 

Public sector in the 
Netherlands 

1. Diversity management is positively associated with perceptions of inclusive 
culture 

2. Transformational leadership is positively associated with perceptions of 
inclusive culture 

3. Age, gender (male) and ethnic origin (Dutch) are weakly associated with 
perceptions of inclusive culture 

1.  r =.45 
 

2.  r =.49 
 

3.  Age: r=.02; gender: r=-.04; 
ethnic origin: r=-.03 

no serious 
limitations D 



Barak, 
2016 

Design: 
meta-

analysis, 
design of 
included 

studies not 
reported 

 

Sample 
k = 30 

Mixed,  
mainly from social 
service settings 

1. Workforce diversity is associated with both beneficial and detrimental 
organizational outcomes 
 

2. Diversity management efforts that promote a climate of inclusion are 
consistently associated with positive outcomes 
 

3. Findings 	suggest that increasing diversity alone will not suffice as a human 
resource management strategy – It is important to develop organizational 
policies and practices that move beyond simply promoting diversity 
representation to creating policies that actively and effectively manage diversity 
and engender an inclusive work climate 

2. r = .42 
(95%CI = .29, .54)  

 

No critical appraisal 
of studies included 

 
The effect of 2 
includes an outlier, 
without the outlier 
the ES is .26 

C 

Bae, 
2017 

Design: 
cross-

sectional 
study 

 
Sample: 
N = 455 

Various state 
agencies in Florida 

and Texas 

1. Individual gender and age dissimilarity are weakly associated with 
perceptions of organizational inclusion (decision-making influence, 
information access, and job security) 

 

2. Individual educational level and tenure dissimilarity are weakly associated 
with perceptions of organizational inclusion 

 

3. Gender moderates the relationship between gender dissimilarity and 
perceptions of inclusion (stronger link for males than for females) 

 

4. Educational level moderates the relationship between educational 
dissimilarity and inclusion (stronger link for high education levels) 

 

5. Tenure moderate the relationship between tenure dissimilarity and inclusion 
(stronger link for long tenure) 

1. Gender dissimilarity: r=.03, 
(HLM) β=−.785 for decision 
making; r=.06, (HLM) β=-.169 
for information access; r=.02, 
(HLM) β=-.618 for job security; 
Age dissimilarity: r=.10, (HLM) 
β=.28 for decision making; 
r=.09, (HLM) β=-.007 for 
information access; r=.05, 
(HLM) β=.069 for job security. 

2. Education level dissimilarity: 
r=.10, (HLM) β=.262 for 
decision making; r=.09, (HLM) 
β=.237 for information access; 
r=.03, (HLM) β=.157 for job 
security. Tenure dissimilarity: 
r=.06, (HLM) β=.001 for 
decision making, r=.01, (HLM) 
β=-.013 for information 
access, r=.10, (HLM) β=.042 
for job security. 

3. Gender dissimilarity and 
decision making in male 
subsample: β=-1.12, in female 
subsample: β=.05; Gender 
dissimilarity and information 
access in male subsample: 
β=-.46, in female subsample: 
β=.19; Gender dissimilarity 
and job security in male 
subsample: β=-2.59, in female 
subsample: β=-.68 

No serious 
limitations D 



4. Education dissimilarity and 
decision making in high 
education subsample: β=.43, 
in low education subsample: 
β=.41; Education dissimilarity 
and information access in high 
education subsample: β=.56, 
in low education subsample: 
β=.01; Education dissimilarity 
and job security in high 
education subsample: β=.01, 
in low education subsample: 
β=-.10 

5. Tenure dissimilarity and 
decision making in long tenure 
subsample: β=.09, in short 
tenure subsample: β=.01; 
Tenure dissimilarity and 
information access in long 
tenure subsample: β=.01, in 
short tenure subsample: β=-
.01; Tenure dissimilarity and 
job security in long tenure 
subsample: β=-.02, in short 
tenure subsample: β=.02 

Bernstein, 
2010  

(study 1) 

Design: 
randomized 
controlled 

study 
 

Sample: 
N = 73 

White American 
undergraduate 

students 

1. Inclusion by in-group members is perceived as more positive than inclusion 
by out-group members (based on race differences) 

 

2. Exclusion by in-group members is perceived as more negative than exclusion 
by out-group members (based on race differences) 

1. d = .67 
2. d= .72 

Sample consists of 
undergraduate 

students 
A 

Bernstein, 
2010  

(study 2) 

Design: 
randomized 
controlled 

study 
 

Sample: 
N = 138 

American 
undergraduate 

students 

1. Inclusion by in-group members is perceived as more positive than inclusion 
by out-group members, when groups are highly meaningful (based on stable 
party affiliation) 

 

2. Exclusion by in-group members is perceived as more negative than exclusion 
by out-group members, when groups are highly meaningful (based on stable 
party affiliation) 

1. d=.72 
2. ns 

Sample consists of 
undergraduate 

students 
A 



Bezrukova et 
al. 

2016 

 
Design: 

meta-analysis 
of 

k = 260 
experimental, 

quasi, and 
non- 

experimental 
studies  

 

Sample: 
N= 29,407 
subjects 

Adult population 
89% in the USA 

80% from 
educational settings 

 

Main effect  
Diversity training has an overall mean effect of g = .38 on training outcomes.  
 

Training outcomes  
1. Diversity training has a larger effect on participants’ reactions (g = .61) than on 
their cognitive learning (g = .57), behavioral learning (g = .48) and attitudinal 
learning (g = .30). 
2. Cognitive learning is maintained over time, while reactions and attitudinal 
learning decay. 
Training input(s)  
 

Context  
1. Training setting doesn’t have a significantly different effect on the outcomes, 
only on reactions (g = .80 for educational setting vs. g = .28 in organizations), 
meaning that other factors might influence how employees receive this type of 
training in organizational settings. 
2. Training as part of a more complex diversity initiative had a greater effect 
overall than when it was standalone, specifically on attitudinal learning (g = .47) 
and behavioral learning (g = .86).  
3. Whether attendance was mandatory of voluntarily didn’t make a difference on 
the overall effect the training had on outcomes. However, mandatory training had 
a stronger effect on behavioral learning (g = .63), while voluntary training on 
reactions (g = .71)  
 

Design  
1. The focus of the training on one group, several groups or adopting an 
inclusive approach did not make any difference on its effect on the outcomes. 
2. Longer trainings have a greater effect on all outcomes. 
3. Awareness based trainings have a lower overall effect (g = .31) than other 
types of training, especially on attitudinal and behavioral learning. The most 
effective are combined trainings.  
4. Using many different instructional methods doesn’t make a difference in the 
overall effect, and it only has a higher effect on reactions (people like diverse 
methods; g = .73).  
 

Trainee characteristics  
1. Age of participants doesn’t make a difference in the effect of the training on 
outcomes. 
2. More women in the training groups only had an effect on reactions, but not 
overall or on the other outcomes. 
3. How many white people there are in the training group also doesn’t affect the 
training’s impact on the outcomes.  
 

see main findings 

part of the studies 
used explicit 
measures of 
attitudes and 

behaviors, which 
are prone to 

desirability bias 

 

AA 



Boehm, 
2014 

Design:  
cross-

sectional 
study 

 

Sample: 
N = 93 

Employees, 
executives and HR 
executives from 
SMEs in Germany 

1. Age-inclusive HR practices are positively related to employees’ perceptions 
of age-diversity climate. 

2. Age-diversity climate is positively related to collective perceptions of social 
exchange. 

3. Age diversity and tenure diversity are negatively related to perceptions of 
age-diversity climate 

1. r= .21, (SEM) β=.20 
2. r= .76, (SEM) β=.46 
3. age diversity: r=-.29; (SEM) 

β=.23; Tenure diversity: r=-
.59, (SEM) β=-.50. 

no serious 
limitations D 

Brimhall, 
2014 

Design: 
longitudinal 
study with 2 

measurement 
points at a 6-

month 
interval 

 

Sample: 
N = 364 

Child welfare 
workers from a large 
public child welfare 
agency located in 
the western region 
of the United States	

1. Perceived diversity climate positively predicts perceived inclusion climate 
2. Leader-member exchange is positively associated with perceived diversity 

climate 
3. Tenure and position are negatively associated with perceived diversity 

climate 

1. B= .30 
2. B= .26 
3. B= -.21 

Some findings are 
based on cross-
sectional data 
(Finding #2 and #3) 
 
Data was analyzed 
at individual level 
(including climate) 

C 

Brimhall, 
2017 

Design: 
longitudinal 
study with 3 

measurement 
points at 6-

month 
intervals 

 

Sample: 
N = 364 

See Brimhall 2014 Leader-member exchange predicts perceived inclusion climate 
r = .54 (T1) 
(6 and 12-month time lag) b = 
0.18, (cross-sectional) b = 
0.47. 

Retention rate of 
participants across 
all three 
measurement 
points: 36.6%  
 
Same sample as 
Brimhall 2014 

C 

Brimhall, 
2019 

Design: 
longitudinal 
study with 3 

measurement 
points at 6-

month 
intervals 

 

Sample: 201 
employees 

A diverse nonprofit 
hospital department 
located in the 
western region of 
the United States 

Leader engagement predicts work group inclusion r= .37, B= .30 no serious 
limitations C 



Chow,  
2018 

Design: 
cross-

sectional 
study 

 

Sample:  
N = 216 

(48 teams) 

A direct sales 
company in the 

health-care industry 
in China 

Team cognitive diversity is positively associated with inclusion r =.48, β =.59 subjective self 
report D 

Chipps et al. 
2008 

Design: 
Systematic 

review 
 

Sample: 
k = 5 single 

studies and k 
= 1 

systematic 
review 

Focused on 
Western context 
(i.e., USA) 

 
Based on Beach et al.'s (2005) review and the five included studies, 
reasonable evidence exists to indicate that cultural-competence training can 
increase the knowledge, attitudes, and skills  of  health  professionals.  Some  
evidence  seems  to  indicate  that  cultural-competence  training affects 
patient satisfaction, but little evidence that it improves patient care. 

Not reported 
Primary studies 

have serious 
weaknesses 

B 

Cottrill,  
2014 

Design:  
cross-

sectional 
study 

 

Sample:  
N = 107 

Employees from 
various sectors in 
the USA 

Perceived authentic leadership is positively associated with perceptions of 
inclusion r =.57, β =.58 no serious 

limitations D 

Goswami, 
2018 

Design:  
cross-

sectional 
study 

 

Sample:  
N = 383 

Employees from 
private telecom 
companies in India 

1. Workplace diversity is positively associated with workplace inclusion 
2. Managerial support is positively associated with workplace inclusion 
3. Trust in leader is positively associated with workplace inclusion  

1. r=.21, β=.20 
2. r=.19, β=.18 
3. r=.27, β=.28 

no serious 
limitations D 

Govere et al. 
(016 

Design: 
Systematic 

review 
 

Sample 
6 studies of 
which one 

experiment al 
and five non-
experimental 

study 

Healthcare 
providers in USA (k 
= 5), UK (k = 1), 
Canada (k = 1), 
such as dental 
practitioners, 
physicians, nurses  

 
Six studies revealed that cultural competence training intervention significantly 
increased the cultural competence level of healthcare providers. Five studies 
demonstrated that cultural competence training of healthcare providers was 
significantly associated with increased patient satisfaction. Two studies that were 
less biased (i.e., powered samples, superior experimental design, and probability 
sampling) found no significant effect of cultural competence training on patient 
satisfaction.  

Not reported 

primary studies 
quality, e.g., use of 
not context specific 
measures, and not 

valid 

C 



Jansen, 
2015  

(study 1) 

Design: 
randomized 
controlled 

study 
 

Sample: 
N = 114 

Participants were 
visitors to a job fair 
in the Netherlands 
(no information on 
their employment 
status) 

1. All-inclusive multiculturalism (explicitly including the majority in the company’s 
inclusion statements) predicts anticipated inclusion 

2. Individual Need to Belong moderates the above relationship (stronger link for 
people with high need to belong) 

1. β=.18 
2. b= .53 for high Need to 

Belong, b= -.18 (ns) for low 
Need to Belong 

Not clear if sample 
consists of students 

or current 
employees 

A 

Jansen, 
2015  

(study 2) 

Design: 
randomized 
controlled 

study 
 

Sample:  
N = 99 

Students of the 
University of 
Groningen 

All-inclusive multiculturalism (explicitly including the majority in the 
organization’s inclusion statements) positively predicts perceived inclusion B=.37 Sample consists of 

university students A 

Jansen, 
2017 

Design:  
cross-

sectional 
study 

 

Sample:  
N = 397  

(132 work 
groups) 

Employees from a 
university of applied 
sciences from the 

Netherlands 

1. Gender dissimilarity is negatively associated with perceived inclusion 
2. Gender dissimilarity is negatively associated with perceived diversity climate 
3. Perceived diversity climate is positively associated with perceived inclusion  
4. Perceived diversity climate moderates the relationship between gender 

dissimilarity and perceived inclusion (stronger association in a negative 
diversity climate) 

1. r=-.11, B=-.06 
2. r=-.09 
3. r=.30, B=.17 
4. b=-.12 in negative diversity 

climate, b=.01 in positive 
diversity climate. 

no serious 
limitations D 



Kalinoski et 
al.  

2013 

Design: 
Meta-analysis 

 

Sample: 
k = 65 studies 

(control + 
pre-test post-
test, control + 

only post-
test, single 
group pre-

post test) with 
N = 8465  

Adult and student 
populations from 
wide range of 
industries 

Main findings  
Findings revealed sizable effects on affective-based (d = .30), cognitive-based (d 
= .71), and skill-based outcomes (d = .47). Mixed evidence was found for attitude 
change (e.g., being more tolerable towards diversity as a result of the training), 
but larger effects for cognitive and skills based outcomes. Overall, study 
addressed the psychological effects of diversity training on change as opposed 
to how training actually worked in organizations. 
 

Moderators 
Interesting boundary conditions were found for the effects on affective-based 
outcomes à greater opportunities for social interactions, namely, higher task 
interdependence (d = .41) vs lower (d = .14), active and passive methods (d = 
.37) vs only passive (d = .07), online (d = .08; ns) vs face to face (d = .32), less 
than four hours duration (d = .11; ns) vs more than four hours d = .52, .49, .46), 
distributed (d = .45) vs massed practice (d = .21). Again for affective-based 
outcomes, higher trainee motivation was related to: training delivered by direct 
manager/supervisor (d = .44) vs internal other vs diversity/inclusion manager, 
HR generalist (d = .05); participant employee (d = .50) vs student (d = .22); study 
setting field (d = .35) vs lab (d = .07; ns). Similar findings on motivational factors 
related cognitive based outcomes, with the exception of internal ‘other’ trainer 
yielding larger effect (d = 1.61) than training from direct manager (d = .51). 
 

Control variables 
Needs assessment (little information present, ns), voluntary vs mandatory (ns), 
awareness (e.g., cognitive biases) vs awareness + skills training (ns), 
compliance/legal content in training (ns), differences vs differences + similarities 
(ns). Training (d = .26) vs education (d = .45) on affective-based outcomes; 
subject matters focused on a single attribute of demographic diversity (e.g., race) 
yielded larger effect size (d = 1.28) on cognitive-based outcomes than generic (d 
= .52), multicultural (d = .54), and sexual harassment (d = .54); more or less 
diverse composition of participants pools on cognitive based outcomes: such as 
greater effects when pools composed by less than 40% of Caucasian (d = 1.28) 
compared with more than 60% Caucasian (d = .42), stronger effects when 
women make up was greater than 60% (d = .71) vs lower than 40% (d =.38); 
finally, larger effects when trainer was Caucasian (d = 1.61), than for non-
Caucasian (d = .54) (interpret with caution because based on four studies).  
Finally, on cognitive-based outcomes, other findings were: self-reports (d = .85) 
vs non self-reports (d = .60); end-of-training evaluation (d = .82) vs time lag 
greater than one month (d = .39); single group repeated measures (d = 1.18); 
training vs control post-test only (d = .45); training vs control repeated measures 
(d = .66). Published (d = .38) vs unpublished (d = .13) on affective-based 
outcomes. 

See main findings 

Search for 
unpublished was 

limited 

Quality not 
assessed, but 

controlled for study 
rigor effect 

A 



Li,  
2019 

Design:  
cross-

sectional 
study 

 

Sample 
N = 100 

HR managers from 
organizations in 
Australia 

1. Identity-conscious diversity management programs (vs. identity-blind) are 
positively associated with inclusion climate 

2. Identity-blind diversity management programs are negatively associated with 
inclusion climate 

1. r=.20, b=.10 
2. r=-.17, b=-.14 

no serious 
limitations D 

Lie et al. 
2010 

 
Design: 

Systematic 
review  

 

Sample: 
k = 7 studies: 

two quasi-
randomised, 
two clusters 
randomised, 
three pre-test 
post-test field 

studies 
 

 

Physicians, mental 
health professionals, 
and multiple health 
professionals and 
students 

 
Included studies, albeit of limited quality, showed a trend for cultural-
competence training as resulting in a positive impact on patient outcomes. It 
suggests that CC training as a standalone strategy may not suffice to improve 
outcomes, so it should fall within broader systemic and system changes. 
Provides a framework for conducting highly rigorous and relevant research in 
training settings.  

not reported no serious 
limitations A 

McNamara, 
2016 

Design:  
cross-

sectional 
study 

 
Sample:  
N = 2,019 

Employees from 9 
organizations from 
different sectors and 
sizes 

1. Perceived supervisor age is associated with supervisor’s support  
2. Age dissimilarity in the workgroup is associated with perceived group 

inclusiveness 
3. Core self-evaluation moderates the above relationship 

1. (compared to supervisor being 
at least 10yrs older than 
respondent) supervisor is the 
same age: b=.06; supervisor is 
at least 10yrs younger: b=.10. 

2. (compared to work group is 
similar to the respondent’s 
age) Work group is dissimilar 
and older: b=-.14; work group 
is dissimilar and younger: 
b=.04; work group is age 
diverse: b=.02 

3. (compared to supervisor being 
at least 10yrs older than 
respondent * core self-
evaluations) Supervisor the 
same age*core self-
evaluation: b=.12; Supervisor 
at least 10yrs younger*core 
self-evaluation: b=.05 

The response rate 
varies between 

participating 
organizations 

D 



Mulqueen, 
2012 

Design: 
cross-

sectional 
study 

 

Sample:  
N = 143 

Managers from the 
global training and 
learning division of a 
multinational 
defense contractor 
in the USA. 

Leaders’ versatility (emotional intelligence, consisting of 4 dimensions: image, 
presentation, competence, and feedback) is positively associated with 
diversity Inclusion practices (manager behavior, department practices, 
manager encouragement, diversity council, and rewards and recognition) 

Correlations with discriminant 
function of versatility: manager 
behavior .97; department 
practices .71; manager 
encouragement .53; diversity 
council .46; rewards & 
recognition: .38 

no serious 
limitations D 

Nelissen, 
2015 

Design:  
cross-

sectional 
study 

 

Sample:  
N = 313 

Employees from 
organizations in the 
Netherlands 

1. The warmth and competence of stereotypes towards people with disability 
are positively associated with inclusive behavior 

2. Attitudes towards employment of people with disability is positively 
associated with inclusive behavior 

3. Attitudes towards employment of people with disabilities mediates the 
relationship between stereotype warmth and competence and inclusive 
behaviors 

1. Stereotype warmth: r=.07, 
b=.074; Stereotype 
competence: r=.04, b=.044. 

2. r=.19 
3. indirect effect of stereotype 

warmth: b=.06; indirect effect 
of stereotype competence: 
b=.04 

no serious 
limitations D 

Nelissen, 
2017 

Design: 
cross-

sectional 
study 

 

Sample: 
N = 282  

See Nelissen, 2015 1. Prosocial motivation is positively associated with individual inclusive behavior 
2. Inclusive climate is positively associated with individual inclusive behavior 

1. r=.28 
2. r=.38 

no serious 
limitations 

D 
 

Sessler 
Bernstein, 

2013 

Design:  
cross-

sectional 
study 

 
Sample:  
N = 403 

 

Nonprofit board 
members from 
racial/ethnic minority 
groups 

1. Diversity motivation (discrimination & fairness perspective, access & 
legitimacy perspective, integration & learning perspective) is positively 
associated with individual inclusion experiences 

2. Diversity motivation is positively associated with board inclusion behaviors 
3. Diversity motivation is positively associated with board inclusion practices 
4. Diversity motivation is positively associated with organizational inclusion 

practices 
5. Board inclusion behaviors, board inclusion practices and organizational 

inclusion practices are positively associated with individual inclusion 
experiences 

1. Discrimination & fairness: 
r=.29; access & legitimacy: 
r=.40; integration & learning: 
r=.46 

2. Discrimination & fairness: 
r=.11; access & legitimacy: 
r=.28; integration & learning: 
r=.32 

3. Discrimination & fairness: 
r=.28; access & legitimacy: 
r=.39; integration & learning: 
r=.43 

4. Discrimination & fairness: 
r=.33; access & legitimacy: 
r=.50; integration & learning: 
r=.56 

5. Board inclusion behaviors: 
r=.58; board inclusion 
practices: r=.20; organizational 
inclusion practices: r=.54 

no serious 
limitations D 



 
 
 
 
 

Sit et al. 
2017 

 
Design: 

Systematic 
review 

 

Sample: 
k = 35 studies 
including k 46 

= cultural 
competence 
intervention 

groups, 
median group 
size 32 and 
total 2834 
students 

Tertiary education 
students, e.g., 
medical, 
counselling, and 
post-graduates 

 
Review based on psychological theory of cross-cultural adjustment (namely, 
ABC model by Ward et al. 2001). Study found that experiential and multi-
method delivery modes are more cross-culturally effective (e.g., role plays 
and individual or group exercises). Nearly two thirds of training programmes 
used three or more methods. Distributed delivery was more effective. 
According with ABC model which posit that successful acculturation is a 
robust process encompassing affective, behavioural and cognitive change, 
trainings that used both cognitive change and behavioural modification were 
more effective than cognitive alone and didactic alone. Programs were more 
effective in facilitating cross-cultural knowledge and inducing behavioural 
adjustment, than in fostering cross-cultural cognitive and emotional 
adjustments. Study also found that benefit in multicultural competence 
appear to influence students’ academic performance and preparation for 
multicultural careers. 

Not reported no serious 
limitations A 

Tremblay, 
2017 

Design: 
cross-

sectional 
study 

 

Sample: 
N = 225 

(23 teams) 

Employees from a 
Canadian financial 
organization 

1. Leader humor climate (constructive vs. offensive) is associated with 
employee perceived inclusion 

2. Trust in leader moderates the above relationship 

1. Leader constructive humor 
climate: r=.19,leader offensive 
humor climate: r=-.23 

2. ES unclear 

no serious 
limitations D 

Triana,  
2012 

Design:  
randomized 
controlled 

study 
 

Sample:  
N = 200 

(50 teams) 

Juniors and seniors 
in a business class 
at a large university 
in the south-western 
United States. 

Medium of first team meeting (F2F vs. Computer-mediated followed by a 
switch to the opposite) is positively associated with perceived inclusion for 
women in male-dominated teams (1 woman, 3 men) 

1. Women with Computer-
mediated first meeting vs. 
women with F2F first meeting: 
partial η2 =.09 

no serious 
limitations A 



Qualitative studies 
 

 
Author  
& year 

Design & 
sample 

size 

Sector / 
Population Main findings 

Alvarez,  
2018 

Design: 
qualitative 
case study 

 
  

Members from 
labor unions 

nominated by a 
sponsoring 
organization  

A 1-year program for developing leaders of labour unions, consisting of eight (two weeklong retreats, four seminars that occur over 3-day 
weekends, and two fieldwork projects), has been modified to actively address diversity and inclusion:  
- one of the six seminars in the curriculum was devoted entirely to a very challenging exploration of racial and gender equity and inclusion. 

The creators began introducing the notion of social identities and difference, how these impact our experiences and our individual 
experiences, attitudes, and behaviors. They taught skills and concepts such as tracking in the first session. They invited controversial 
speakers who raised challenges for the unions in the room, and the faculty had to be prepared and willing to address and work through 
those challenges and participants’ reactions. 

- The creators of the program began aggressively recruiting and providing scholarships for leaders from nontraditional worker groups, who 
were uniformly young, and mostly people of color. They focused on recruiting more faculty of color. 

- The language of the program was changed, for instance, from ‘‘labor movement’’ to ‘‘workers’ movement’’ and ‘‘union’’ to ‘‘organization.’’ 
- The creators included examples, scenarios, and language in the curriculum from worker organizations rather than just from traditional 

unions. 
- The program moved away from an emphasis on density (the proportion of eligible workers who are union members) as the key factor in 

strategic leverage for a union, to a broader definition of workers’ power residing in the ability of unions and worker-based organizations to 
create alliances that tapped into the larger social movements and energy. 

 

Participants affirm the program helped them grow up as a thinker and a leader, eexposing them to union people and leaders of other 
organizations they had no experience with. 

Andersen, 
2007 

Design: 
qualitative 

study 
 

Sample: 
N = 12 

German Corporate 
Universities 
(defined as 

institutions of 
strategic learning, 
offering programs 

oriented 
towards strategic 
corporate goals) 

Diversity learning aims at making use of staff diversity in learning processes. 
Particularly important within the framework of learning is the knowledge of the learners. Differences in knowledge show themselves in the 
respective individual experience, attitudes, ways of thinking and know-how. 
 

The diversity learning approaches of corporate universities can be mapped along 2 dimensions, resulting in 4 types of approaches: 
- Low diversity / low inclusion: knowledge islands (standardized & homogeneous knowledge, no active use of diversity in learning process) 
- High diversity / low inclusion: knowledge bridges (heterogeneous knowledge, not actively used in learning process) 
- Low diversity / high inclusion: knowledge landscapes (collective learning to maintain uniform knowledge across the organization; 

homogeneous knowledge) 
High diversity / high inclusion: knowledge communities (collective learning processes to create multi-faceted knowledge base; 
heterogeneous knowledge) 



Bilimoria,  
2008 

Design: 
Qualitative 

study + 
Cross-

sectional 
survey 

 

Sample: 
N = 19 

Universities which 
received funding 

through ADVANCE 
Institutional 

Transformation 
program for 
initiatives to 
increase the 
participation 

and contributions of 
women in the 

Science & 
Engineering 
workforce 

Two types of initiatives of institutional transformation are related to several outcomes, either observed by the authors or measured through 
climate survey. Factors that facilitate these relationships are also described. 
 

Initiative types: 
1. Pipeline initiatives (e.g. mentoring, coaching, networking, education and training, career and professional development, leadership 
development, and special funding and opportunities), aimed at: 
- increasing the inflow of women into the pipeline, 
- improving the institutional structures and processes related to academic career transition points (recruitment, promotion, and tenure), 
- better equipping women to successfully progress in the pipeline. 
 
2. Climate initiatives, aimed at: 
- Improving the awareness and practices of male colleagues through education, training, and development;   
- engaging in efforts to make departments (micro-climates) more collegial, egalitarian, equitable, and transparent; 
- increasing organizational awareness of diversity and inclusion issues  
 

Outcomes: 
- new structures (child-care facilities and lactation centers) and positions (ombudspersons, equity advisors, endowed chairs, institutional 

researchers, and provosts/deans for faculty development and diversity); 
- new and modified policies: dual-career hiring (funding to hire both partners or help a partner find suitable employment), job sharing 

(arrangements whereby spouses/partners can share a single job if they belong to the same academic area), work-life integration (active 
service-modified duties or a work release policy where supplemental funding is provided and the workload is modified in the event of a 
crisis), tenure clock extension (whereby the faculty member is allowed more time before a mandatory tenure review), and family-friendly 
policies (such as maternity/paternity leave in case of child birth or adoption; family medical leave in case of sickness of any member of the 
family, including parents; and domestic partner health benefits). 

- Adoption of change initiatives as regular organizational processes; 
- Documentation of best practices in the form of tool kits, guidelines, best practice guides, evaluation forms, training manuals, presentations, 

and pamphlets covering the critical aspects of recruitment, promotion, retention, and leadership development of women and other 
minorities 

- Increase in the overall number of women in their tenure-track S&E pipeline.	
 

Climate survey outcomes: 	
- Female faculty felt less valued and included in their primary unit in comparison to men and reported lower ratings of effective departmental 

leadership; junior faculty and female faculty perceived that compensation supports were less equitably distributed; female faculty were less 
satisfied with their overall job experience than men faculty. 

- Men were more likely to speak daily about research, more likely to report willingness of faculty to collaborate, and more likely to 
characterize their home units as “exciting,” “helpful,” and “creative.” The most significant gender difference is “helpfulness.” 

- Tenure-track men had a more favorable rating of interpersonal relations than women; women were more likely than men to believe that 
diversity is important; tenure-track men rated their chairs higher than women. 

- Male and female scientists and engineers differed in the amount of effort it takes to secure resources such as office space, research 
space, and lab equipment. Female scientists and engineers were less likely than their male counterparts to rate their departmental climate 
as supportive, less likely than both male scientists and engineers and female social scientists to rate their departmental climate as tolerant 
of diversity and their department gender atmosphere as egalitarian. 

- Women reported lower levels of job satisfaction, empowerment, and access to information and higher intentions to quit and feelings of 
isolation. Affective and instrumental department climate mediate the relationship between gender and both job satisfaction and quit 
intentions. 



 

- Women and men differed in their perceptions of female and minority leadership and representation. More women (78.3%) than men 
(48.9%) felt that there are too few women and minorities in leadership positions; overall campus climate was rated fairly favorably, but 
departmental climates varied significantly. 

Daya,  
2014 

Design:  
mixed-

methods 
approach 
(survey, 

interviews) 
 

Sample: 
N = 425 

 
 

A division of an 
established global 

multinational in 
South Africa. 

Several factors (at 3 levels) were identified as important to create feelings of inclusion in the workforce: 
Organizational-level factors: 

- senior leadership: how important diversity and inclusion are to them, whether they really care about the well-being of individuals 
and whether they genuinely appreciate the differences in people 

- organizational climate: how inclusive it is in structure, process and policies (e.g. a comprehensive performance management 
process, which facilitates goal setting and performance monitoring, but may include training for line management on how to drive 
inclusion at an individual level) 

- organizational belonging: the individual’s sense of belonging in the organization, whether the employee fits in well at the 
organization, and feels committed and dedicated to the organization; 

- communication:  open and transparent communication, whether individuals regularly see and hear about diversity and inclusion, 
and whether they are well supported on issues.  

- fair and transparent recruitment, promotion and development processes, offering equal opportunities for progression and 
recruitment of individuals from diverse backgrounds	

	

Interpersonal-level factors: 
- respect and acceptance: appreciation or acknowledgement of individuality and/or regard for the employee as a person, but also 

extends to the soliciting and valuing of his/her individual contribution 
- individual engagement with their immediate line manager: managers valuing individual contributions, treating subordinates with 

dignity and fairness and caring for them as individuals 
- engagement: whether the organization supports difference, and removes a threatening environment 
- relationship with organization’s strategy, vision and values: communication of the strategic goals, vision and values, and extends 

to whether individuals are able to relate to the organization’s values	
 

Personal components: 
- personality:  While some participants had strong views about what inclusion or exclusion meant for them, others were not 

interested in being included in the organization, despite long tenure and/or being happy in their jobs. 
- Locus of control:  while some individuals placed a high value on the organization doing things to ensure they were included, 

others felt that it was their responsibility to make themselves feel included. 
- Self-esteem:  It has been differentiated from confidence because low self-esteem need not have an external manifestation; it 

simply affects the individual’s response to his/her environment, which affects his/her perception of inclusion. 
 

Power:  Both blue collar and admin participants suggested that their perceived lack of power affected their individual perception of inclusion. 

Derven,  
2014 

Design: 
Qualitative 

study 
(interviews) 

 

Sample:  
N = 6 

D&I leaders from 
Non-US companies 

in different 
industries 

Best practices in Diversity and Inclusion: 
- tailoring global diversity and inclusion strategies and programs to local needs; 
- embedding practices throughout the organization;  
- multiplying impact through external partnerships  

leveraging this as a source of innovation. 



Excluded studies 
 
 

Author & year Reason for exclusion 

Brite, 2015 No relevant relationship is examined / no effect size estimates are provided 

Cordier, 2017 Not relevant: focusses on measures of social inclusion, participation, and/or acceptance 

Gotsis, 2016 Theoretical paper 

Lindsay, 2013 Not relevant: systematic review of the effect of disability awareness interventions for children 

Philips, 2016 Systematic review that includes only 3 (not relevant) studies 

Rao, 2015 Not relevant: systematic review that examines the current state of theory and research in positive psychology with respect to issues related to 
gender, race, and ethnicity. 

Schmidt, 2012 Search strategy seriously flawed, not a systematic review but a traditional and limited review of the literature. 
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Mor Barak, 2005; Mor Barak & Cherin, 1998 
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ANNEX V 

 
MAIN FINDINGS DIVERSITY TRAINING  

 
 
What is diversity training? 
 

Diversity training has been defined as “instructional programs aimed at facilitating positive intergroup 
interactions, reducing prejudice and discrimination, and enhancing the skills, knowledge, and 
motivation of participants to interact with diverse others” (Berzukova et al., 2016). Put differently, it 
aims to reduce people’s bias, prejudice and discrimination against others. The main goal of diversity 
training is to create a positive, inclusive work environment by helping employees to recognize and 
be tolerant of differences among co-workers. The training can target different types of “diversity”, 
such as gender, race, ethnicity, demographic background, ability, health status (i.e. disability), and 
sexual orientation. It can be divided into awareness-based and skill-based training. Awareness-
based training makes employees conscious of their biases, prejudices, and cultural assumptions 
with respect to minorities. This training often uses case studies and experiential exercises. Skill-
based training develops employees’ proficiency in handling diversity in the workplace. Various tools 
are used to improve employees’ interpretations of cross-cultural differences, communication with 
people from different cultures, and adaptability. 
 
How is diversity training supposed to work? 
 

The notion that diversity training reduces prejudice and discrimination against others is based on 
two theories: social identity theory (Tajfel, 1982) and the contact hypothesis (Allport, 1954). Social 
identity theory posits that people classify themselves and others into social categories, according to 
groups such as race, ethnicity, and gender. This classification shapes the way individuals interact 
with others. According to this theory people wish to belong to groups that enjoy distinct and positive 
identities, and therefore individuals who belong to groups with greater perceived social status will 
accept and include people they consider to be like them, while excluding those they perceive to be 
different. The contact hypothesis assumes that positive contact between members of different 
groups reduces prejudice, raises awareness, and changes group interactions. Put differently, if 
members of different groups have the opportunity to communicate with each other, they will learn to 
understand and appreciate different points of views, cultural habits, etc., and as a result prejudice 
should diminish. 
 
Measuring the effect of (diversity) training 
 

Researchers have grouped outcomes of training into cognitive, behavioral and attitudinal learning, 
as well as on trainee reactions. In the case of diversity training, cognitive learning refers to the extent 
to which trainees acquire knowledge about other cultures and problems or issues amongst different 
groups. Behavioral learning concerns the development of skills and behaviors. Attitudinal learning 
refers to the development of trainees’ attitudes towards diversity. 
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What is the effectiveness of diversity training? 
 
1. In general, diversity training elicits strong emotional reactions, and most participants 

see the training as worthwhile (Level AA). 
 

A recent meta-analysis indicates that diversity training elicits intense emotional responses, and 
participants see the training as effective and worthwhile (Bezrukova et al., 2016). Training reaction 
is an antecedent of learning that leads to the desired behavior in the short term. However, some 
people might like the training for reasons that are not directly related to its content (e.g. the trainers’ 
sense of humor), and as a result their diversity-related attitudes and behaviors will not change.  
 
2. Reactions to diversity training and attitudinal learning appear to decay, whereas 

cognitive knowledge is maintained over time (Level AA). 
 

A meta-analysis found that cognitive learning (e.g. knowledge about different cultures) persists in 
the long run (Berzukova et al., 2016). After training, cues in the workplace or elsewhere reinforce 
cognitive responses that trainees have learned. These cues also come from other sources outside 
the immediate workplace or school (e.g. “Wow, this is what we learned about Italian culture in that 
diversity training half a year ago…”). In contrast, several meta-analyses and systematic reviews have 
consistently shown that participants’ attitudes are less subject to change after training compared 
with cognitions and behaviors (Alhejji et al., 2015; Berzukova et al., 2016; Kalinoski et al., 2013; Sit 
et al., 2017). Most notably, attitudes may gravitate back to the original evaluative judgments after 
the diversity training ends if negative attitudes that a person had before the training are reinforced. 
In this sense, environmental prompts can even provoke “backfire effects” that reverse or retard skill 
development. 
 
3. Diversity training might lead to positive outcomes beyond effects on cognitions, 

behaviors, and attitudes (Level A). 
 

Several systematic reviews on diversity-related efforts in healthcare settings have investigated if the 
positive effects extend to higher-level outcomes. While it was found that health care professionals 
might improve their ability to deal with diversity following training (Chipps et al., 2008; Govere et al., 
2016; Lie et al., 2010), it is not clear if this has an impact on patient satisfaction (Govere et al., 2016) 
or patient care (Chipps et al., 2008). However, it should be noted that generally primary studies in 
this context are often of poor methodological quality. Overall, studies have shown that arguments 
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for diversity training on a business case perspective (e.g. improves performance) are not well 
founded (Alhejji et al., 2015).  
 
4. The effects of diversity training are moderated by features related to context, design, 

and participants’ characteristics. 
 
Context  
 

a. Positive reactions to training are considerably stronger in an educational setting 
compared with an organizational setting (Level AA). 

A meta-analysis based on 236 high-quality studies demonstrated that the diversity training in an 
educational setting (i.e. higher education) elicits stronger effects than in an organizational setting 
(Berzukova et al., 2016). A possible explanation may be that employees in organizations see 
diversity training as an “add-on” practice, something that “takes time away from work” and is 
secondary to the purpose of the organization. Instead, diversity training in an educational setting is 
usually part of the mission of such institutions, so it may be perceived as an opportunity to learn 
about diversity and prejudice and apply concepts through experiential learning (Sit et al., 2017). 
 

b. Training that is part of a larger diversity program tends to have better outcomes for 
both attitudes and behavior (Level AA). 

 

Companies rarely make diversity training part of a broader institutionalized effort. The meta-analysis 
by Berzukova et al. (2016) indicates that this is a key mistake, since integrated or embedded training 
leads to strong behavioral learning and moderately strong changes in attitudes. The critical 
importance of broader systemic and system changes as opposite to a standalone approach was 
also highlighted in the human service organizations (Lie et al., 2010; Mor Barak et al., 2016). In fact, 
employees may be more motivated to learn when managers commit to diversity efforts above and 
beyond that of a single initiative. In addition, the components of the larger program could strengthen 
one another. For example, a social-networking group of minority professionals, supported by the 
organization, is a follow-up outcome of a diversity course and also serves as a mentoring source. 
 

c. Training with mandatory attendance has stronger positive effects on behavioral 
learning, whereas voluntary attendance has stronger effects on reactions (Level AA). 

 

Attendance requirements do not affect all outcomes, but mandatory diversity training was found to 
have a moderate to strong effect on behavioral learning, whereas participants’ reactions were 
considerably stronger when attendance was voluntary (Berzukova et al., 2016). A possible 
explanation is that people who willingly take training may already have an interest in the issue and 
are thus more likely to enjoy the training. However, a voluntary approach seems not to lead to the 
strongest effects in diversity training. One reason for this could be that under the voluntary scenario, 
people participating in training already want to be there and are not necessarily the ones who would 
benefit most from changes in cognitive, attitudinal, or behavioral outcomes. In addition, a mandatory 
attendance policy might signal that the organization is truly committed to facilitating positive 
intergroup relationships, thus enhancing trainees’ motivation to learn. 
 
Design 
 

d. Diversity training has stronger positive effects when it provides longer and 
distributed opportunities to learn (Level AA) 
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The advantage of longer training interventions does seem to transfer to more positive reactions, and 
better diversity knowledge, attitudes, and skills, as reflected in the strong positive relationship 
between the hours of training and these outcomes (Berzukova et al., 2016). It seems that the more 
time participants spend together leads to them getting on better and makes intergroup encounters 
comfortable and feel “right”. Also, a recent meta-analysis based on 65 studies found that training 
that provides (distributed) practice, yields better attitudinal outcomes (Kalinoski et al., 2013). The 
finding that massed practice fares worse than distributed learning was confirmed by a recent 
systematic review of studies conducted in educational settings (Sit et al., 2017). 
 

e. Diversity training that provides greater opportunities for cooperative contact and 
social interaction within the training pool yields mixed findings (Level AA). 

 

Diversity training can either focus on one group (e.g. race) or target multiple groups (e.g. race, 
gender, sexual orientation, etc.). The group-specific approach (i.e. involving only the 
minority/majority group) has been criticized as leading to intergroup differentiation and polarized 
attitudes. Several meta-analyses, however, have demonstrated that the outcomes of these two types 
of training are mixed. For example, several studies found that training that targets multiple groups 
and in which trainees interact with members of other groups has greater effects on attitudes 
compared with training that focuses on one group (Kalinoski et al., 2013), but an equal number of 
studies found no differences (Berzukova et al., 2016). 
  

f. Diversity training has stronger positive effects when it emphasizes both awareness 
and behavioral components (Level AA). 

 

Most effective types of diversity training programs were primarily designed to increase both diversity 
awareness and skills (Berzukova et al., 2016). Awareness training focuses on getting participants to 
be more aware of their own and other cultural assumptions, values, and biases. Skill-building 
(behavioral) training educates participants on monitoring their own actions and appropriate 
responses to specific differences, such as identifying and overcoming interracial communication 
barriers. Overall, several studies show that combining both awareness and behavioral components 
enables people to better understand their behavior (being aware of why they are doing what they 
are doing; e.g. Sit et al., 2017).  

 
g. Diversity training that combines multiple instructional methods does not seem to 

have stronger effects (Level AA). 
 

Diversity training can use several different instructional methods or just one. It’s reasonable to 
assume that training that “touches all the bases,” combining multiple methods (e.g. lectures, 
simulation exercises, group activities and discussions, etc.) leads to better outcomes. However, the 
most updated meta-analysis found that this has an effect only on how much people like training, i.e. 
on their reactions, and it does not affect cognitive, attitudinal, or behavioral learning (Berzukova et 
al., 2016). Nonetheless, findings from educational settings have suggested that multi-methods 
delivery modes seem cross-culturally effective (Sit et al., 2017). More generally, active methods and 
face-to-face methods still seem to lead to more positive attitudes than passive ones and online 
training (Kalinoski et al., 2013). 

 
h. Diversity training that focuses on one single aspect of demographic diversity has a 

stronger positive effect than aiming at multiple aspects (Level A). 
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While focusing on multiple aspects of diversity training (e.g. generic diversity training, multicultural, 
or sexual harassment) yielded moderate effects on cognitive learning, it was found that dealing with 
one aspect of demographic diversity (e.g. race) at a time leads to considerably stronger effects on 
cognitive learning (Kalinoski et al., 2013). However, it should be noted that the majority of studies 
upon which this finding is based considered only race. Instead, for instance, a systematic review has 
concluded that there is a lack of empirically validated diversity training programs that specifically 
focus on disability (Philips et al., 2016). Therefore it is possible that the evidence for diversity-specific 
interventions may be missing.  
 
Trainee and trainer characteristics 
 

i. A larger proportion of women in the training group leads to stronger reactions (e.g. 
liking), whereas a more diverse training group might have greater effects on 
cognitive learning (Level AA/A). 

 

Since women have a history of discrimination, the finding that they tend to be more receptive and 
welcoming of diversity training makes sense. Findings regarding the race composition of the training 
pool are, however, mixed: Berzukova et al. (2016) did not find an effect for a more diverse make-up 
on the outcomes assessed, whereas Kalinoski et al. (2013) found that people learn more (i.e. 
cognitive learning) when training involves a higher number of ethnic minorities. The latter finding, 
however, aligns with the hypothesis that social interdependence and contact under optimal 
conditions might reduce prejudice. 
 

j. Characteristics of the trainer affects outcomes at the affective and cognitive levels 
(Level A). 

 

It was found that trainees’ motivation is higher and effects on attitudes are stronger when a direct 
manager/supervisor delivers the training, as opposed to an internal trainer belonging to a minority 
group, a diversity and inclusion manager, or a HR generalist. However, it was also found that 
cognitive learning (e.g. knowledge about other cultures) was strongly affected when the trainer 
belonged to a minority group (Kalinoski et al., 2013). 
 

k. Studies on the effects of de-biasing training are almost absent. 
 

Simply being aware that human judgment is subject to cognitive biases does not prevent them from 
occurring. Even Daniel Kahneman, the world’s leading authority on this subject, stated: “I’ve been 
studying this stuff for 45 years, and I’m no better than when I started. I make extreme predictions. 
I’m over-confident. I fall for every one of the biases.” Not surprisingly, studies on the effect of de-
biasing training are almost absent. However, a recent study found that a single training intervention 
(i.e. playing a computer game or watching an instructional video) has sparked debiasing effects that 
persist across a variety of contexts affected by the same bias (e.g. blind spot bias, confirmation bias, 
fundamental attribution error, anchoring, social projection, representativeness; Morewedge et al., 
2015). Here, games that incorporated personalized feedback and practice yielded the strongest 
effect. It is suggested by the authors that this type of simple intervention can be used alongside 
improved incentives, information presentation, and nudges to reduce costly errors associated with 
biased judgments and decisions. It should be noted, however, that no single study can be considered 
to be strong evidence – it is merely indicative.  
 




