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ABSTRACT 

Purpose: The purpose of the study is to explore the history and development of diversity 

education and inclusion in organizations and to highlight their importance in creating a 

positive and productive workplace culture. The study intends to investigate the advantages of 

diversity and inclusion in organisations, such as technical excellence, sound decision, and 

enhanced retention and engagement among staff members. It also seeks to identify the 

challenges and barriers to implementing effective diversity and inclusion programs and 

strategies, and to suggest best practices for organizations seeking to build a diverse and 

inclusive workplace culture. Ultimately, the goal of the study is to provide insights and 

recommendations that can help organizations create a more welcoming, inclusive, and 

equitable workplace for all employees. 

Design/Methodology/Approach: The study involves a literature review and analysis of 

existing skill variety and advancement research. This would involve reviewing academic 

journals, books, and other relevant publications on the topic, as well as industry reports and 

case studies. 

Results/ Findings: The review paper finds that diversity education and inclusion initiatives 

have evolved over time, from simply focusing on compliance with anti-discrimination laws to 

recognizing the value of diversity in creating a more innovative and productive workplace 

culture. Identifies common challenges and barriers to implementing effective diversity and 

inclusion programs, such as resistance from some employees, lack of buy-in from leadership, 

and difficulty in measuring the impact of such initiatives. the findings of the study may 

contribute to a better understanding of the benefits and challenges of diversity and inclusion 

initiatives in organizations and provide recommendations for building a more inclusive and 

equitable workplace culture. 

Value: The paper emphasises the importance of research through a detailed examination of 

the literature on the subject, recognizing the value of diversity in creating a more innovative 

and productive workplace culture. 

Type of Paper: Literature Review 

Keywords: Diversity, Inclusion, Organizational culture, Decision-making, Workplace 

diversity, Employee satisfaction, workplace culture.  

1. INTRODUCTION : 

Human diversity awareness is a timeless concept, but understanding the in the United States, the value 

of diversity and inclusion is a relatively new concept [1].  As leaders in the armed services, corporate, 

community, and academic universities recognised the need to educate During the Civil Rights 

Movement of the 1960s, they started advocating scholars found by teaching combatants, personnel, 

graduates, as well as common people about racial inequality as that of the "right thing to do" [2]. Over 
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time, diversity educators incorporated other barriers to inclusion into diversity training programmes, 

such as gender, sexual orientation, age, ethnicity, religion, disability, and gender identity [3]. However, 

simply having diversity does not guarantee having inclusion in organisational culture. As a result, the 

functions of diversity and inclusion should be complementary [4]. 

 

The actual value of diversification is becoming increasingly acknowledged as a result of data maturation 

in the 1990s and 2000s, especially in the professional world [5]. In terms of problem-solving skill, 

individuals and teams outclass more homogeneous teams [6]. Employee retention as well as 

involvement are higher throughout companies which thus value inclusion and diversity, and far more 

varied executive panels result in higher earnings and as a whole economic success [7]. Companies have 

understood, however, that a workforce diversity, when supplemented by an inclusive environment, can 

make a contribution more to workflows at various levels of an organization [8]. 

 

Despite the growing popularity of a diverse workforce, the twin-component inclusion is often lost [9]. 

The function of human energy development is to create a highly qualified workforce with diversified 

qualifications that obtain effective [10]. According to Gallup research, 85% of employees are either not 

engaged or actively disengaged at work [11]. Hence, every business initiative should incorporate people 

development, which will build an inclusive environment and promote a sense of belonging [12]. 

 

To benefit diverse workers, many companies are leveraging an inclusive approach. This strategy will 

improve individual community engagement, resulting in an even more inclusive setting [13]. Workplace 

incorporation, engagement, happiness, satisfaction and corporate endorse, and readiness to take part in 

civic activities are lower among persons employed among less encompassing units [14]. Overall 

organisational incorporation visions, three correlated with organizational change (systemic, cultural, 

and behavioural), and two change methods are explained (organization development and collaborative 

inquiry). Diversity interventions are increasingly emphasising lifestyle changes rather than changing 

mental constructs such as partiality or mindsets. In addition, there is a bigger focus on evaluating 

programs are aimed at creating a welcoming atmosphere [15]. 

 

Organizations can use equity, diversity, and inclusion (EDI) policies to steer their trying to hire and 

enterprise procedures in order to foster a welcoming and straightforward surroundings for any and all 

people [16]. The University of Toronto defines EDI in detail, including equity, diversification, and 

participation. Equity is defined as addressing every individual fairly and respectfully [17]. Diversity is 

characterized as the community's segment of the population mix, with something like a focus mostly 

on interpretation of securities groups. Participation is the development of an atmosphere where each 

individual feels welcome, is treated with dignity, and is capable of full involvement [18]. 

 

The evolution and importance of diversity education and inclusion in building an effective 

organizational culture is a dynamic and continuously evolving concept that has been recognized and 

appreciated in recent times [19]. The inclusion of people development in every business initiative, 

coupled with an inclusive environment, can promote a sense of belonging, benefit diverse workers, and 

enhance organizational effectiveness [20]. The implementation of policies and practises promoting 

equity, diversity, and inclusion can result in a more welcoming and transparent environment for all [21]. 

2. OBJECTIVES OF REVIEW PAPER : 

(1) To comprehend the concept of diversity education and its influence on organisational culture. 

(2) To recognize the importance of inclusion in building a diverse workforce. 

(3) To explore the relationship between diversity, inclusion, and organizational effectiveness. 

(4) To highlight the challenges and opportunities associated with creating an inclusive work 

environment. 

3. METHODOLOGY : 

For this review paper, databases such as Google Scholar and Cross Reference were searched to collect 

journal articles. A total of  125  papers  and  reports  were reviewed  and  articles  were  searched  using 

keywords such as Diversity, Inclusion, Organizational culture, Decision-making, Workplace diversity, 
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Employee satisfaction, workplace culture, etc. Data was also collected from other secondary sources 

such as websites and news reports. The data has been grouped under each keyword and presented in a 

tabular form. 

4. REVIEW OF LITERATURE/RELATED WORKS : 

4.1 Evolution of Diversity: 

Diversity education is a topic of increasing importance in today's society, as individuals and 

organizations strive to create more inclusive environments [22]. The concept of diversity education has 

evolved significantly over time, with increasing emphasis on the value of inclusion in organizational 

culture [23]. In this literature review, we will explore the evolution of diversity education, drawing on 

the insights of 15 different researchers. 

 

4.2 Mary McLeod Bethune's Advocacy for Diversity Education: 

Mary McLeod Bethune was an educator and civil rights leader who advocated for the importance of 

diversity education as early as 1939. In her book, "Last Will and Testament," Bethune wrote that 

education is the "great equalizer" and that it is the responsibility of educators to promote understanding 

and appreciation of diversity [24]. 

 

4.3 Carl Rogers' Emphasis on Empathic Understanding for Inclusion and Positive Relationships: 

In his book "Client-Centered Therapy," Carl Rogers discussed the importance of empathic 

understanding in promoting positive relationships across diverse groups. He argued that it is essential 

to understand and respect individual differences in order to create a more inclusive society [25]. 

 

4.4 Gordon Allport's "The Nature of Prejudice" and its Impact on Diversity Education: 

Gordon Allport's book "The Nature of Prejudice" was a seminal work in the field of diversity education. 

Allport argued that prejudice is not an innate characteristic, but rather a learned behavior that can be 

unlearned through education and exposure to diverse individuals [26]. 

 

4.5 Martin Luther King Jr.'s Legacy: Advocating for Diversity Education and Racial Equality: 

Martin Luther King Jr. was a Civil Rights activist and a supporter of diversity education. In his famous 

"I Have a Dream" speech, King called for an end to racial discrimination and urged individuals to judge 

others based on their character rather than their skin color [27]. 

 

4.6 Why Are All the Black Kids Sitting Together in the Cafeteria?": A Revolutionary Book on 

Diversity Education by Beverly Tatum: 

"Why Are All the Black Kids Sitting Together in the Cafeteria?" by Beverly Tatum was a seminal work 

in the field of diversity education. Tatum argued that it is essential to create safe spaces for individuals 

from diverse backgrounds to come together and engage in meaningful dialogue [28]. 

 

4.7 The Importance of Diversity in Higher Education: 

In her book "Expert Report of Patricia Gurin," Gurin discussed the importance of diversity in higher 

education. She argued that exposure to diverse individuals and ideas can promote critical thinking and 

help prepare students for success in a globalized world [29]. 

 

4.8 Curriculum Transformation and Disability: The Benefits of Implementing Universal Design 

in Higher Education: 

Jeanne L. Higbee's book "Curriculum Transformation and Disability: Implementing Universal Design 

in Higher Education" was an important contribution to the field of disability studies. Higbee argued that 

it is essential to design educational programmes that include people with disabilities, and how this can 

benefit all students [30]. 

 

4.9 Recognizing and Nurturing Talents of Culturally Different Students in Gifted Education:  

Donna Y. Ford's book "Recruiting and Retaining Culturally Different Students in Gifted Education" 

made a significant contribution to gifted education. Ford argued that it is essential to recognize and 

nurture the talents of gifted students from diverse backgrounds in order to promote their success [31]. 

http://www.srinivaspublication.com/
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4.10 Culturally Relevant Pedagogy 2.0: Creating Educational Programs that Address the Needs 

of Diverse Students: 

Gloria Ladson-Billings' book "Culturally Relevant Pedagogy 2.0: A.k.a. the Remix" was a seminal work 

in the field of education. Ladson-Billings argued that it is essential to create educational programs that 

are sensitive to the cultural needs of diverse students [32]. 

 

4.11 Professional Development for Culturally Responsive and Relationship-Based Pedagogy:  

In her book "Professional Development for Culturally Responsive and Relationship-Based Pedagogy," 

Christine Sleeter discussed the importance of professional development in promoting diversity 

education. She argued that it is essential to provide educators with the tools and resources they need to 

effectively teach in diverse classrooms [33]. 

 

4,12 Understanding Racial Identity Development: 

Beverly Tatum's book "Why are all the Black kids sitting together in the cafeteria?" provides a critical 

analysis of racial identity development in the United States. Tatum argues that, in order to promote 

diversity and inclusion, individuals must first develop a healthy racial identity that allows them to 

understand and appreciate their own racial background while respecting and learning from other racial 

groups [34]. 

 

4.13 The Importance of Diversity in Higher Education:  

Patricia Gurin's expert report in the Grutter v. Bollinger Supreme Court case examines the benefits of 

diversity in higher education. Gurin's research demonstrates that diversity in educational settings fosters 

critical thinking skills, cross-racial understanding, and leadership skills. She argues that diversity in 

higher education is essential for preparing students to be successful in an increasingly diverse world 

[35]. 

 

4.14 Overcoming Subtle Discrimination: 

Mary Rowe's article "Barriers to Equality: The Power of Subtle Discrimination to Maintain Unequal 

Opportunity" investigates how subtle forms of discrimination can maintain inequality in organisations. 

Rowe argues that organizations must address both overt and covert forms of discrimination in order to 

promote diversity and inclusion [36]. 

 

4.15 Microaggressions in Everyday Life: 

Derald Wing Sue's book "Microaggressions in Everyday Life: Race, Gender, and Sexual Orientation" 

examines the ways in which microaggressions - subtle, everyday acts of discrimination - can impact 

individuals from marginalized groups. Sue argues that addressing microaggressions is essential for 

creating an inclusive environment that promotes diversity and equality [37]. 

 

4.16 The Importance of Diversity and Inclusion in Promoting Social Justice and Equity: 

Karen Ashcraft and Brenda J. Allen's article "Diversity in Communication: A Multilevel Perspective" 

examines the ways in which communication practices can perpetuate or challenge inequality in 

organizations. According to the authors, organisations must develop communication strategies that 

promote diversity and inclusion at all levels [38]. 

 

4.17 The Importance of Diversity and Inclusion in Promoting Social Justice and Equity: 

Robert Livingston's article "The Role of Diversity and Inclusion in Promoting Social Justice and 

Equity" argues that diversity and inclusion are essential components of promoting social justice and 

equity. Livingston emphasizes the need for organizations to go beyond mere representation and actively 

create an inclusive culture that values and supports individuals from diverse backgrounds [39]. 

 

4.18 Organisation culture literature review: 

For several decades, organisational culture has been a popular topic of discussion and research. It refers 

to the shared values, beliefs, assumptions, and behaviours that shape the functioning and performance 

of an organisation [40] Organizational culture has a significant impact on employee behaviour and 
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attitudes, affecting their job satisfaction, engagement, and motivation. It also influences the 

organization's ability to attract and retain talent, enhance innovation, and respond to environmental 

changes [41]. 

 

In recent years, several researchers have explored the different aspects of organizational culture and its 

impact on organizations' performance [42]. Below is a literature review of some of the recent research 

in this field. 

 

Table 1: Scholarly literature on organisation culture  

S. No. Field of Study Literature Review References 

1 Management 

This literature review explores different approaches to 

defining and measuring organizational culture and 

highlights the importance of aligning culture with 

organizational goals. Additionally, it discusses The 

responsibility of leaders in influencing and upholding a 

favourable environment. 

Nwugwo, 

B. C., 

(2001). 

[43] 

2 

Organizational 

Behavior 

This literature review investigates The correlation of 

company culture and staff members. attitudes, such as 

job satisfaction and commitment. It also examines the 

effect of cultural diversity on organizational culture and 

the challenges that may arise from managing diverse 

cultures. Moreover, it explores the role of 

communication in shaping organizational culture. 

Ravasi., & 

Schultz,  

(2006). 

[44] 

3 

Human 

Resource 

Management 

This The literature review focuses on how cultural 

values influence Recruitment, selection, and 

performance management are examples of HR practises. 

Additionally, it explores the role of training and 

development in promoting a positive culture. 

Saeed, B., 

et al. 

(2019) [45] 

4 Marketing 

This The examination of previously published works 

investigates how company culture affects. marketing 

strategy and consumer behavior. It examines how 

cultural values influence consumer preferences and 

buying behavior. Additionally, it highlights the 

importance of cultural competence in marketing to 

diverse populations. 

Chan, R. 

Y., & Lau, 

L. B. 

(2002). 

[46] 

5 

Information 

Technology 

This literature review investigates the impact of 

organizational culture on IT adoption and 

implementation. It examines how cultural values 

influence IT decision-making and adoption. 

Additionally, it explores the challenges of managing IT 

in a multicultural environment. 

Cameron, 

K., et al. 

(2011). 

[47] 

6 Psychology 

This literature review explores the psychological aspects 

of organizational culture. It examines how culture 

influences individual behavior, motivation, and job 

satisfaction. Additionally, it highlights the role of 

socialization in shaping organizational culture and the 

impact of cultural fit on employee well-being. 

Schneider, 

B., et al. 

(2017). 

[48] 

7 Sociology 

This literature review examines the relationship between 

organizational culture and society. It explores how 

cultural values and beliefs are shaped by broader societal 

trends and how organizational culture, in turn, can 

influence society.  

Denison, 

D. R., et al. 

(2004). 

[49]. 
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8 Education 

This literature review explores how cultural values 

influence teaching and learning practices, as well as 

school climate and student outcomes. 

Dinsdale, 

R. (2017) 

[50] 

9 Anthropology 

This literature review examines the relationship between 

organizational culture and cultural anthropology. It 

explores how cultural anthropology can inform our 

understanding of organizational culture, and how 

organizational culture can provide insights into broader 

societal trends. Additionally, it discusses the challenges 

of managing cultural differences in the workplace. 

Hofstede, 

G. (1998) 

[51] 

10 Healthcare 

This literature review focuses on how cultural values 

influence patient care, teamwork, and organizational 

performance.  

Gregory, 

B. T., et al. 

(2009). 

[52] 

 

In conclusion, the concept of organisational culture highlights the necessity of comprehending the 

values, beliefs, and assumptions that shape an organization's behaviour and performance. While there 

are different models and frameworks for understanding organizational culture, they all emphasize the 

need for a strong and positive culture that supports employee engagement, innovation, and alignment 

with the organization's goals [53]. Future research could explore the specific mechanisms through which 

organizational culture influences individual and organizational outcomes, Additionally, the elements 

that aid in creating and preserving a favourable environment. [54]. 

 

Diversity education is a critical component of building an effective organizational culture. It is the 

process of teaching individuals about the value of diversity, inclusion, and cultural competence in the 

workplace. Through diversity education, individuals can gain a deeper understanding of the unique 

perspectives and experiences of their colleagues, which can lead to greater empathy, respect, and 

collaboration [55]. This, in turn, can foster a more inclusive and welcoming organizational culture, 

where all employees feel valued and supported. Diversity education can also help to reduce bias and 

discrimination in the workplace, which can improve employee morale and productivity. Ultimately, by 

prioritizing diversity education, organizations can create a more diverse, inclusive, and effective 

workplace culture that benefits everyone [56]. 

 

Table 2: Scholarly literature on diversity education and its impact on organizational culture 

S. No. Focus Area Literature Review Reference 

1 

Definition of 

Diversity 

Education 

Diversity education refers to the process of educating 

individuals about differences in race, gender, culture, 

religion, disability, and other dimensions of 

diversity. 

Arredondo, P., 

et al. (1996). 

[57] 

2 

Historical 

Evolution of 

Diversity 

Education 

The Civil Rights movement in the 1960s marked the 

beginning of diversity education, and it has since 

evolved to address multiple barriers to inclusion. 

Initially, it only focused on racial diversity but has 

expanded to include gender, sexual preference, age, 

ethnicity, religion, disability, and gender identity. 

Martín-

Alcázar, F., et 

al. (2012). 

[58] 

3 

Value of 

Diversity in 

Organizational 

Culture 

Incorporating diversity and inclusion into 

organizational culture and strategy improves 

problem-solving ability, employee retention and 

engagement, and generates improved profitability 

and overall business success. 

Dwyer, A. A., 

& Greenspan, 

D. L. (2021). 

[59] 

4 

Diversity 

Training 

Programs 

Diversity education programs have been developed 

and implemented in military, businesses, local 

communities, and educational institutions. The 

programs have been developed as a corporate means 

Danforth, S. 

(2016). [60] 
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to meet compliance standards and as a social justice 

philosophy to promote inclusion. 

5 

Inclusion in 

Organizational 

Culture 

Diversity alone does not ensure inclusion in 

organizational culture, and inclusion must be 

incorporated into every business initiative. 

Organizations have implemented an inclusive 

approach to benefit diverse workers and promote a 

sense of belonging, resulting in increased community 

personal involvement, workplace inclusion, 

engagement, happiness, perceived company support, 

and willingness to participate in civic activities. 

Gotsis, G., & 

Grimani, K. 

(2016). [61] 

6 

Equity, 

Diversity and 

Inclusion (EDI) 

Policy 

Equity, diversity, and inclusion (EDI) policy 

provides guidance for organizations to create a 

welcoming and transparent environment for all 

people. The policy includes fair and respectful 

treatment of all people, representation of equity-

deserving groups, and creation of an environment 

where everyone feels welcome, is treated with 

respect, and can fully participate. 

Cusson, T., et 

al. (2023). 

[62] 

7 

The Role of 

Leadership in 

Diversity 

Education 

Leaders play a critical role in shaping organizational 

culture and promoting diversity education. Effective 

leaders create a safe space for employees to learn 

about and embrace diversity, and they model 

inclusive behavior to set the tone for the rest of the 

organization. Research has shown that leadership 

support for diversity and inclusion is positively 

associated with employee job satisfaction, 

organizational commitment, and overall 

organizational performance. 

Teasley, M. L. 

(2017). [63] 

8 The Benefits of 

Diversity 

Education 

Diversity education can have numerous positive 

impacts on an organization's culture and 

performance. Studies have found that diversity 

education can improve cross-cultural communication 

and understanding, reduce stereotyping and 

prejudice, and increase employee creativity and 

innovation. Additionally, a diverse and inclusive 

workplace can enhance an organization's reputation, 

attract top talent, and better serve diverse customer 

bases. 

Elsaid, A. M. 

(2012). [64] 

9 Challenges in 

Implementing 

Diversity 

Education 

Despite the potential benefits of diversity education, 

organizations may face challenges in effectively 

implementing such programs. These challenges can 

include resistance from employees who are not 

receptive to the idea of diversity, lack of support from 

leadership, and difficulties in measuring the 

effectiveness of diversity education initiatives. To 

overcome these challenges, it is important for 

organizations to develop a comprehensive and 

inclusive approach to diversity education that 

involves all stakeholders and aligns with the 

organization's values and goals. 

Ferdman, B. 

M., & Deane, 

B. R. (2014). 

[65] 

10 The Need for 

Ongoing 

Diversity education is not a one-time event, but an 

ongoing process that requires commitment and 

dedication from all members of the organization. 

Cox, T. H., & 

Blake, S. 

(1991). [66] 
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Diversity 

Education 

Ongoing diversity education can help ensure that 

employees remain engaged and motivated to 

embrace diversity, and it can also help organizations 

stay current with emerging issues and trends related 

to diversity and inclusion. To ensure the 

effectiveness of ongoing diversity education, 

organizations should regularly assess the impact of 

their initiatives and make adjustments as needed. 

11 

Definition of 

Diversity 

Education 

Diversity education is defined as the process of 

educating individuals on the differences in race, 

ethnicity, gender, sexual orientation, religion, and 

other characteristics that make individuals unique. 

Keengwe, J. 

(2010). [67] 

12 

Importance of 

Diversity 

Education 

Diversity education is important for creating a more 

inclusive workplace culture and reducing 

discrimination and bias. 

Rosenkranz, 

K. M., et al. 

(2021). [68] 

13 

Benefits of 

Diversity 

Education 

Diversity education has been shown to increase 

employee satisfaction, improve intergroup relations, 

and enhance creativity and innovation in 

organizations. 

Zirkel, S., 

(2008) [69] 

14 

Implementation 

of Diversity 

Education 

Successful implementation of diversity education 

requires a commitment from organizational leaders, 

a focus on individual learning, and the use of 

effective training methods. 

Hite, L. M., et 

al., (2006). 

[70] 

15 

Barriers to 

Diversity 

Education 

Some of the barriers to effective diversity education 

include resistance to change, lack of support from 

leadership, and inadequate resources for training and 

development. 

Smith, C., et 

al., (2013). 

[71] 

16 

Evaluation of 

Diversity 

Education 

Programs 

Evaluation of diversity education programs is 

important to ensure their effectiveness and identify 

areas for improvement. Evaluation methods may 

include pre- and post-training assessments, surveys, 

and focus groups. 

Sinicrope, C., 

et al. (2007). 

[72] 

17 

Impact of 

Diversity 

Education on 

Organizational 

Culture 

Diversity education can positively impact 

organizational culture by increasing awareness of 

different perspectives and experiences, promoting 

inclusivity and respect, and fostering a sense of 

community and belonging. 

Townley, G., 

et al. (2011). 

[73] 

18 

Role of 

Organizational 

Leaders in 

Diversity 

Education 

Organizational leaders play a critical role in 

promoting diversity education by setting the tone at 

the top, communicating the importance of diversity 

and inclusion, and modeling inclusive behaviors. 

Melton, E. N., 

& 

Cunningham, 

G. B. (2014). 

[74] 

19 

Intersectionality 

and Diversity 

Education 

Intersectionality recognizes the complex interplay of 

different identities and experiences that shape an 

individual's perspective. Diversity education should 

take an intersectional approach to ensure that all 

dimensions of diversity are included. 

Wijeyesinghe, 

C. L., & 

Jones, S. R. 

(2014). [75] 

20 

Future 

Directions for 

Diversity 

Education 

Future directions for diversity education include a 

focus on cultural competence, addressing 

unconscious bias, and leveraging technology for 

more effective and accessible training. 

Fuentes, M. 

A., et al. 

(2021). [78] 

 

There is a strong relationship between diversity, inclusion, and organizational effectiveness. Diversity 

refers to the differences among individuals, such as race, ethnicity, gender, age, education, and cultural 
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background, that contribute to a diverse workforce [77]. Inclusion is the act of creating a culture where 

all individuals feel valued and respected for their differences, leading to increased engagement, 

creativity, and productivity. When organizations prioritize diversity and inclusion, they are able to 

create a culture that embraces differences and leverages them for organizational success [78]. This leads 

to greater innovation, improved decision-making, and a better understanding of customers, which 

ultimately improves organizational effectiveness. 

 

Table 3: Scholarly literature on relationship between diversity, inclusion, and organizational 

effectiveness 

S. 

No. Field of Study Literature Review References 

1 Management 

According to research, organisations that are diverse and 

inclusive have higher levels of innovation, better 

problem-solving abilities, and higher financial 

performance. The presence of diverse perspectives and 

backgrounds allows for a broader range of ideas and 

solutions to be considered, leading to more effective 

decision-making. 

Hunt, V., et 

al. (2015). 

[79] 

2 

Human 

Resource 

Management 

Organizations that actively promote diversity and 

inclusion experience increased employee engagement 

and job satisfaction. This, in turn, leads to lower 

turnover rates and a more positive workplace culture, 

both of which contribute to overall organizational 

effectiveness. 

Meng, J., & 

Berger, B. K. 

(2019). [80] 

3 

Organizational 

Psychology 

Inclusive leadership, which involves actively promoting 

diversity and creating a culture of inclusivity, has been 

linked to higher levels of organizational effectiveness. 

Inclusive leaders are more capable of managing diverse 

teams and instilling a sense of belonging in all 

employees, resulting in increased motivation and 

productivity. 

Nishii, L. H., 

& Mayer, D. 

M. (2009). 

[81] 

4 Sociology 

Diversity and inclusion have a positive impact on 

societal outcomes, such as increased social cohesion and 

reduced discrimination. This can lead to a more stable 

and prosperous society, which can in turn have positive 

effects on organizational effectiveness. 
Hewstone, M. 

(2015). [82] 

5 Education 

Schools that prioritize diversity and inclusion have been 

shown to have higher levels of academic achievement 

and student engagement. This can result in a more 

skilled and productive workforce, which can improve 

organisational effectiveness. 

Zepke, N., & 

Leach, L. 

(2010). [83] 

6 Economics Diverse workforces have been linked to increased 

innovation and creativity, leading to higher levels of 

productivity and profitability. This is because a range of 

perspectives and backgrounds can lead to more varied 

and innovative solutions to problems. 

Armstrong, 

C., et al. 

(2010). [84] 

7 Political 

Science 

Inclusive governance has been linked to increased 

citizen engagement and trust in government. This can 

lead to a more stable and effective government, which 

can in turn have positive effects on organizational 

effectiveness in the public sector. 

Bloomfield, 

D., et al. 

(2001). [85] 

8 Marketing Inclusive marketing has been shown to increase brand 

loyalty and customer satisfaction. This is because 

Salsabila, Y., 

& 

Apriliyanty, 
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consumers are more likely to identify with and support 

companies that represent and value diversity. 

F. (2022). 

[86] 

9 Law Diverse and inclusive workplaces have been linked to 

reduced discrimination and increased compliance with 

anti-discrimination laws. This may result in a more 

ethical and legally compliant organisation, which may 

improve overall organisational effectiveness. 

Foster, C., & 

Harris, L. 

(2005). [87] 

10 Healthcare Diverse and inclusive healthcare organizations have 

been shown to provide higher quality care and better 

patient outcomes. This is because a range of perspectives 

and experiences can lead to more patient-centered care 

and better communication between patients and 

healthcare providers. 

Aysola, J., et 

al. 

(2018). [88] 

11 Social Work Inclusive social work practices have been linked to 

improved client outcomes and reduced health 

disparities. This is due to the fact that social workers 

who prioritise diversity and inclusion are better able to 

understand and address the needs of diverse populations. 

Hussein, S. 

(2018). [89] 

12 Information 

Technology 

Diverse and inclusive teams in IT have been linked to 

increased innovation and improved decision-making. 

This is because a range of perspectives and experiences 

can lead to more effective problem-solving and more 

user-friendly products. 

West, M. A., 

& Anderson, 

N. R., (1996). 

[90] 

13 Environmental 

Studies 

Diverse and inclusive environmental organizations have 

been shown to be more effective in advocating for and 

implementing sustainable practices. This is because 

diverse perspectives and experiences can lead to more 

creative and effective environmental solutions. 

Kurth, J. A., 

et al. (2018). 

[91] 

14 Public Health Inclusive public health policies and practices have been 

linked to improved health outcomes and reduced health 

disparities. This is because policies that prioritize 

diversity and inclusion can lead to better access to 

healthcare and more effective health promotion 

programs. 

Krahn, G. L., 

et al. (2015). 

[92] 

15 Anthropology Diverse and inclusive research teams in anthropology 

have been linked to more effective and ethical research 

practices. This is due to the fact that a diverse set of 

perspectives and experiences can result in more nuanced 

and culturally sensitive research methods. 

Baskerville, 

R., & Wood-

Harper, A. T. 

(1998). [93] 

16 Education Inclusive education practices have been linked to 

improved academic outcomes and reduced disciplinary 

actions for marginalized students. This is because 

inclusive classrooms prioritize diversity and provide 

supportive learning environments for all students. 

Gregory, A., 

et al. (2017). 

[94] 

17 Sociology Diverse and inclusive workplaces have been linked to 

increased job satisfaction and reduced turnover. 

Employees who feel valued and respected are more 

likely to be satisfied with their jobs and stay with their 

employer for a longer period of time. 

Jayaratne, S., 

& Chess, W. 

A. (1984). 

[95] 

18 Psychology Inclusive counseling practices have been linked to 

improved mental health outcomes for marginalized 

individuals. This is because counselors who prioritize 

diversity and cultural competency are better able to 

provide effective and relevant support to diverse clients. 

Malone, C. 

M., et al. 

(2022). [96] 
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19 Gender Studies Inclusive workplaces that prioritize gender diversity 

have been linked to increased innovation and 

profitability. This is due to the fact that gender-diverse 

teams can bring a variety of perspectives and 

experiences to problem-solving and decision-making. 

.Pearl-

Martinez, R., 

& Stephens, J. 

C. (2016). 

[97] 

20 History Historical research practises that are inclusive have been 

linked to a more accurate and nuanced understanding of 

the past. This is due to the fact that a variety of 

perspectives and experiences can lead to a more 

comprehensive and multifaceted understanding of 

historical events and figures. 

Cole, E. R. 

(2009). [98] 

 

It is critical for organisations to create an inclusive work environment in order to reap the benefits of 

diversity. However, there are several challenges associated with this, including unconscious bias, 

resistance to change, and varying effectiveness of HR strategies. Nevertheless, an inclusive work 

environment presents opportunities for organizations to enhance innovation, creativity, and decision-

making, as well as positively impact employee attitudes, behaviors, and performance [99]. Employee 

voice, organisational culture, and context all play important roles in creating an inclusive work 

environment. 

 

Table 4: Scholarly literature highlighting the challenges and opportunities associated with creating an 

inclusive work environment 

S. No. Field of Study Challenges Opportunities References 

1 

Diversity and 

Inclusion 

Resistance to change 

from the majority 

group, bias and 

discrimination, lack of 

support from 

leadership, lack of 

accountability for 

inclusion, lack of 

understanding of 

diverse perspectives 

Improved employee morale 

and engagement, increased 

innovation and creativity, 

enhanced problem-solving 

abilities, better decision-

making, higher productivity 

and profitability 

Larwood, L., 

Gutek, B., & 

Gattiker, U. 

E., (1984). 

[100] 

2 

Organizational 

Behavior 

Stereotyping and 

prejudice, fear of 

retaliation, lack of 

clear communication 

and expectations, lack 

of resources and 

training, insufficient 

representation of 

minority groups 

Improved collaboration and 

teamwork, increased job 

satisfaction, reduced 

turnover and absenteeism, 

enhanced reputation and 

brand image, improved 

customer satisfaction Evans, A., & 

Chun, E. 

(2007). [101] 

3 

Human 

Resource 

Management 

Difficulty in 

recruitment and 

retention of diverse 

talent, lack of diversity 

in leadership positions, 

inadequate support for 

work-life balance, 

limited career growth 

opportunities, 

insufficient 

compensation and 

Increased access to a wider 

pool of qualified candidates, 

improved organizational 

performance, enhanced 

corporate social 

responsibility, reduced legal 

and reputational risks, better 

alignment with customer 

needs Meng, J., & 

Berger, B. K., 

(2018). [102] 
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benefits for minority 

groups 

4 

Social 

Psychology 

Implicit bias and 

stereotyping, ingroup 

favouritism and 

outgroup derogation, 

cognitive dissonance 

and resistance to 

change, social identity 

threat and 

marginalization, 

emotional labor and 

burnout 

Improved intergroup 

relations and social cohesion, 

increased psychological 

safety and well-being, 

reduced stress and emotional 

exhaustion, enhanced cross-

cultural competence and 

empathy, improved conflict 

resolution and negotiation 

skills 

 Sweeting, K. 

D., (2022). 

[103] 

5 

Leadership and 

Management 

Lack of commitment 

from senior leaders, 

resistance to change 

from mid-level 

managers, inadequate 

leadership 

development 

programs, limited 

diversity and inclusion 

metrics, insufficient 

recognition and reward 

for inclusive behavior 

Improved strategic planning 

and execution, enhanced 

cultural competence and 

humility, better alignment of 

organizational values and 

goals, increased trust and 

respect among employees, 

improved accountability and 

transparency 

Srivastava, 

M., et al., 

(2013). [104] 

6 

Communication 

Studies 

Stereotypical language 

and microaggressions, 

lack of active listening 

and empathy, 

insufficient feedback 

and recognition, 

ineffective conflict 

resolution and 

negotiation skills, 

limited opportunities 

for cross-cultural 

communication 

Improved trust and rapport 

among employees, increased 

social capital and network 

diversity, better 

understanding of diverse 

perspectives and 

experiences, enhanced 

communication and 

collaboration skills, reduced 

miscommunication and 

misunderstanding Thuesen, F., 

(2017). [105] 

7 

Education and 

Training 

Resistance to diversity 

and inclusion training, 

lack of ongoing 

learning and 

development 

opportunities, 

inadequate support for 

employee resource 

groups, insufficient 

cultural immersion and 

exposure, limited 

opportunities for 

mentorship and 

sponsorship 

Improved knowledge and 

awareness of diversity and 

inclusion issues, increased 

skills and competencies in 

intercultural communication 

and collaboration, enhanced 

empathy and perspective-

taking abilities, better career 

development and 

advancement prospects, 

increased sense of belonging 

and engagement 

Chrobot-

Mason, D., et 

al. 

(2008).[106] 

8 Sociology 

Intersectional 

discrimination and 

marginalization, 

Improved social justice and 

equity, increased 

representation and 

Auster, E. R., 

& Prasad, A. 

(2016) [107] 
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systemic inequalities 

and biases, cultural 

hegemony and 

dominant ideologies, 

social identity and 

group membership, 

power dynamics and 

social hierarchies 

empowerment of minority 

groups, enhanced critical 

thinking and reflexivity, 

better understanding of 

institutional and structural 

factors, increased civic 

engagement and activism 

9 Psychology 

Unconscious bias and 

stereotypes, lack of 

psychological safety, 

limited emotional 

intelligence and 

empathy, fear of 

discomfort and 

conflict, negative 

group dynamics 

Improved creativity and 

innovation, increased trust 

and collaboration, better 

conflict resolution and 

problem-solving skills, 

enhanced well-being and job 

satisfaction, reduced 

turnover and absenteeism 

Atkins, S. L., 

et al. (2017). 

[108] 

10 

Human 

Resource 

Management 

Biased recruitment and 

selection processes, 

unequal access to 

training and 

development, 

insufficient diversity 

and inclusion metrics, 

limited accountability 

and transparency, 

inadequate support for 

work-life balance 

Increased diversity and talent 

pool, enhanced 

organizational culture and 

reputation, improved 

retention and engagement, 

better compliance and risk 

management, increased 

innovation and 

competitiveness Llorens, A., et 

al. (2021). 

[109] 

11 Sociology 

Structural and 

institutional 

discrimination, 

intersectionality and 

multiple forms of 

oppression, cultural 

stereotypes and 

prejudice, power 

dynamics and social 

hierarchies, 

marginalization and 

exclusion of minority 

groups 

Increased social justice and 

equity, enhanced 

representation and 

empowerment of 

marginalized groups, 

improved understanding of 

diversity and inclusion 

issues, better social cohesion 

and harmony, increased civic 

engagement and activism Lazaridou, F., 

& Fernando, 

S., (2022). 

[110] 

12 Law and Policy 

Discriminatory 

policies and practices, 

inadequate legal 

frameworks and 

protections, limited 

enforcement and 

compliance 

mechanisms, 

insufficient 

representation and 

advocacy, systemic 

inequalities and biases 

Improved legal and policy 

frameworks for diversity and 

inclusion, increased 

representation and 

participation of marginalized 

groups, better protection and 

redress for victims of 

discrimination, enhanced 

accountability and 

transparency, increased civic 

engagement and activism Flynn, E., 

(2013). [111] 
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13 

Leadership and 

Management 

Lack of commitment 

from senior leaders, 

resistance to change 

from mid-level 

managers, inadequate 

leadership 

development 

programs, limited 

diversity and inclusion 

metrics, insufficient 

recognition and reward 

for inclusive behavior 

Improved strategic planning 

and execution, enhanced 

cultural competence and 

humility, better alignment of 

organizational values and 

goals, increased trust and 

respect among employees, 

improved accountability and 

transparency 

Jayashree, P., 

El Barachi, 

M., & Hamza, 

F., (2022). 

[112] 

14 

Communication 

Studies 

Stereotypical language 

and microaggressions, 

lack of active listening 

and empathy, 

insufficient feedback 

and recognition, 

ineffective conflict 

resolution and 

negotiation skills, 

limited opportunities 

for cross-cultural 

communication 

Improved trust and rapport 

among employees, increased 

social capital and network 

diversity, better 

understanding of diverse 

perspectives and 

experiences, enhanced 

communication and 

collaboration skills, reduced 

miscommunication and 

misunderstanding Ahmad, M. I., 

(2006). [113] 

15 

 

Education and 

Training 

Resistance to diversity 

and inclusion training, 

lack of ongoing 

learning and 

development 

opportunities, 

inadequate support for 

employee resource 

groups, insufficient 

cultural immersion and 

exposure, limited 

opportunities for 

mentorship and 

sponsorship 

Improved knowledge and 

awareness of diversity and 

inclusion issues, increased 

skills and competencies in 

intercultural communication 

and collaboration, enhanced 

empathy and perspective-

taking abilities, better career 

development and 

advancement prospects, 

increased sense of belonging 

and engagement 

Chrobot-

Mason, D., et 

al. (2008). 

[114] 

16 Economics 

Unequal access to 

resources and 

opportunities, hiring 

and promotion 

discrimination and 

bias, wage disparities 

and income inequality, 

limited economic 

mobility, exclusion 

and marginalisation of 

minority groups 

Increased diversity and 

innovation in the workplace, 

improved productivity and 

efficiency, enhanced 

consumer engagement and 

loyalty, better utilization of 

talent and resources, 

increased economic growth 

and sustainability Harvey 

Wingfield, A., 

(2020). [115] 

17 Technology 

Bias and 

discrimination in 

algorithms and AI, 

lack of diversity in 

tech companies, 

Increased innovation and 

creativity in technology 

development, enhanced user 

experience and engagement, 

better protection of privacy 

Bachmann, 

N., et al. 

(2022). [116] 
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limited access to tech 

education and 

resources, insufficient 

cybersecurity and 

privacy protections, 

negative impact of 

technology on mental 

and physical health 

and security, increased 

access to technology for 

marginalized communities, 

improved social 

responsibility and ethical 

practices 

18 

Health and 

Medicine 

Health disparities and 

inequalities based on 

race, ethnicity, gender, 

and other factors, lack 

of diversity in 

healthcare leadership 

and workforce, bias 

and discrimination in 

healthcare delivery, 

limited access to 

healthcare for 

marginalized 

communities, negative 

discrimination's 

impact on mental and 

physical health 

Increased access to 

healthcare for marginalized 

communities, improved 

patient outcomes and 

satisfaction, enhanced 

diversity and cultural 

competence in healthcare 

workforce, better research 

and innovation in healthcare, 

increased social 

responsibility and advocacy 

for health equity 

Pearcy, J. N., 

& Keppel, K. 

G., (2002). 

[117] 

19 

Marketing and 

Advertising 

Stereotypical and 

discriminatory 

representation in 

marketing and 

advertising, lack of 

diversity and 

inclusivity in 

marketing campaigns, 

limited understanding 

of diverse consumer 

needs and preferences, 

negative impact of 

marketing on body 

image and self-esteem, 

insufficient 

representation and 

empowerment of 

marginalized groups 

Increased consumer 

engagement and loyalty, 

better alignment of 

marketing messages with 

diverse consumer needs and 

values, enhanced diversity 

and creativity in marketing 

campaigns, improved 

representation and 

empowerment of 

marginalized groups, 

increased social 

responsibility and ethical 

practices 

Varghese, N., 

& Kumar, N., 

(2022). [118] 

20 

Environmental 

Studies 

Environmental racism 

and injustice, unequal 

access to 

environmental 

resources and benefits, 

negative impact of 

climate change on 

marginalized 

communities, limited 

representation and 

participation of 

marginalized groups in 

Increased environmental 

sustainability and social 

justice, enhanced 

representation and 

participation of marginalized 

groups in environmental 

decision-making, better 

understanding of the social 

and environmental impact of 

policies and practises, 

increased environmental 

advocacy and activism, and 

Newell, P., et 

al. (2021). 

[119] 
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environmental 

decision-making, 

insufficient focus on 

social equity in 

environmental policies 

and practices 

improved collaboration and 

partnership with local 

communities 

5. CURRENT STATUS &NEW RELATED ISSUES : 

5.1 CURRENT STATUS: 

Diversity education and inclusion have become increasingly important in building effective 

organizational cultures. Companies are realising the value of a diverse workforce and fostering an 

inclusive environment in which everyone feels valued and respected. Many organisations have created 

diversity and inclusion committees, implemented diversity and inclusion training programmes, and 

taken other steps to promote a more diverse and inclusive workplace. While progress has been made, 

more work remains to be done to address systemic inequalities and biases. The pandemic of COVID-

19 has highlighted and exacerbated existing disparities in access to education, employment, and 

healthcare, particularly among marginalised communities. The Black Lives Matter movement and other 

social justice movements have also brought issues of systemic racism and discrimination to the 

forefront. 

 

5.2 NEW RELATED ISSUES: 

Several new developments and issues concerning diversity education and workplace inclusion have 

emerged in recent years. Some examples are: 

Remote work: The pandemic has hastened the trend towards remote work, which has both advantages 

and disadvantages in terms of diversity and inclusion. On the one hand, remote work can provide people 

who might not have been able to work in a traditional office setting with more job opportunities. On the 

other hand, remote work can also exacerbate feelings of isolation and exclusion, particularly for 

marginalized groups. 

Mental health: The pandemic has also highlighted the significance of workplace mental health and 

wellbeing. Many organizations are recognizing the need to create a culture of psychological safety and 

to Employees who are dealing with mental health issues should be given resources and support. 

Intersectionality: The interconnected nature of social identities such as race, gender, sexuality, and 

disability is referred to as intersectionality. Many organisations are recognising the value of an 

intersectional approach to diversity and inclusion, which takes into account how different identities 

intersect and shape people's experiences. 

Accessibility: The design of products, services, and environments that are usable by people with 

disabilities is referred to as accessibility. Many businesses are realising the value of creating accessible 

workplaces and ensuring that all employees have equal access to opportunities and resources. 

Inclusive leadership: Leadership practices that promote diversity, equity, and inclusion are referred to 

as inclusive leadership. Many organisations recognise the importance of developing inclusive leaders 

who can foster an inclusive culture and a sense of belonging for all employees. 

6. IDEAL SOLUTION, DESIRED STATUS & IMPROVEMENTS REQUIRED : 

6.1 IDEAL SOLUTION: 

The ideal solution for the evolution and importance of diversity education and inclusion in building an 

effective organizational culture would involve a multi-faceted approach that includes the following: 

1. Comprehensive diversity education and training programs that cover a range of Diversity, equity, 

and inclusion topics covered include implicit bias, cultural competency, and the benefits of a diverse 

workforce. 

2. Active efforts are being made to attract and retain employees from a variety of backgrounds, 

including underrepresented groups. 

3. Ongoing assessment and monitoring of the organization's diversity and inclusion efforts, with the use 

of metrics and data to track progress and identify areas for improvement. 

4. Employee resource groups and affinity groups, which allow employees from various backgrounds to 

connect and share their experiences, are encouraged. 
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5. A commitment to creating a culture of inclusion and respect, with clear policies and procedures in 

place to address any instances of discrimination or harassment. 

 

6.2 DESIRED STATUS: 

The desired status for an organization that values diversity, equity, and inclusion would be one where: 

1. All employees, regardless of background or identity, feel valued and respected. 

2. Diversity is embraced as a strength and a source of innovation, rather than being seen as a challenge 

or a barrier. 

3. Recruitment and retention efforts demonstrate a commitment to developing a diverse workforce, 

with a special emphasis on underrepresented groups. 

4. Policies and procedures are in place to prevent and address discrimination and harassment, and all 

employees are trained on these policies. 

5. Diversity and inclusion are integrated into all aspects of the organisation, including executive 

coaching, job evaluation, and stance processes. 

 

6.3 IMPROVEMENTS REQUIRED: 

Organizations are able to enhance their attempts at fostering diversity, equity, and inclusion in a variety 

of ways, including: 

1. Increasing the diversity of the leadership team and decision-makers within the organization. 

2. Providing more opportunities for employees from underrepresented groups to advance and take on 

leadership roles. 

3. Incorporating more diverse perspectives into the organization's decision-making processes. 

4. Addressing any gaps or disparities in pay, promotion, or other employment opportunities that may 

exist for employees from underrepresented groups. 

5. Providing comprehensive diversity education and training programmes to all employees, and that 

these programs are regularly updated to reflect the latest research and best practices. 

7. RESEARCH GAP : 

One potential research gap for the topic "The Evolution and Importance of Diversity Education and 

Inclusion in Building an Effective Organizational Culture" might look into the specific strategies and 

practises that organisations can use to successfully implement diversity education and inclusion 

initiatives. While there is existing research on the benefits of diversity and inclusion, there is less 

information on the most effective ways to create a culture that truly values and embraces these 

principles. 

Additionally, more research on the long-term effects of diversity education and inclusion programmes 

on organisational performance and success may be required. While there is evidence to suggest that 

diversity and inclusion can lead to improved creativity, problem-solving, and decision-making, it is 

important to understand how these benefits play out over time and in different contexts. 

Finally, there may be a gap in the literature around the role of leadership in promoting diversity 

education and inclusion in organizations. While it is widely acknowledged that leaders play an 

important role in shaping organisational culture, more research on the specific leadership behaviours 

and practises that are most effective in promoting diversity and inclusion may be required. 

8. RESEARCH AGENDA : 

(1) The research agenda proposes a study on the evolution and importance of diversity education and 

inclusion in building an effective organizational culture. 

(2)  The study begins with defining key terms such as diversity, inclusion, and organizational culture, 

followed by a literature review of existing research on the topic.  

(3) The methodology of the research is described, which includes data collection methods such as 

interviews, surveys, and case studies.  

(4) The results of the research will be analysed, and their implications for organizational culture and 

diversity education and inclusion will be discussed. 

(5) The discussion will include recommendations for future research and practical implications for 

organizational leaders and policymakers.  

http://www.srinivaspublication.com/


International Journal of Case Studies in Business, IT, and Education 

(IJCSBE), ISSN: 2581-6942, Vol. 7, No. 3, July 2023 
SRINIVAS 

PUBLICATION 

Lawren Maria Castelino, et al, (2023); www.srinivaspublication.com PAGE 80 

 

 

(6) The research concludes by summarizing the key findings and reiterating the significance of the 

research. 

9. ANALYSIS OF RESEARCH AGENDAS : 

The research agenda on "The Evolution and Importance of Diversity Education and Inclusion in 

Building an Effective Organizational Culture" should focus on understanding the complex interplay 

between diversity, inclusion, and organizational culture. By examining the historical, societal, and 

organizational factors that have shaped diversity and inclusion initiatives, as well as the challenges and 

opportunities associated with creating a more diverse and inclusive workplace, researchers can help 

organizations build more effective and sustainable diversity and inclusion programs that promote 

employee well-being and organizational success. 

10. FINAL RESEARCH TOPIC : 

The Evolution and Importance of Diversity Education and Inclusion in Building an Effective 

Organizational Culture 

11. ABCD ANALYSIS OF CHOSEN RESEARCH PROPOSAL : 

In the recent years, Aithal, P. S. [120] developed ABCD model which proposes a technique for 

analyzing issues relating to corporate, business and operational levels of a company. This model is a 

tool for studying different business models and analyze its effectiveness in terms of the value created 

for stakeholders. The quantitative analysis extension of the ABCD model helps in studying the 

organizational system by identifying key criteria [121]. The model constitutes a grid in which the 

Advantages, Benefits, Constraints and Disadvantages of the unit under study are identified from the 

perspective of stakeholders and influencing factors and key constituent elements are identified through 

elementary analysis and factor analysis [122]. 

ABCD model can be used in analyzing a company [123] and also an industry by examining the key 

attributes that affect an industry [124]. This enables the competitors in given industry to identify the 

advantages they can derive from the business environment and the constraints that can become 

challenges. Further, the benefits and disadvantages to stakeholders resulting from operations of the 

industry can also be studied [125]. 

The ABCD model has been used to analyze the chosen research topic and the findings are as follows: 

 

Advantages: 

(1) Increased creativity and innovation: A diverse and inclusive workplace can foster new and unique 

perspectives and ideas, leading to greater creativity and innovation in problem-solving and 

decision-making. 

(2) Better decision-making: With a diverse group of employees, decision-making can be more well-

rounded and balanced, taking into account different perspectives, experiences, and backgrounds. 

(3) Improved employee engagement and retention: When employees feel included and valued, they 

are more likely to be engaged and committed to their work, leading to better performance and 

retention rates. 

(4) Increased market competitiveness: A diverse workforce can better reflect and understand the needs 

and preferences of a diverse customer base, leading to improved customer service and increased 

market share. 

(5) Enhanced reputation: An organization that values diversity and inclusion can build a positive 

reputation as a socially responsible and inclusive employer. 

 

Benefits: 

(1) Increased talent pool: By valuing diversity and inclusion, organizations can attract a wider range of 

candidates and talent, leading to a more competitive and skilled workforce. 

(2) Improved problem-solving and innovation: Diverse teams can bring different ideas and approaches 

to problem-solving, resulting in more creative and effective solutions. 

(3) Improved customer relations: A diverse workforce can better understand and relate to diverse 

customer bases, leading to improved customer satisfaction and loyalty. 
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(4) Improved collaboration: A diverse and inclusive culture can promote collaboration and teamwork, 

as employees learn to work effectively with people from different backgrounds and perspectives. 

(5) Increased employee satisfaction: Employees who feel valued and included are more likely to be 

satisfied with their work and committed to the organisation.  

 

Constraints: 

(1) Financial resources: Implementing diversity and inclusion initiatives may necessitate the 

expenditure of funds for training, recruitment, and other programmes. 

(2) Time constraints: It can take time to create a diverse and inclusive culture, and organizational 

leaders may be hesitant to invest the necessary time and resources. 

(3) Resistance from leadership: Without buy-in and support from leadership, diversity and inclusion 

efforts may be met with resistance or apathy. 

 

Disadvantages: 

(1) Resistance to change: Some employees may resist diversity and inclusion efforts, feeling 

threatened or uncomfortable with change. 

(2) Communication barriers: With a diverse workforce, communication can be a challenge due to 

language or cultural differences. 

(3) Stereotyping and bias: Despite efforts to promote diversity and inclusion, unconscious bias and 

stereotypes can still exist, leading to discrimination or exclusion. 

(4) Tokenism: Simply hiring diverse employees without truly valuing their contributions and 

perspectives can lead to tokenism and a lack of real inclusion. 

12. SUGGESTIONS TO IMPLEMENT RESEARCH ACTIVITIES ACCORDING TO THE 

PROPOSAL : 

12.1. Population of the Study: 

The population of the study may include employees from various departments or levels within the 

organization, as well as individuals from diverse backgrounds and identities. 

12.2. Methodology of data collection: 
The Study will be based on primary data collected from a representative sample. 

12.3. Methodology of data interpretation: 
The collected data will be analyzed using SPSS package. Appropriate statistical tools such as Structural 

Equation Modelling will be used for interpreting the data. 

13. CONCLUSION : 

In conclusion, the evolution and importance of diversity education and inclusion in building an effective 

organizational culture cannot be overstated. As society becomes increasingly diverse, It is critical for 

organisations to embrace diversity and foster an inclusive culture. This can result in a variety of 

advantages, such as increased creativity and innovation, better decision-making, improved employee 

engagement and retention, increased market competitiveness, and improved reputation. Organizations 

that invest in diversity education and inclusion can create a more effective and successful culture, while 

also promoting a more equitable and just society. By continuing to research and implement best 

practices in diversity education and inclusion, organizations can build a brighter and more inclusive 

future for all. 

Additionally, the research shows that diversity education and inclusion must be an ongoing effort that 

involves all members of an organization. It is not enough to simply hire a diverse workforce; rather, 

organizations must create an environment where employees feel valued and included, and where diverse 

perspectives are actively sought and respected. This requires leadership commitment, cultural 

awareness training, and ongoing efforts to promote diversity and inclusion. 

Furthermore, the research highlights the need for a data-driven approach to diversity education and 

inclusion. Organizations should collect and analyse data related to diversity and inclusion, including 

employee demographics, feedback from employees, and measures of organizational success. This can 

help organizations identify areas for improvement, track progress over time, and ensure that diversity 

and inclusion efforts are effective and sustainable. 
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Finally, the study emphasises the importance of collaboration and collaboration in promoting diversity 

education and inclusion. Organizations can learn from one another and share best practices while also 

collaborating with outside organisations to promote diversity and inclusion in the larger community. 

Organizations can work together to make the world more inclusive and equitable for all. 

REFERENCES : 

[1] Rosenkranz, K. M., Arora, T. K., Termuhlen, P. M., Stain, S. C., Misra, S., Dent, D., & Nfonsam, 

V.        (2021). Diversity, equity and inclusion in medicine: why it matters and how do we achieve 

it?. Journal of surgical education, 78(4), 1058-1065. Google scholar 

[2] Oliha-Donaldson, H. (2020). A Genealogy of “Diversity”: From the 1960s to Problematic 

Diversity Agendas and Contemporary Activism. In Confronting Equity and Inclusion Incidents 

on Campus (pp. 15-33). Routledge. Google scholar 

[3] ] Gill, G. K., McNally, M. J., & Berman, V. (2018, September). Effective diversity, equity, and 

inclusion practices. In Healthcare management forum (Vol. 31, No. 5, pp. 196-199). Sage CA: 

Los Angeles, CA: SAGE Publications Google scholar 

[4] Kuknor, S. C., & Bhattacharya, S. (2022). Inclusive leadership: new age leadership to foster 

organizational inclusion. European Journal of Training and Development, 46(9), 771-797. 

Google scholar 

[5] Malach Pines, A., Lerner, M., & Schwartz, D. (2010). Gender differences in entrepreneurship: 

equality, diversity and inclusion in times of global crisis. Equality, diversity and inclusion: An 

International journal, 29(2), 186-198. Google scholar 

[6] Olsen, J. E., & Martins, L. L. (2012). Understanding organizational diversity management 

programs: A theoretical framework and directions for future research. Journal of Organizational 

behavior, 33(8), 1168-1187. Google scholar 

[7] Böhm, F., Dietz, M., Preindl, T., & Pernul, G. (2021). Augmented Reality and the Digital Twin: 

State-of-the-Art and Perspectives for Cybersecurity. Journal of Cybersecurity and Privacy, 1(3), 

519-538. Google scholar 

[8] Anwar, G., & Abdullah, N. N. (2021). The impact of Human resource management practice on 

Organizational performance. International journal of Engineering, Business and Management 

(IJEBM), 5(1), 35-47 Google scholar 

[9] Turi, A. N. (2023). Metaverse—The Immersive 3D Virtual World’s Innovation Diffusion in the 

Financial Sector. In Financial Technologies and DeFi: A Revisit to the Digital Finance 

Revolution Cham: Springer International Publishing. 3-28. Google scholar 

[10] Shen, J., Chanda, A., D'netto, B., & Monga, M. (2009). Managing diversity through human 

resource management: An international perspective and conceptual framework. The 

International Journal of Human Resource Management, 20(2), 235-251. Google scholar 

[11] Gupta, N., & Sharma, V. (2016). The relationship between corporate social responsibility and 

employee engagement and its linkage to organizational performance: A conceptual model. IUP 

Journal of Organizational Behavior, 15(3), 59. Google scholar 

[12] Beck, A. J., & Reilly, S. M. (2017). What can secondary school students teach educators and 

school nurses about student engagement in health promotion? A scoping review. The journal of 

school nursing, 33(1), 30-42. Google scholar 

[13] Janevic, M. R., Mathur, V. A., Booker, S. Q., Morais, C., Meints, S. M., Yeager, K. A., & 

Meghani, S. H. (2022). Making pain research more inclusive: why and how. The Journal of Pain, 

23(5), 707-728. Google scholar 

[14] Frega, R. (2021). Employee involvement and workplace democracy. Business Ethics Quarterly, 

31(3), 360-385. Google scholar 

http://www.srinivaspublication.com/
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=Rosenkranz%2C+K.+M.%2C+Arora%2C+T.+K.%2C+Termuhlen%2C+P.+M.%2C+Stain%2C+S.+C.%2C+Misra%2C+S.%2C+Dent%2C+D.%2C+%26+Nfonsam%2C+V.++++++++%282021%29.+Diversity%2C+equity+and+inclusion+in+medicine%3A+why+it+matters+and+how+do+we+achieve+it%3F.+Journal+of++++++surgical+education%2C+78%284%29%2C+1058-1065.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B2%5D%09Oliha-Donaldson%2C+H.+%282020%29.+A+Genealogy+of+%E2%80%9CDiversity%E2%80%9D%3A+From+the+1960s+to+Problematic+Diversity+Agendas+and+Contemporary+Activism.+In+Confronting+Equity+and+Inclusion+Incidents+on+Campus+%28pp.+15-33%29.+Routledge&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B3%5D%09%5D+Gill%2C+G.+K.%2C+McNally%2C+M.+J.%2C+%26+Berman%2C+V.+%282018%2C+September%29.+Effective+diversity%2C+equity%2C+and+inclusion+practices.+In+Healthcare+management+forum+%28Vol.+31%2C+No.+5%2C+pp.+196-199%29.+Sage+CA%3A+Los+Angeles%2C+CA%3A+SAGE+Publications+&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B4%5D%09Kuknor%2C+S.+C.%2C+%26+Bhattacharya%2C+S.+%282022%29.+Inclusive+leadership%3A+new+age+leadership+to+foster+organizational+inclusion.+European+Journal+of+Training+and+Development%2C+46%289%29%2C+771-797.+&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B5%5D%09Malach+Pines%2C+A.%2C+Lerner%2C+M.%2C+%26+Schwartz%2C+D.+%282010%29.+Gender+differences+in+entrepreneurship%3A+equality%2C+diversity+and+inclusion+in+times+of+global+crisis.+Equality%2C+diversity+and+inclusion%3A+An+International+journal%2C+29%282%29%2C+186-198&btnG=
file:///C:/Users/P.S%20AITHAL/Downloads/%5b6%5d%09Olsen,%20J.%20E.,%20&%20Martins,%20L.%20L.%20(2012).%20Understanding%20organizational%20diversity%20management%20programs:%20A%20theoretical%20framework%20and%20directions%20for%20future%20research.%20Journal%20of%20Organizational%20behavior,%2033(8),%201168-1187
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B%5B7%5D%09B%C3%B6hm%2C+F.%2C+Dietz%2C+M.%2C+Preindl%2C+T.%2C+%26+Pernul%2C+G.+%282021%29.+Augmented+Reality+and+the+Digital+Twin%3A+State-of-the-Art+and+Perspectives+for+Cybersecurity.+Journal+of+Cybersecurity+and+Privacy%2C+1%283%29%2C+519-538.+&btnG=
file:///C:/Users/P.S%20AITHAL/Downloads/%5b8%5d%09Anwar,%20G.,%20&%20Abdullah,%20N.%20N.%20(2021).%20The%20impact%20of%20Human%20resource%20management%20practice%20on%20Organizational%20performance.%20International%20journal%20of%20Engineering,%20Business%20and%20Management%20(IJEBM),%205
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B9%5D%09Turi%2C+A.+N.+%282023%29.+Metaverse%E2%80%94The+Immersive+3D+Virtual+World%E2%80%99s+Innovation+Diffusion+in+the+Financial+Sector.+In+Financial+Technologies+and+DeFi%3A+A+Revisit+to+the+Digital+Finance+Revolution+%28pp.+3-28%29.+Cham%3A+Springer+International+Publishing&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B10%5D%09Shen%2C+J.%2C+Chanda%2C+A.%2C+D%27netto%2C+B.%2C+%26+Monga%2C+M.+%282009%29.+Managing+diversity+through+human+resource+management%3A+An+international+perspective+and+conceptual+framework.+The+International+Journal+of+Human+Resource+Management%2C+20%282%29%2C+235-251&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B11%5D%09Gupta%2C+N.%2C+%26+Sharma%2C+V.+%282016%29.+The+relationship+between+corporate+social+responsibility+and+employee+engagement+and+its+linkage+to+organizational+performance%3A+A+conceptual+model.+IUP+Journal+of+Organizational+Behavior%2C+15%283%29%2C+59&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B12%5D%09Beck%2C+A.+J.%2C+%26+Reilly%2C+S.+M.+%282017%29.+What+can+secondary+school+students+teach+educators+and+school+nurses+about+student+engagement+in+health+promotion%3F+A+scoping+review.+The+journal+of+school+nursing%2C+33%281%29%2C+30-42&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B12%5D+Beck%2C+A.+J.%2C+%26+Reilly%2C+S.+M.+%282017%29.+What+can+secondary+school+students+teach+educators+and+school+nurses+about+student+engagement+in+health+promotion%3F+A+scoping+review.+The+journal+of+school+nursing%2C+33%281%29%2C+30-42&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B14%5D%09Frega%2C+R.+%282021%29.+Employee+involvement+and+workplace+democracy.+Business+Ethics+Quarterly%2C+31%283%29%2C+360-385.&btnG=


International Journal of Case Studies in Business, IT, and Education 

(IJCSBE), ISSN: 2581-6942, Vol. 7, No. 3, July 2023 
SRINIVAS 

PUBLICATION 

Lawren Maria Castelino, et al, (2023); www.srinivaspublication.com PAGE 83 

 

 

[15] Ainscow, M., & Sandill, A. (2010). Developing inclusive education systems: The role of 

organisational cultures and leadership. International journal of inclusive education, 14(4), 401-

416. Google scholar 

[16] Peers, D., Joseph, J., Chen, C., McGuire-Adams, T., Fawaz, N. V., Tink, L., ... & Hall, L. (2023). An 

intersectional Foucauldian analysis of Canadian national sport organisations equity, diversity, and 

inclusion’(EDI) policies and the reinscribing of injustice. International Journal of Sport Policy and 

Politics, 1-17. Google scholar 

[17] Buckner, E., Chan, E., & Kim, C. (2022). International Students and the Equity, Diversity, and 

Inclusion Imperative: Comparing the University of Toronto and the University of British 

Columbia. Comparative and International Education, 51(1), 39-56. Google scholar 

[18] Lindsay, S., Fuentes, K., Ragunathan, S., Lamaj, L., & Dyson, J. (2022). Ableism within health 

care professions: a systematic review of the experiences and impact of discrimination against 

health care providers with disabilities. Disability and Rehabilitation, 1-17. Google scholar 

[19] Brooks, J. S., & Normore, A. H. (2010). Educational leadership and globalization: Literacy for a 

global perspective. Educational policy, 24(1), 52-82. Google scholar 

[20] El-Amin, A. (2022). Improving organizational commitment to diversity, equity, inclusion, and 

belonging. In Social Justice Research Methods for Doctoral Research IGI Global. 208-221.  

Google scholar 

[21] Chun, A., Velmurugiah, N., Cheung, K. W., Gill, G., Ivsins, A., Chang, D., & Doan, Q. (2021). 

The Equity, Diversity and Inclusion Tool Kit for Emergency Medicine. 7-10. Google scholar 

[22] Hurtado, S., Milem, J. F., Clayton-Pedersen, A. R., & Allen, W. R. (1998). Enhancing campus 

climates for racial/ethnic diversity: Educational policy and practice. The review of higher 

education, 21(3), 279-302. Google scholar 

[23] Sordi, A., Tate, W. L., & Huang, F. (2022). Going beyond supplier diversity to economic 

inclusion: where are we now and where do we go from here?. Journal of Purchasing and Supply 

Management, 28(2), 100751. Google scholar 

[24] McCluskey, A. T. (1989). Mary McLeod Bethune and the education of Black girls. Sex 

roles, 21(1), 113-126. Google scholar 

[25] Joseph, S. (2020). Why we need a more humanistic positive organizational scholarship: Carl 

Rogers’ person-centered approach as a challenge to neoliberalism. The Humanistic Psychologist, 

48(3), 271. Google scholar 

[26] Banaji, M. R., Fiske, S. T., & Massey, D. S. (2021). Systemic racism: individuals and 

interactions, institutions and society. Cognitive research: principles and implications, 6(1), 1-21. 

Google scholar 

[27] White, R. (1986). Race relations in the American West. American Quarterly, 38(3), 396-416. Google 

scholar 

[28] Macklin, C. D., Marchand, C., Mitchell, E., Price, R., Mitchell, V., & Bryant, L. (2021). Planting 

the seeds: Insights for researchers interested in working with Indigenous peoples. International 

Journal of Indigenous Health, 16(1) 208-222 Google scholar 

[29] Pithers, R. T., & Soden, R. (2000). Critical thinking in education: A review. Educational research, 

42(3), 237-249. Google scholar 

[30] Dukes, C., & Lamar-Dukes, P. (2009). Inclusion by design: Engineering inclusive practices in 

secondary schools. Teaching Exceptional Children, 41(3), 16-23. Google scholar 

[31] Horn, C. V. (2015). Young scholars: A talent development model for finding and nurturing 

potential in underserved populations. Gifted Child Today, 38(1), 19-31. Google scholar 

[32] Brown, M. R. (2007). Educating all students: Creating culturally responsive teachers, classrooms, 

and schools. Intervention in school and clinic, 43(1), 57-62. Google scholar 

http://www.srinivaspublication.com/
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B15%5D%09Ainscow%2C+M.%2C+%26+Sandill%2C+A.+%282010%29.+Developing+inclusive+education+systems%3A+The+role+of+organisational+cultures+and+leadership.+International+journal+of+inclusive+education%2C+14%284%29%2C+401-416&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B16%5D%09Peers%2C+D.%2C+Joseph%2C+J.%2C+Chen%2C+C.%2C+McGuire-Adams%2C+T.%2C+Fawaz%2C+N.+V.%2C+Tink%2C+L.%2C+...+%26+Hall%2C+L.+%282023%29.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B17%5D%09Buckner%2C+E.%2C+Chan%2C+E.%2C+%26+Kim%2C+C.+%282022%29.+International+Students+and+the+Equity%2C+Diversity%2C+and+Inclusion+Imperative%3A+Comparing+the+University+of+Toronto+and+the+University+of+British+Columbia.+Comparative+and+International+Education%2C+51%281%29.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B18%5D%09Lindsay%2C+S.%2C+Fuentes%2C+K.%2C+Ragunathan%2C+S.%2C+Lamaj%2C+L.%2C+%26+Dyson%2C+J.+%282022%29.+Ableism+within+health+care+professions%3A+a+systematic+review+of+the+experiences+and+impact+of+discrimination+against+health+care+providers+with+disabilities.+Disability+and+Rehabilitation%2C+1-17.+&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B19%5D%09Brooks%2C+J.+S.%2C+%26+Normore%2C+A.+H.+%282010%29.+Educational+leadership+and+globalization%3A+Literacy+for+a+glocal+perspective.+Educational+policy%2C+24%281%29%2C+52-82.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B20%5D%09El-Amin%2C+A.+%282022%29.+Improving+organizational+commitment+to+diversity%2C+equity%2C+inclusion%2C+and+belonging.+In+Social+Justice+Research+Methods+for+Doctoral+Research+%28pp.+208-221%29.+IGI+Global.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B21%5D%09Chun%2C+A.%2C+Velmurugiah%2C+N.%2C+Cheung%2C+K.+W.%2C+Gill%2C+G.%2C+Ivsins%2C+A.%2C+Chang%2C+D.%2C+%26+Doan%2C+Q.+%282021%29.+The+Equity%2C+Diversity+and+Inclusion+Tool+Kit+for+Emergency+Medicine.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B22%5D%09Hurtado%2C+S.%2C+Milem%2C+J.+F.%2C+Clayton-Pedersen%2C+A.+R.%2C+%26+Allen%2C+W.+R.+%281998%29.+Enhancing+campus+climates+for+racial%2Fethnic+diversity%3A+Educational+policy+and+practice.+The+review+of+higher+education%2C+21%283%29%2C+279-302.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B23%5D+Sordi%2C+A.%2C+Tate%2C+W.+L.%2C+%26+Huang%2C+F.+%282022%29.+Going+beyond+supplier+diversity+to+economic+inclusion%3A+where+are+we+now+and+where+do+we+go+from+here%3F.+Journal+of+Purchasing+and+Supply+Management%2C+28%282%29%2C+100751&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B24%5D%09McCluskey%2C+A.+T.+%281989%29.+Mary+McLeod+Bethune+and+the+education+of+Black+girls.+Sex+roles%2C+21%2C+113-126&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B25%5D%09Joseph%2C+S.+%282020%29.+Why+we+need+a+more+humanistic+positive+organizational+scholarship%3A+Carl+Rogers%E2%80%99+person-centered+approach+as+a+challenge+to+neoliberalism.+The+Humanistic+Psychologist%2C+48%283%29%2C+271&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B26%5D%09Banaji%2C+M.+R.%2C+Fiske%2C+S.+T.%2C+%26+Massey%2C+D.+S.+%282021%29.+Systemic+racism%3A+individuals+and+interactions%2C+institutions+and+society.+Cognitive+research%3A+principles+and+implications%2C+6%2C+1-21.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B27%5D%09White%2C+R.+%281986%29.+Race+relations+in+the+American+West.+American+Quarterly%2C+38%283%29%2C+396-&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B27%5D%09White%2C+R.+%281986%29.+Race+relations+in+the+American+West.+American+Quarterly%2C+38%283%29%2C+396-&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B28%5D%09Macklin%2C+C.+D.%2C+Marchand%2C+C.%2C+Mitchell%2C+E.%2C+Price%2C+R.%2C+Mitchell%2C+V.%2C+%26+Bryant%2C+L.+%282021%29.+Planting+the+seeds%3A+Insights+for+researchers+interested+in+working+with+Indigenous+peoples.+International+Journal+of+Indigenous+Health%2C+16%281%29.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B29%5D%09Pithers%2C+R.+T.%2C+%26+Soden%2C+R.+%282000%29.+Critical+thinking+in+education%3A+A+review.+Educational+research%2C+42%283%29%2C+237-249.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B30%5D%09Dukes%2C+C.%2C+%26+Lamar-Dukes%2C+P.+%282009%29.+Inclusion+by+design%3A+Engineering+inclusive+practices+in+secondary+schools.+Teaching+Exceptional+Children%2C+41%283%29%2C+16-23.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B31%5D%09Horn%2C+C.+V.+%282015%29.+Young+scholars%3A+A+talent+development+model+for+finding+and+nurturing+potential+in+underserved+populations.+Gifted+Child+Today%2C+38%281%29%2C+19-31&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B32%5D%09Brown%2C+M.+R.+%282007%29.+Educating+all+students%3A+Creating+culturally+responsive+teachers%2C+classrooms%2C+and+schools.+Intervention+in+school+and+clinic%2C+43%281%29%2C+57-62.&btnG=


International Journal of Case Studies in Business, IT, and Education 

(IJCSBE), ISSN: 2581-6942, Vol. 7, No. 3, July 2023 
SRINIVAS 

PUBLICATION 

Lawren Maria Castelino, et al, (2023); www.srinivaspublication.com PAGE 84 

 

 

[33] Kellner, D. (1997). Media literacies and critical pedagogy in a multicultural society. Retrieved 

January, 31(1), 2006. 56 Google scholar 

[34] Torres, V., Jones, S. R., & Renn, K. A. (2009). Identity development theories in student affairs: 

Origins, current status, and new approaches. Journal of College Student Development, 50(6), 

577-596. Google scholar 

[35] Smith, D. G., & Schonfeld, N. B. (2000). The benefits of diversity what the research tells us. 

About campus, 5(5), 16-23. Google scholar 

[36] Jones, K. P., Peddie, C. I., Gilrane, V. L., King, E. B., & Gray, A. L. (2016). Not so subtle: A 

meta-analytic investigation of the correlates of subtle and overt discrimination. Journal of 

management, 42(6), 1588-1613. Google scholar 

[37] Cusson, T., Lebel, K., Spalluto, L., Hillier, T., Darras, K., & Yong-Hing, C. (2023). 

Recommendations for improving Canadian radiology equity, diversity and inclusion. Canadian 

Association of Radiologists Journal, 74(1), 30-36. Google scholar 

[38] Hayles, V. R. (2013). Communicating about diversity and inclusion. Diversity at work: The 

practice of inclusion, 55-90. Google scholar 

[39] Archer, L. (2007). Diversity, equality and higher education: A critical reflection on the ab/uses 

of equity discourse within widening participation. Teaching in higher Education, 12(5-6), 635-

653. Google scholar 

[40] Deshpande, R., & Webster Jr, F. E. (1989). Organizational culture and marketing: defining the 

research agenda. Journal of marketing, 53(1), 3-15. Google scholar 

[41] Anthony Wong, I., & Hong Gao, J. (2014). Exploring the direct and indirect effects of CSR on 

organizational commitment: The mediating role of corporate culture. International Journal of 

Contemporary Hospitality Management, 26(4), 500-525. Google scholar 

[42] Carlos Pinho, J., Paula Rodrigues, A., & Dibb, S. (2014). The role of corporate culture, market 

orientation and organisational commitment in organisational performance: The case of non-profit 

organisations. Journal of management development, 33(4), 374-398. Google scholar 

[43] Nwugwo, B. C. (2001). The impact of organizational culture on employee behavior and attitude. 

Running head, 2(1), 1-34. Google scholar 

[44] Ravasi, D., & Schultz, M. (2006). Responding to organizational identity threats: Exploring the 

role of organizational culture. Academy of management journal, 49(3), 433-458. Google 

scholar 

[45] Saeed, B. B., Afsar, B., Hafeez, S., Khan, I., Tahir, M., & Afridi, M. A. (2019). Promoting 

employee's proenvironmental behavior through green human resource management practices. 

Corporate Social Responsibility and Environmental Management, 26(2), 424-438. Google 

scholar 

[46] Chan, R. Y., & Lau, L. B. (2002). Explaining green purchasing behavior: A cross-cultural study 

on American and Chinese consumers. Journal of international consumer marketing, 14(2-3), 9-

40. Google scholar 

[47] Cameron, K., Mora, C., Leutscher, T., & Calarco, M. (2011). Effects of positive practices on 

organizational effectiveness. The Journal of Applied Behavioral Science, 47(3), 266-308. Google 

scholar 

[48] Schneider, B., González-Romá, V., Ostroff, C., & West, M. A. (2017). Organizational climate 

and culture: Reflections on the history of the constructs in the Journal of Applied Psychology. 

Journal of applied psychology, 102(3), 468. Google scholar 

[49] Denison, D. R., Haaland, S., & Goelzer, P. (2004). Corporate culture and organizational 

effectiveness: is Asia different from the rest of the world?. Organizational dynamics, 33(1), 98-

109. Google scholar 

http://www.srinivaspublication.com/
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B33%5D%09Kellner%2C+D.+%281997%29.+Media+literacies+and+critical+pedagogy+in+a+multicultural+society.+Retrieved+January%2C+31%2C+2006.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B34%5D%09Torres%2C+V.%2C+Jones%2C+S.+R.%2C+%26+Renn%2C+K.+A.+%282009%29.+Identity+development+theories+in+student+affairs%3A+Origins%2C+current+status%2C+and+new+approaches.+Journal+of+College+Student+Development%2C+50%286%29%2C+577-596&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B35%5D%09Smith%2C+D.+G.%2C+%26+Schonfeld%2C+N.+B.+%282000%29.+The+benefits+of+diversity+what+the+research+tells+us.+About+campus%2C+5%285%29%2C+16-23.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=A+meta-analytic+investigation+of+the+correlates+of+subtle+and+overt+discrimination.+Journal+of+management%2C+42%286%29%2C+1588-1613&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B37%5D%09Cusson%2C+T.%2C+Lebel%2C+K.%2C+Spalluto%2C+L.%2C+Hillier%2C+T.%2C+Darras%2C+K.%2C+%26+Yong-Hing%2C+C.+%282023%29.+Recommendations+for+improving+Canadian+radiology+equity%2C+diversity+and+inclusion.+Canadian+Association+of+Radiologists+Journal%2C+74%281%29%2C+30-36.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B38%5D%09Hayles%2C+V.+R.+%282013%29.+Communicating+about+diversity+and+inclusion.+Diversity+at+work%3A+The+practice+of+inclusion%2C+55-90.&btnG=
file:///C:/Users/P.S%20AITHAL/Downloads/%5b1%5d%09Archer,%20L.%20(2007).%20Diversity,%20equality%20and%20higher%20education:%20A%20critical%20reflection%20on%20the%20ab/uses%20of%20equity%20discourse%20within%20widening%20participation.%20Teaching%20in%20higher%20Education,%2012(5-6),%20635-653
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B40%5D%09Deshpande%2C+R.%2C+%26+Webster+Jr%2C+F.+E.+%281989%29.+Organizational+culture+and+marketing%3A+defining+the+research+agenda.+Journal+of+marketing%2C+53%281%29%2C+3-15.+&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B41%5D%09Anthony+Wong%2C+I.%2C+%26+Hong+Gao%2C+J.+%282014%29.+Exploring+the+direct+and+indirect+effects+of+CSR+on+organizational+commitment%3A+The+mediating+role+of+corporate+culture.+International+Journal+of+Contemporary+Hospitality+Management%2C+26%284%29%2C+500-525.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B42%5D%09Carlos+Pinho%2C+J.%2C+Paula+Rodrigues%2C+A.%2C+%26+Dibb%2C+S.+%282014%29.+The+role+of+corporate+culture%2C+market+orientation+and+organisational+commitment+in+organisational+performance%3A+The+case+of+non-profit+organisations.+Journal+of+management+development%2C+33%284%29%2C+374-398.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B43%5D%09Nwugwo%2C+B.+C.+%282001%29.+The+impact+of+organizational+culture+on+employee+behavior+and+attitude.+Running+head%2C+2%2C+1-34.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B43%5D%09Nwugwo%2C+B.+C.+%282001%29.+The+impact+of+organizational+culture+on+employee+behavior+and+attitude.+Running+head%2C+2%2C+1-34.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B43%5D%09Nwugwo%2C+B.+C.+%282001%29.+The+impact+of+organizational+culture+on+employee+behavior+and+attitude.+Running+head%2C+2%2C+1-34.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B45%5D+Saeed%2C+B.+B.%2C+Afsar%2C+B.%2C+Hafeez%2C+S.%2C+Khan%2C+I.%2C+Tahir%2C+M.%2C+%26+Afridi%2C+M.+A.+%282019%29.+Promoting+employee%27s+proenvironmental+behavior+through+green+human+resource+management+practices.+Corporate+Social+Responsibility+and+Environmental+Management%2C+26%282%29%2C+42&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B45%5D+Saeed%2C+B.+B.%2C+Afsar%2C+B.%2C+Hafeez%2C+S.%2C+Khan%2C+I.%2C+Tahir%2C+M.%2C+%26+Afridi%2C+M.+A.+%282019%29.+Promoting+employee%27s+proenvironmental+behavior+through+green+human+resource+management+practices.+Corporate+Social+Responsibility+and+Environmental+Management%2C+26%282%29%2C+42&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B46%5D%09Chan%2C+R.+Y.%2C+%26+Lau%2C+L.+B.+%282002%29.+Explaining+green+purchasing+behavior%3A+A+cross-cultural+study+on+American+and+Chinese+consumers.+Journal+of+international+consumer+marketing%2C+14%282-3%29%2C+9-40.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B47%5D%09Cameron%2C+K.%2C+Mora%2C+C.%2C+Leutscher%2C+T.%2C+%26+Calarco%2C+M.+%282011%29.+Effects+of+positive+practices+on+organizational+effectiveness.+The+Journal+of+Applied+Behavioral+Science%2C+47%283%29%2C+266-308.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B47%5D%09Cameron%2C+K.%2C+Mora%2C+C.%2C+Leutscher%2C+T.%2C+%26+Calarco%2C+M.+%282011%29.+Effects+of+positive+practices+on+organizational+effectiveness.+The+Journal+of+Applied+Behavioral+Science%2C+47%283%29%2C+266-308.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B48%5D%09Schneider%2C+B.%2C+Gonz%C3%A1lez-Rom%C3%A1%2C+V.%2C+Ostroff%2C+C.%2C+%26+West%2C+M.+A.+%282017%29.+Organizational+climate+and+culture%3A+Reflections+on+the+history+of+the+constructs+in+the+Journal+of+Applied+Psychology.+Journal+of+applied+psychology%2C+102%283%29%2C+468.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B49%5D%09Denison%2C+D.+R.%2C+Haaland%2C+S.%2C+%26+Goelzer%2C+P.+%282004%29.+Corporate+culture+and+organizational+effectiveness%3A+is+Asia+different+from+the+rest+of+the+world%3F.+Organizational+dynamics%2C+33%281%29%2C+98-109.&btnG=


International Journal of Case Studies in Business, IT, and Education 

(IJCSBE), ISSN: 2581-6942, Vol. 7, No. 3, July 2023 
SRINIVAS 

PUBLICATION 

Lawren Maria Castelino, et al, (2023); www.srinivaspublication.com PAGE 85 

 

 

[50] Dinsdale, R. (2017). The Role of Leaders in Developing a Positive Culture. BU Journal of 

Graduate Studies in Education, 9(1), 42-45. Google scholar 

[51] Hofstede, G. (1998). Attitudes, values and organizational culture: Disentangling the concepts. 

Organization studies, 19(3), 477-493. Google scholar 

[52] Gregory, B. T., Harris, S. G., Armenakis, A. A., & Shook, C. L. (2009). Organizational culture 

and effectiveness: A study of values, attitudes, and organizational outcomes. Journal of business 

research, 62(7), 673-679. Google scholar 

[53] Green, S. (1988). Understanding corporate culture and its relation to strategy. International 

Studies of Management & Organization, 18(2), 6-28. Google scholar 

[54] Keith, N., & Frese, M. (2011). Enhancing firm performance and innovativeness through error 

management culture. Handbook of organizational culture and climate, 9 (1), 137-157. Google 

scholar 

[55] Tervalon, M., & Murray-Garcia, J. (1998). Cultural humility versus cultural competence: A 

critical distinction in defining physician training outcomes in multicultural education. Journal of 

health care for the poor and underserved, 9(2), 117-125. Google scholar 

[56] Gilbert, J. A., & Ivancevich, J. M. (2000). Valuing diversity: A tale of two organizations. 

Academy of Management Perspectives, 14(1), 93-105. Google scholar 

[57] Arredondo, P., Toporek, R., Brown, S. P., Jones, J., Locke, D. C., Sanchez, J., & Stadler, H. 

(1996). Operationalization of the multicultural counseling competencies. Journal of multicultural 

counseling and development, 24(1), 42-78. Google scholar 

[58] Martín-Alcázar, F., Romero-Fernández, P. M., & Sánchez-Gardey, G. (2012). Transforming 

human resource management systems to cope with diversity. Journal of business ethics, 107(1), 

511-531. Google scholar 

[59] Dwyer, A. A., & Greenspan, D. L. (2021). Endocrine Nurses Society Position Statement on 

Transgender and Gender Diverse Care. Journal of the Endocrine Society, 5(8), 105. Google 

scholar 

[60] Danforth, S. (2016). Social justice and technocracy: Tracing the narratives of inclusive education 

in the USA. Discourse: Studies in the cultural politics of education, 37(4), 582-599. Google 

scholar 

[61] Gotsis, G., & Grimani, K. (2016). The role of servant leadership in fostering inclusive 

organizations. Journal of Management Development, 35(8), 985-1010. Google scholar 

[62] Cusson, T., Lebel, K., Spalluto, L., Hillier, T., Darras, K., & Yong-Hing, C. (2023). 

Recommendations for improving Canadian radiology equity, diversity and inclusion. Canadian 

Association of Radiologists Journal, 74(1), 30-36. Google scholar 

[63] Teasley, M. L. (2017). Organizational culture and schools: A call for leadership and 

collaboration. Children & Schools, 39(1), 3-6. Google scholar 

[64] Elsaid, A. M. (2012). The effects of cross cultural work force diversity on employee performance 

in Egyptian pharmaceutical organizations. Business and Management Research, 1(4), 162. 

Google scholar 

[65] Ferdman, B. M., & Deane, B. R. (2014). The Practice of inclusion: an ongoing conversation. 

Journal of Psychological Issues in Organizational Culture, 1(5), 81-82. Google scholar 

[66] Cox, T. H., & Blake, S. (1991). Managing cultural diversity: Implications for organizational 

competitiveness. Academy of Management Perspectives, 5(3), 45-56. Google scholar 

[67] Keengwe, J. (2010). Fostering cross cultural competence in preservice teachers through 

multicultural education experiences. Early Childhood Education Journal, 38(1), 197-204. 

Google scholar 

http://www.srinivaspublication.com/
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B50%5D%09Dinsdale%2C+R.+%282017%29.+The+Role+of+Leaders+in+Developing+a+Positive+Culture.+BU+Journal+of+Graduate+Studies+in+Education%2C+9%281%29%2C+42-45.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B51%5D%09Hofstede%2C+G.+%281998%29.+Attitudes%2C+values+and+organizational+culture%3A+Disentangling+the+concepts.+Organization+studies%2C+19%283%29%2C+477-493.&btnG=
file:///C:/Users/P.S%20AITHAL/Downloads/%5b1%5d%09Gregory,%20B.%20T.,%20Harris,%20S.%20G.,%20Armenakis,%20A.%20A.,%20&%20Shook,%20C.%20L.%20(2009).%20Organizational%20culture%20and%20effectiveness:%20A%20study%20of%20values,%20attitudes,%20and%20organizational%20outcomes.%20Journal%20of%20business%20research,%2062(7),%20673-679
file:///C:/Users/P.S%20AITHAL/Downloads/%5b1%5d%09Green,%20S.%20(1988).%20Understanding%20corporate%20culture%20and%20its%20relation%20to%20strategy.%20International%20Studies%20of%20Management%20&%20Organization,%2018(2),%206-28
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B54%5D%09Keith%2C+N.%2C+%26+Frese%2C+M.+%282011%29.+Enhancing+firm+performance+and+innovativeness+through+error+management+culture.+Handbook+of+organizational+culture+and+climate%2C+9%2C+137-157.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B54%5D%09Keith%2C+N.%2C+%26+Frese%2C+M.+%282011%29.+Enhancing+firm+performance+and+innovativeness+through+error+management+culture.+Handbook+of+organizational+culture+and+climate%2C+9%2C+137-157.&btnG=
file:///C:/Users/P.S%20AITHAL/Downloads/%5b1%5dTervalon,%20M.,%20&%20Murray-Garcia,%20J.%20(1998).%20Cultural%20humility%20versus%20cultural%20competence:%20A%20critical%20distinction%20in%20defining%20physician%20training%20outcomes%20in%20multicultural%20education.%20Journal%20of%20health%20care%20for%20the%20poor%20and%20underserved,%209(2),%20117-125.
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B55%5D%09Tervalon%2C+M.%2C+%26+Murray-Garcia%2C+J.+%281998%29.+Cultural+humility+versus+cultural+competence%3A+A+critical+distinction+in+defining+physician+training+outcomes+in+multicultural+education.+Journal+of+health+care+for+the+poor+and+underserved%2C+9%282%29%2C+117-125.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B57%5D%09Arredondo%2C+P.%2C+Toporek%2C+R.%2C+Brown%2C+S.+P.%2C+Jones%2C+J.%2C+Locke%2C+D.+C.%2C+Sanchez%2C+J.%2C+%26+Stadler%2C+H.+%281996%29.+Operationalization+of+the+multicultural+counseling+competencies.+Journal+of+multicultural+counseling+and+development%2C+24%281%29%2C+42-78.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B58%5D%09Mart%C3%ADn-Alc%C3%A1zar%2C+F.%2C+Romero-Fern%C3%A1ndez%2C+P.+M.%2C+%26+S%C3%A1nchez-Gardey%2C+G.+%282012%29.+Transforming+human+resource+management+systems+to+cope+with+diversity.+Journal+of+business+ethics%2C+107%2C+511-531.&btnG=
file:///C:/Users/P.S%20AITHAL/Downloads/%5b1%5d%09Dwyer,%20A.%20A.,%20&%20Greenspan,%20D.%20L.%20(2021).%20Endocrine%20Nurses%20Society%20Position%20Statement%20on%20Transgender%20and%20Gender%20Diverse%20Care.%20Journal%20of%20the%20Endocrine%20Society,%205(8),%20bvab105
file:///C:/Users/P.S%20AITHAL/Downloads/%5b1%5d%09Dwyer,%20A.%20A.,%20&%20Greenspan,%20D.%20L.%20(2021).%20Endocrine%20Nurses%20Society%20Position%20Statement%20on%20Transgender%20and%20Gender%20Diverse%20Care.%20Journal%20of%20the%20Endocrine%20Society,%205(8),%20bvab105
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B60%5D%09Danforth%2C+S.+%282016%29.+Social+justice+and+technocracy%3A+Tracing+the+narratives+of+inclusive+education+in+the+USA.+Discourse%3A+Studies+in+the+cultural+politics+of+education%2C+37%284%29%2C+582-599.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B60%5D%09Danforth%2C+S.+%282016%29.+Social+justice+and+technocracy%3A+Tracing+the+narratives+of+inclusive+education+in+the+USA.+Discourse%3A+Studies+in+the+cultural+politics+of+education%2C+37%284%29%2C+582-599.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B61%5D%09Gotsis%2C+G.%2C+%26+Grimani%2C+K.+%282016%29.+The+role+of+servant+leadership+in+fostering+inclusive+organizations.+Journal+of+Management+Development%2C+35%288%29%2C+985-1010.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B62%5D%09Cusson%2C+T.%2C+Lebel%2C+K.%2C+Spalluto%2C+L.%2C+Hillier%2C+T.%2C+Darras%2C+K.%2C+%26+Yong-Hing%2C+C.+%282023%29.+Recommendations+for+improving+Canadian+radiology+equity%2C+diversity+and+inclusion.+Canadian+Association+of+Radiologists+Journal%2C+74%281%29%2C+30-36.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B63%5D%09Teasley%2C+M.+L.+%282017%29.+Organizational+culture+and+schools%3A+A+call+for+leadership+and+collaboration.+Children+%26+Schools%2C+39%281%29%2C+3-6.&btnG=
file:///C:/Users/P.S%20AITHAL/Downloads/%5b1%5d%09Elsaid,%20A.%20M.%20(2012).%20The%20effects%20of%20cross%20cultural%20work%20force%20diversity%20on%20employee%20performance%20in%20Egyptian%20pharmaceutical%20organizations.%20Business%20and%20Management%20Research,%201(4),%20162
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B65%5D%09Ferdman%2C+B.+M.%2C+%26+Deane%2C+B.+R.+%282014%29.+The+Practice+of+inclusion%3A+an+ongoing+conversation.+Journal+of+Psychological+Issues+in+Organizational+Culture%2C+1%285%29%2C+81-82.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B66%5D%09Cox%2C+T.+H.%2C+%26+Blake%2C+S.+%281991%29.+Managing+cultural+diversity%3A+Implications+for+organizational+competitiveness.+Academy+of+Management+Perspectives%2C+5%283%29%2C+45-56.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B67%5D%09Keengwe%2C+J.+%282010%29.+Fostering+cross+cultural+competence+in+preservice+teachers+through+multicultural+education+experiences.+Early+Childhood+Education+Journal%2C+38%2C+197-204&btnG=


International Journal of Case Studies in Business, IT, and Education 

(IJCSBE), ISSN: 2581-6942, Vol. 7, No. 3, July 2023 
SRINIVAS 

PUBLICATION 

Lawren Maria Castelino, et al, (2023); www.srinivaspublication.com PAGE 86 

 

 

[68] Rosenkranz, K. M., Arora, T. K., Termuhlen, P. M., Stain, S. C., Misra, S., Dent, D., & Nfonsam, 

V. (2021). Diversity, equity and inclusion in medicine: why it matters and how do we achieve 

it?. Journal of surgical education, 78(4), 1058-1065. Google scholar 

[69] Zirkel, S. (2008). The influence of multicultural educational practices on student outcomes and 

intergroup relations. Teachers College Record, 110(6), 1147-1181. Google scholar 

[70] Hite, L. M., & Mc Donald, K. S. (2006). Diversity training pitfalls and possibilities: An 

exploration of small and mid-size US organizations. Human Resource Development 

International, 9(3), 365-377. Google scholar 

[71] Smith, C., Mestry, R., & Bambie, A. (2013). Roleplayers’ experiences and perceptions of heads 

of departments’ instructional leadership role in secondary schools. Education as change, 17(1), 

S163-S176. Google scholar 

[72] Sinicrope, C., Norris, J., & Watanabe, Y. (2007). Understanding and assessing intercultural 

competence: A summary of theory, research, and practice (technical report for the foreign 

language program evaluation project). Second language studies, 26(1), 1-58. Google scholar 

[73] Townley, G., Kloos, B., Green, E. P., & Franco, M. M. (2011). Reconcilable differences? Human 

diversity, cultural relativity, and sense of community. American journal of community 

psychology, 47(1), 69-85. Google scholar 

[74] Melton, E. N., & Cunningham, G. B. (2014). Who are the champions? Using a multilevel model 

to examine perceptions of employee support for LGBT inclusion in sport organizations. Journal 

of Sport Management, 28(2), 189-206. Google scholar 

[75] Wijeyesinghe, C. L., & Jones, S. R. (2014). Intersectionality, identity, and systems of power and 

inequality. Intersectionality and higher education: Theory, research, and praxis, 9(1) 19. Google 

scholar  

[76] Fuentes, M. A., Zelaya, D. G., & Madsen, J. W. (2021). Rethinking the course syllabus: 

Considerations for promoting equity, diversity, and inclusion. Teaching of Psychology, 48(1), 

69-79. Google scholar 

[77] Findler, L., Wind, L. H., & Barak, M. E. M. (2007). The challenge of workforce management in 

a global society: Modeling the relationship between diversity, inclusion, organizational culture, 

and employee well-being, job satisfaction and organizational commitment. Administration in 

social work, 31(3), 63-94. Google scholar 

[78] Randel, A. E., Galvin, B. M., Shore, L. M., Ehrhart, K. H., Chung, B. G., Dean, M. A., & 

Kedharnath, U. (2018). Inclusive leadership: Realizing positive outcomes through belongingness 

and being valued for uniqueness. Human Resource Management Review, 28(2), 190-203. Google 

scholar 

[79] Hunt, V., Layton, D., & Prince, S. (2015). Diversity matters. McKinsey & Company, 1(1), 15-

29. Google scholar 

[80] Meng, J., & Berger, B. K. (2019). The impact of organizational culture and leadership 

performance on PR professionals’ job satisfaction: Testing the joint mediating effects of 

engagement and trust. Public Relations Review, 45(1), 64-75. Google scholar 

[81] Nishii, L. H., & Mayer, D. M. (2009). Do inclusive leaders help to reduce turnover in diverse 

groups? The moderating role of leader–member exchange in the diversity to turnover 

relationship. Journal of Applied Psychology, 94(6), 1412. Google scholar 

[82] Hewstone, M. (2015). Consequences of diversity for social cohesion and prejudice: The missing 

dimension of intergroup contact. Journal of Social Issues, 71(2), 417-438. Google scholar 

[83] Zepke, N., & Leach, L. (2010). Improving student engagement: Ten proposals for action. Active 

learning in higher education, 11(3), 167-177. Google scholar 

http://www.srinivaspublication.com/
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B68%5D%09Rosenkranz%2C+K.+M.%2C+Arora%2C+T.+K.%2C+Termuhlen%2C+P.+M.%2C+Stain%2C+S.+C.%2C+Misra%2C+S.%2C+Dent%2C+D.%2C+%26+Nfonsam%2C+V.+%282021%29.+Diversity%2C+equity+and+inclusion+in+medicine%3A+why+it+matters+and+how+do+we+achieve+it%3F.+Journal+of+surgical+education%2C+78%284%29%2C+1058-1065&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B69%5D+Zirkel%2C+S.+%282008%29.+The+influence+of+multicultural+educational+practices+on+student+outcomes+and+intergroup+relations.+Teachers+College+Record%2C+110%286%29%2C+1147-1181&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B70%5D%09Hite%2C+L.+M.%2C+%26+Mc+Donald%2C+K.+S.+%282006%29.+Diversity+training+pitfalls+and+possibilities%3A+An+exploration+of+small+and+mid-size+US+organizations.+Human+Resource+Development+International%2C+9%283%29%2C+365-377&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B71%5D+Smith%2C+C.%2C+Mestry%2C+R.%2C+%26+Bambie%2C+A.+%282013%29.+Roleplayers%E2%80%99+experiences+and+perceptions+of+heads+of+departments%E2%80%99+instructional+leadership+role+in+secondary+schools.+Education+as+change%2C+17%28sup1%29%2C+S163-S176&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B72%5D%09Sinicrope%2C+C.%2C+Norris%2C+J.%2C+%26+Watanabe%2C+Y.+%282007%29.+Understanding+and+assessing+intercultural+competence%3A+A+summary+of+theory%2C+research%2C+and+practice+%28technical+report+for+the+foreign+language+program+evaluation+project%29.+Second+language+studies%2C+26%281%29%2C+1-58&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B%5B73%5D%09Townley%2C+G.%2C+Kloos%2C+B.%2C+Green%2C+E.+P.%2C+%26+Franco%2C+M.+M.+%282011%29.+Reconcilable+differences%3F+Human+diversity%2C+cultural+relativity%2C+and+sense+of+community.+American+journal+of+community+psychology%2C+47%2C+69-85&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B74%5D%09Melton%2C+E.+N.%2C+%26+Cunningham%2C+G.+B.+%282014%29.+Who+are+the+champions%3F+Using+a+multilevel+model+to+examine+perceptions+of+employee+support+for+LGBT+inclusion+in+sport+organizations.+Journal+of+Sport+Management%2C+28%282%29%2C+189-206&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B75%5D%09Wijeyesinghe%2C+C.+L.%2C+%26+Jones%2C+S.+R.+%282014%29.+Intersectionality%2C+identity%2C+and+systems+of+power+and+inequality.+Intersectionality+and+higher+education%3A+Theory%2C+research%2C+and+praxis%2C+9-19.+Google+scholar+%EF%81%A6&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B75%5D%09Wijeyesinghe%2C+C.+L.%2C+%26+Jones%2C+S.+R.+%282014%29.+Intersectionality%2C+identity%2C+and+systems+of+power+and+inequality.+Intersectionality+and+higher+education%3A+Theory%2C+research%2C+and+praxis%2C+9-19.+Google+scholar+%EF%81%A6&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B76%5D%09Fuentes%2C+M.+A.%2C+Zelaya%2C+D.+G.%2C+%26+Madsen%2C+J.+W.+%282021%29.+Rethinking+the+course+syllabus%3A+Considerations+for+promoting+equity%2C+diversity%2C+and+inclusion.+Teaching+of+Psychology%2C+48%281%29%2C+69-79.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B77%5D%09Findler%2C+L.%2C+Wind%2C+L.+H.%2C+%26+Barak%2C+M.+E.+M.+%282007%29.+The+challenge+of+workforce+management+in+a+global+society%3A+Modeling+the+relationship+between+diversity%2C+inclusion%2C+organizational+culture%2C+and+employee+well-being%2C+job+satisfaction+and+organizational+commitment.+Administration+in+social+work%2C+31%283%29%2C+63-94&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B78%5D%09Randel%2C+A.+E.%2C+Galvin%2C+B.+M.%2C+Shore%2C+L.+M.%2C+Ehrhart%2C+K.+H.%2C+Chung%2C+B.+G.%2C+Dean%2C+M.+A.%2C+%26+Kedharnath%2C+U.+%282018%29.+Inclusive+leadership%3A+Realizing+positive+outcomes+through+belongingness+and+being+valued+for+uniqueness.+Human+Resource+Management+Review%2C+28%282%29%2C+190-203&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B78%5D%09Randel%2C+A.+E.%2C+Galvin%2C+B.+M.%2C+Shore%2C+L.+M.%2C+Ehrhart%2C+K.+H.%2C+Chung%2C+B.+G.%2C+Dean%2C+M.+A.%2C+%26+Kedharnath%2C+U.+%282018%29.+Inclusive+leadership%3A+Realizing+positive+outcomes+through+belongingness+and+being+valued+for+uniqueness.+Human+Resource+Management+Review%2C+28%282%29%2C+190-203&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B79%5D%09Hunt%2C+V.%2C+Layton%2C+D.%2C+%26+Prince%2C+S.+%282015%29.+Diversity+matters.+McKinsey+%26+Company%2C+1%281%29%2C+15-29&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B79%5D%09Hunt%2C+V.%2C+Layton%2C+D.%2C+%26+Prince%2C+S.+%282015%29.+Diversity+matters.+McKinsey+%26+Company%2C+1%281%29%2C+15-29&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B81%5D%09Nishii%2C+L.+H.%2C+%26+Mayer%2C+D.+M.+%282009%29.+Do+inclusive+leaders+help+to+reduce+turnover+in+diverse+groups%3F+The+moderating+role+of+leader%E2%80%93member+exchange+in+the+diversity+to+turnover+relationship.+Journal+of+Applied+Psychology%2C+94%286%29%2C+1412.+&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B82%5D%09Hewstone%2C+M.+%282015%29.+Consequences+of+diversity+for+social+cohesion+and+prejudice%3A+The+missing+dimension+of+intergroup+contact.+Journal+of+Social+Issues%2C+71%282%29%2C+417-438&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B83%5D%09Zepke%2C+N.%2C+%26+Leach%2C+L.+%282010%29.+Improving+student+engagement%3A+Ten+proposals+for+action.+Active+learning+in+higher+education%2C+11%283%29%2C+167-177&btnG=


International Journal of Case Studies in Business, IT, and Education 

(IJCSBE), ISSN: 2581-6942, Vol. 7, No. 3, July 2023 
SRINIVAS 

PUBLICATION 

Lawren Maria Castelino, et al, (2023); www.srinivaspublication.com PAGE 87 

 

 

[84] Armstrong, C., Flood, P. C., Guthrie, J. P., Liu, W., MacCurtain, S., & Mkamwa, T. (2010). The 

impact of diversity and equality management on firm performance: Beyond high performance 

work systems. Human Resource Management, 49(6), 977-998. Google scholar 

[85] Bloomfield, D., Collins, K., Fry, C., & Munton, R. (2001). Deliberation and inclusion: vehicles 

for increasing trust in UK public governance?. Environment and planning C: Government and 

Policy, 19(4), 501-513. Google scholar 

[86] Salsabila, Y., & Apriliyanty, F. (2022). The Effect of “Inclusive Marketing” Efforts by BLP 

Beauty Toward Brand Image, Brand Trust, Brand Love and Brand Loyalty. Asian Journal of 

Research in Business and Management, 4(3), 504-516. Google scholar 

[87] Foster, C., & Harris, L. (2005). Easy to say, difficult to do: diversity management in retail. Human 

Resource Management Journal, 15(3), 4-17. Google scholar 

[88] Aysola, J., Harris, D., Huo, H., Wright, C. S., & Higginbotham, E. (2018). Measuring 

organizational cultural competence to promote diversity in academic healthcare organizations. 

Health Equity, 2(1), 316-320. Google scholar 

[89] Hussein, S. (2018). Work engagement, burnout and personal accomplishments among social 

workers: A comparison between those working in children and adults’ services in England. 

Administration and Policy in Mental Health and Mental Health Services Research, 45(6), 911-

923. Google scholar 

[90] West, M. A., & Anderson, N. R. (1996). Innovation in top management teams. Journal of Applied 

psychology, 81(6), 680. Google scholar 

[91] Kurth, J. A., Miller, A. L., Toews, S. G., Thompson, J. R., Cortés, M., Dahal, M. H., ... & 

Wangare, F. (2018). Inclusive education: Perspectives on implementation and practice from 

international experts. Intellectual and Developmental Disabilities, 56(6), 471-485. Google 

scholar 

[92] Krahn, G. L., Walker, D. K., & Correa-De-Araujo, R. (2015). Persons with disabilities as an 

unrecognized health disparity population. American journal of public health, 105(S2), S198-

S206. Google scholar 

[93] Baskerville, R., & Wood-Harper, A. T. (1998). Diversity in information systems action research 

methods. European Journal of information systems, 7(2), 90-107. Google scholar 

[94] Gregory, A., Skiba, R. J., & Mediratta, K. (2017). Eliminating disparities in school discipline: A 

framework for intervention. Review of Research in Education, 41(1), 253-278. Google scholar 

[95] Jayaratne, S., & Chess, W. A. (1984). Job satisfaction, burnout, and turnover: A national study. 

Social work, 29(5), 448-453. Google scholar 

[96] Malone, C. M., Wycoff, K., & Turner, E. A. (2022). Applying a MTSS framework to address 

racism and promote mental health for racial/ethnic minoritized youth. Psychology in the Schools, 

59(12), 2438-2452. Google scholar 

[97] Pearl-Martinez, R., & Stephens, J. C. (2016). Toward a gender diverse workforce in the 

renewable energy transition. Sustainability: Science, Practice and Policy, 12(1), 8-15. Google 

scholar 

[98] Cole, E. R. (2009). Intersectionality and research in psychology. American psychologist, 64(3), 

170. Google scholar 

[99] Allen, B. J., & Garg, K. (2016). Diversity matters in academic radiology: acknowledging and 

addressing unconscious bias. Journal of the American College of Radiology, 13(12), 1426-1432. 

Google scholar 

[100] Larwood, L., Gutek, B., & Gattiker, U. E. (1984). Perspectives on institutional discrimination 

and resistance to change. Group & Organization Studies, 9(3), 333-352. Google scholar 

http://www.srinivaspublication.com/
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B84%5D%09Armstrong%2C+C.%2C+Flood%2C+P.+C.%2C+Guthrie%2C+J.+P.%2C+Liu%2C+W.%2C+MacCurtain%2C+S.%2C+%26+Mkamwa%2C+T.+%282010%29.+The+impact+of+diversity+and+equality+management+on+firm+performance%3A+Beyond+high+performance+work+systems.+Human+Resource+Management%2C+49%286%29%2C+977-998&btnG=
file:///C:/Users/P.S%20AITHAL/Downloads/%5b85%5d%09Bloomfield,%20D.,%20Collins,%20K.,%20Fry,%20C.,%20&%20Munton,%20R.%20(2001).%20Deliberation%20and%20inclusion:%20vehicles%20for%20increasing%20trust%20in%20UK%20public%20governance%3f.%20Environment%20and%20planning%20C:%20Government%20and%20Policy,%2019(4),%20501-513
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B86%5D%09Salsabila%2C+Y.%2C+%26+Apriliyanty%2C+F.+%282022%29.+The+Effect+of+%E2%80%9CInclusive+Marketing%E2%80%9D+Efforts+by+BLP+Beauty+Toward+Brand+Image%2C+Brand+Trust%2C+Brand+Love+and+Brand+Loyalty.+Asian+Journal+of+Research+in+Business+and+Management%2C+4%283%29%2C+504-516&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B87%5D%09Foster%2C+C.%2C+%26+Harris%2C+L.+%282005%29.+Easy+to+say%2C+difficult+to+do%3A+diversity+management+in+retail.+Human+Resource+Management+Journal%2C+15%283%29%2C+4-17&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B87%5D%09Foster%2C+C.%2C+%26+Harris%2C+L.+%282005%29.+Easy+to+say%2C+difficult+to+do%3A+diversity+management+in+retail.+Human+Resource+Management+Journal%2C+15%283%29%2C+4-17&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B89%5D%09Hussein%2C+S.+%282018%29.+Work+engagement%2C+burnout+and+personal+accomplishments+among+social+workers%3A+A+comparison+between+those+working+in+children+and+adults%E2%80%99+services+in+England.+Administration+and+Policy+in+Mental+Health+and+Mental+Health+Services+Research%2C+45%286%29%2C+911-923.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B90%5D%09West%2C+M.+A.%2C+%26+Anderson%2C+N.+R.+%281996%29.+Innovation+in+top+management+teams.+Journal+of+Applied+psychology%2C+81%286%29%2C+680.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B91%5D%09Kurth%2C+J.+A.%2C+Miller%2C+A.+L.%2C+Toews%2C+S.+G.%2C+Thompson%2C+J.+R.%2C+Cort%C3%A9s%2C+M.%2C+Dahal%2C+M.+H.%2C+...+%26+Wangare%2C+F.+%282018%29.+Inclusive+education%3A+Perspectives+on+implementation+and+practice+from+international+experts.+Intellectual+and+Developmental+Disabilities%2C+56%286%29%2C+471-485.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B91%5D%09Kurth%2C+J.+A.%2C+Miller%2C+A.+L.%2C+Toews%2C+S.+G.%2C+Thompson%2C+J.+R.%2C+Cort%C3%A9s%2C+M.%2C+Dahal%2C+M.+H.%2C+...+%26+Wangare%2C+F.+%282018%29.+Inclusive+education%3A+Perspectives+on+implementation+and+practice+from+international+experts.+Intellectual+and+Developmental+Disabilities%2C+56%286%29%2C+471-485.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B92%5D%09Krahn%2C+G.+L.%2C+Walker%2C+D.+K.%2C+%26+Correa-De-Araujo%2C+R.+%282015%29.+Persons+with+disabilities+as+an+unrecognized+health+disparity+population.+American+journal+of+public+health%2C+105%28S2%29%2C+S198-S206.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B93%5D%09Baskerville%2C+R.%2C+%26+Wood-Harper%2C+A.+T.+%281998%29.+Diversity+in+information+systems+action+research+methods.+European+Journal+of+information+systems%2C+7%282%29%2C+90-107.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B94%5D%09Gregory%2C+A.%2C+Skiba%2C+R.+J.%2C+%26+Mediratta%2C+K.+%282017%29.+Eliminating+disparities+in+school+discipline%3A+A+framework+for+intervention.+Review+of+Research+in+Education%2C+41%281%29%2C+253-278.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B95%5D%09Jayaratne%2C+S.%2C+%26+Chess%2C+W.+A.+%281984%29.+Job+satisfaction%2C+burnout%2C+and+turnover%3A+A+national+study.+Social+work%2C+29%285%29%2C+448-453&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B96%5D%09Malone%2C+C.+M.%2C+Wycoff%2C+K.%2C+%26+Turner%2C+E.+A.+%282022%29.+Applying+a+MTSS+framework+to+address+racism+and+promote+mental+health+for+racial%2Fethnic+minoritized+youth.+Psychology+in+the+Schools%2C+59%2812%29%2C+2438-2452.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B97%5D%09Pearl-Martinez%2C+R.%2C+%26+Stephens%2C+J.+C.+%282016%29.+Toward+a+gender+diverse+workforce+in+the+renewable+energy+transition.+Sustainability%3A+Science%2C+Practice+and+Policy%2C+12%281%29%2C+8-15.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B97%5D%09Pearl-Martinez%2C+R.%2C+%26+Stephens%2C+J.+C.+%282016%29.+Toward+a+gender+diverse+workforce+in+the+renewable+energy+transition.+Sustainability%3A+Science%2C+Practice+and+Policy%2C+12%281%29%2C+8-15.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B98%5D%09Cole%2C+E.+R.+%282009%29.+Intersectionality+and+research+in+psychology.+American+psychologist%2C+64%283%29%2C+170&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B99%5D+Allen%2C+B.+J.%2C+%26+Garg%2C+K.+%282016%29.+Diversity+matters+in+academic+radiology%3A+acknowledging+and+addressing+unconscious+bias.+Journal+of+the+American+College+of+Radiology%2C+13%2812%29%2C+1426-1432&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B100%5D%09Larwood%2C+L.%2C+Gutek%2C+B.%2C+%26+Gattiker%2C+U.+E.+%281984%29.+Perspectives+on+institutional+discrimination+and+resistance+to+change.+Group+%26+Organization+Studies%2C+9%283%29%2C+333-352.&btnG=


International Journal of Case Studies in Business, IT, and Education 

(IJCSBE), ISSN: 2581-6942, Vol. 7, No. 3, July 2023 
SRINIVAS 

PUBLICATION 

Lawren Maria Castelino, et al, (2023); www.srinivaspublication.com PAGE 88 

 

 

[101] Evans, A., & Chun, E. (2007). Coping with behavioral and organizational barriers to diversity in 

the workplace. CUPA HR JOURNAL, 58(1), 12. Google scholar 

[102] Meng, J., & Berger, B. K. (2018). Maximizing the potential of millennial communication 

professionals in the workplace: A talent management approach in the field of strategic 

communication. International Journal of Strategic Communication, 12(5), 507-525. Google 

scholar 

[103] Sweeting, K. D. (2022). Strategies to foster engagement, empathy, equity, and ethics in public 

service: A conceptual model for public and nonprofit administrators. Public Integrity, 24(4-5), 

432-447. Google scholar 

[104] Srivastava, M., Franklin, A., & Martinette, L. (2013). Building a sustainable competitive 

advantage. Journal of technology management & innovation, 8(2), 47-60. Google scholar 

[105] Thuesen, F. (2017). Linguistic barriers and bridges: Constructing social capital in ethnically 

diverse low-skill workplaces. Work, employment and society, 31(6), 937-953. Google scholar 

[106] Chrobot-Mason, D., Hays-Thomas, R., & Wishik, H. (2008). Understanding and defusing 

resistance to diversity training and learning. Diversity resistance in organizations, 23-54. Google 

scholar 

[107] Auster, E. R., & Prasad, A. (2016). Why do women still not make it to the top? Dominant 

organizational ideologies and biases by promotion committees limit opportunities to destination 

positions. Sex Roles, 75 (1), 177-196. Google scholar 

[108] Atkins, S. L., Fitzpatrick, M. R., Poolokasingham, G., Lebeau, M., & Spanierman, L. B. (2017). 

Make it personal: A qualitative investigation of White counselors’ multicultural awareness 

development. The Counseling Psychologist, 45(5), 669-696. Google scholar 

[109] Llorens, A., Tzovara, A., Bellier, L., Bhaya-Grossman, I., Bidet-Caulet, A., Chang, W. K., ... & 

Dronkers, N. F. (2021). Gender bias in academia: A lifetime problem that needs solutions. 

Neuron, 109(13), 2047-2074. Google scholar 

[110] Lazaridou, F., & Fernando, S. (2022). Deconstructing institutional racism and the social 

construction of whiteness: A strategy for professional competence training in culture and 

migration mental health. Transcultural Psychiatry, 59(2), 175-187. Google scholar 

[111] Flynn, E. (2013). Making human rights meaningful for people with disabilities: Advocacy, access 

to justice and equality before the law. The International Journal of Human Rights, 17(4), 491-

510. Google scholar 

[112] Jayashree, P., El Barachi, M., & Hamza, F. (2022). Practice of Sustainability Leadership: A 

Multi-Stakeholder Inclusive Framework. Sustainability, 14(10), 6346. Google scholar 

[113] Ahmad, M. I. (2006). Interpreting communities: Lawyering across language difference. UCLA 

L. Rev., 54 (1), 999. Google scholar 

[114] Chrobot-Mason, D., Hays-Thomas, R., & Wishik, H. (2008). Understanding and defusing 

resistance to diversity training and learning. Diversity resistance in organizations, 23-54. Google 

scholar 

[115] Harvey Wingfield, A. (2020). Where work has been, where it is going: Considering race, gender, 

and class in the neoliberal economy. Sociology of Race and Ethnicity, 6(2), 137-145. Google 

scholar 

[116] Bachmann, N., Tripathi, S., Brunner, M., & Jodlbauer, H. (2022). The contribution of data-driven 

technologies in achieving the sustainable development goals. Sustainability, 14(5), 2497. Google 

scholar 

[117] Pearcy, J. N., & Keppel, K. G. (2002). A summary measure of health disparity. Public health 

reports, 117(3), 273. Google scholar 

http://www.srinivaspublication.com/
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B101%5D%09Evans%2C+A.%2C+%26+Chun%2C+E.+%282007%29.+Coping+with+behavioral+and+organizational+barriers+to+diversity+in+the+workplace.+CUPA+HR+JOURNAL%2C+58%281%29%2C+12.&btnG=
file:///C:/Users/P.S%20AITHAL/Downloads/%5b1%5d%09Google%20scholar
file:///C:/Users/P.S%20AITHAL/Downloads/%5b1%5d%09Google%20scholar
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B103%5D%09Sweeting%2C+K.+D.+%282022%29.+Strategies+to+foster+engagement%2C+empathy%2C+equity%2C+and+ethics+in+public+service%3A+A+conceptual+model+for+public+and+nonprofit+administrators.+Public+Integrity%2C+24%284-5%29%2C+432-447.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B104%5D%09Srivastava%2C+M.%2C+Franklin%2C+A.%2C+%26+Martinette%2C+L.+%282013%29.+Building+a+sustainable+competitive+advantage.+Journal+of+technology+management+%26+innovation%2C+8%282%29%2C+47-60.&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B105%5D%09Thuesen%2C+F.+%282017%29.+Linguistic+barriers+and+bridges%3A+Constructing+social+capital+in+ethnically+diverse+low-skill+workplaces.+Work%2C+employment+and+society%2C+31%286%29%2C+937-953.&btnG=
file:///C:/Users/P.S%20AITHAL/Downloads/%5b1%5d%09Chrobot-Mason,%20D.,%20Hays-Thomas,%20R.,%20&%20Wishik,%20H.%20(2008).%20Understanding%20and%20defusing%20resistance%20to%20diversity%20training%20and%20learning.%20Diversity%20resistance%20in%20organizations,%2023-54
file:///C:/Users/P.S%20AITHAL/Downloads/%5b1%5d%09Chrobot-Mason,%20D.,%20Hays-Thomas,%20R.,%20&%20Wishik,%20H.%20(2008).%20Understanding%20and%20defusing%20resistance%20to%20diversity%20training%20and%20learning.%20Diversity%20resistance%20in%20organizations,%2023-54
file:///C:/Users/P.S%20AITHAL/Downloads/%5b107%5d%09Auster,%20E.%20R.,%20&%20Prasad,%20A.%20(2016).%20Why%20do%20women%20still%20not%20make%20it%20to%20the%20top%3f%20Dominant%20organizational%20ideologies%20and%20biases%20by%20promotion%20committees%20limit%20opportunities%20to%20destination%20positions.%20Sex%20Roles,%2075,%20177-196
file:///C:/Users/P.S%20AITHAL/Downloads/%5b1%5dAtkins,%20S.%20L.,%20Fitzpatrick,%20M.%20R.,%20Poolokasingham,%20G.,%20Lebeau,%20M.,%20&%20Spanierman,%20L.%20B.%20(2017).%20Make%20it%20personal:%20A%20qualitative%20investigation%20of%20White%20counselors’%20multicultural%20awareness%20development.%20The%20Counseling%20Psychologist,%2045(5),%20669-696.
file:///C:/Users/P.S%20AITHAL/Downloads/Llorens,%20A.,%20Tzovara,%20A.,%20Bellier,%20L.,%20Bhaya-Grossman,%20I.,%20Bidet-Caulet,%20A.,%20Chang,%20W.%20K.,%20...%20&%20Dronkers,%20N.%20F.%20(2021).%20Gender%20bias%20in%20academia:%20A%20lifetime%20problem%20that%20needs%20solutions.%20Neuron,%20109(13),%202047-2074
file:///C:/Users/P.S%20AITHAL/Downloads/Lazaridou,%20F.,%20&%20Fernando,%20S.%20(2022).%20Deconstructing%20institutional%20racism%20and%20the%20social%20construction%20of%20whiteness:%20A%20strategy%20for%20professional%20competence%20training%20in%20culture%20and%20migration%20mental%20health.%20Transcultural%20Psychiatry,%2059(2),%20175-187.
file:///C:/Users/P.S%20AITHAL/Downloads/Flynn,%20E.%20(2013).%20Making%20human%20rights%20meaningful%20for%20people%20with%20disabilities:%20Advocacy,%20access%20to%20justice%20and%20equality%20before%20the%20law.%20The%20International%20Journal%20of%20Human%20Rights,%2017(4),%20491-510
file:///C:/Users/P.S%20AITHAL/Downloads/Jayashree,%20P.,%20El%20Barachi,%20M.,%20&%20Hamza,%20F.%20(2022).%20Practice%20of%20Sustainability%20Leadership:%20A%20Multi-Stakeholder%20Inclusive%20Framework.%20Sustainability,%2014(10),%206346
file:///C:/Users/P.S%20AITHAL/Downloads/Ahmad,%20M.%20I.%20(2006).%20Interpreting%20communities:%20Lawyering%20across%20language%20difference.%20UCLA%20L.%20Rev.,%2054,%20999
file:///C:/Users/P.S%20AITHAL/Downloads/Chrobot-Mason,%20D.,%20Hays-Thomas,%20R.,%20&%20Wishik,%20H.%20(2008).%20Understanding%20and%20defusing%20resistance%20to%20diversity%20training%20and%20learning.%20Diversity%20resistance%20in%20organizations,%2023-54
file:///C:/Users/P.S%20AITHAL/Downloads/Chrobot-Mason,%20D.,%20Hays-Thomas,%20R.,%20&%20Wishik,%20H.%20(2008).%20Understanding%20and%20defusing%20resistance%20to%20diversity%20training%20and%20learning.%20Diversity%20resistance%20in%20organizations,%2023-54
file:///C:/Users/P.S%20AITHAL/Downloads/Harvey%20Wingfield,%20A.%20(2020).%20Where%20work%20has%20been,%20where%20it%20is%20going:%20Considering%20race,%20gender,%20and%20class%20in%20the%20neoliberal%20economy.%20Sociology%20of%20Race%20and%20Ethnicity,%206(2),%20137-145
file:///C:/Users/P.S%20AITHAL/Downloads/Harvey%20Wingfield,%20A.%20(2020).%20Where%20work%20has%20been,%20where%20it%20is%20going:%20Considering%20race,%20gender,%20and%20class%20in%20the%20neoliberal%20economy.%20Sociology%20of%20Race%20and%20Ethnicity,%206(2),%20137-145
file:///C:/Users/P.S%20AITHAL/Downloads/Bachmann,%20N.,%20Tripathi,%20S.,%20Brunner,%20M.,%20&%20Jodlbauer,%20H.%20(2022).%20The%20contribution%20of%20data-driven%20technologies%20in%20achieving%20the%20sustainable%20development%20goals.%20Sustainability,%2014(5),%202497
file:///C:/Users/P.S%20AITHAL/Downloads/Bachmann,%20N.,%20Tripathi,%20S.,%20Brunner,%20M.,%20&%20Jodlbauer,%20H.%20(2022).%20The%20contribution%20of%20data-driven%20technologies%20in%20achieving%20the%20sustainable%20development%20goals.%20Sustainability,%2014(5),%202497
file:///C:/Users/P.S%20AITHAL/Downloads/Bachmann,%20N.,%20Tripathi,%20S.,%20Brunner,%20M.,%20&%20Jodlbauer,%20H.%20(2022).%20The%20contribution%20of%20data-driven%20technologies%20in%20achieving%20the%20sustainable%20development%20goals.%20Sustainability,%2014(5),%202497


International Journal of Case Studies in Business, IT, and Education 

(IJCSBE), ISSN: 2581-6942, Vol. 7, No. 3, July 2023 
SRINIVAS 

PUBLICATION 

Lawren Maria Castelino, et al, (2023); www.srinivaspublication.com PAGE 89 

 

 

[118] Varghese, N., & Kumar, N. (2022). Feminism in advertising: irony or revolution? A critical 

review of femvertising. Feminist Media Studies, 22(2), 441-459. Google scholar 

[119] Newell, P., Srivastava, S., Naess, L. O., Torres Contreras, G. A., & Price, R. (2021). Toward 

transformative climate justice: An emerging research agenda. Wiley Interdisciplinary Reviews: 

Climate Change, 12(6), e733. Google scholar 

[120] Aithal, P. S. (2016). Study on ABCD analysis technique for business models, business strategies, 

operating concepts & business systems. International Journal in Management and Social 

Science, 4(1), 95-115. Google scholar 

[121]  Shenoy, V., & Aithal, P. S. (2017). Quantitative ABCD Analysis of IEDRA Model of Placement 

Determination. International Journal of Case Studies in Business, IT and Education (IJCSBE), 

1(2), 103-113. Google scholar 

[122] Aithal, P. S. (2017). ABCD Analysis as Research Methodology in Company Case Studies. 

International Journal of Management, Technology, and Social Sciences (IJMTS), 2(2), 40-54 

Google scholar 

[123] Frederick, D. P., & Bhat, G. (2022). Quantitative ABCD Analysis of Online Food Delivery 

Services. International Journal of Case Studies in Business, IT and Education (IJCSBE), 6(1), 

76-92 Google scholar 

[124] Shenoy, S. S., & Shailashri, V. T. (2022). An Analysis of Indian Pharmaceutical Sector using 

ABCD Framework. International Journal of Case Studies in Business, IT and Education 

(IJCSBE), 6(1), 1-13. Google scholar 

[125] Aithal, P. S., Shailashree, V., & Kumar, P. M. (2016). ABCD analysis of Stage Model in Higher 

Education. International Journal of Management, IT and Engineering, 6(1), 11-24. Google 

scholar 

 

******* 

http://www.srinivaspublication.com/
file:///C:/Users/P.S%20AITHAL/Downloads/%5b118%5d%09Varghese,%20N.,%20&%20Kumar,%20N.%20(2022).%20Feminism%20in%20advertising:%20irony%20or%20revolution%3f%20A%20critical%20review%20of%20femvertising.%20Feminist%20Media%20Studies,%2022(2),%20441-459
file:///C:/Users/P.S%20AITHAL/Downloads/%5b118%5d%09Varghese,%20N.,%20&%20Kumar,%20N.%20(2022).%20Feminism%20in%20advertising:%20irony%20or%20revolution%3f%20A%20critical%20review%20of%20femvertising.%20Feminist%20Media%20Studies,%2022(2),%20441-459
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B120%5D%09Aithal%2C+P.+S.+%282016%29.+Study+on+ABCD+analysis+technique+for+business+models%2C+business+strategies%2C+operating+concepts+%26+business+systems.+International+Journal+in+Management+and+Social+Science%2C+4%281%29%2C+95-115&btnG=
file:///C:/Users/P.S%20AITHAL/Downloads/Shenoy,%20V.,%20&%20Aithal,%20P.%20S.%20(2017).%20Quantitative%20ABCD%20Analysis%20of%20IEDRA%20Model%20of%20Placement%20Determination.%20International%20Journal%20of%20Case%20Studies%20in%20Business,%20IT%20and%20Education%20(IJCSBE),%201(2),%20103-113
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B120%5D+Aithal%2C+P.+S.+%282016%29.+Study+on+ABCD+analysis+technique+for+business+models%2C+business+strategies%2C+operating+concepts+%26+business+systems.+International+Journal+in+Management+and+Social+Science%2C+4%281%29%2C+95-115&btnG=
file:///C:/Users/P.S%20AITHAL/Downloads/%5b123%5d%09Frederick,%20D.%20P.,%20&%20Bhat,%20G.%20(2022).%20Quantitative%20ABCD%20Analysis%20of%20Online%20Food%20Delivery%20Services.%20International%20Journal%20of%20Case%20Studies%20in%20Business,%20IT%20and%20Education%20(IJCSBE),%206(1),%2076-92
file:///C:/Users/P.S%20AITHAL/Downloads/%5b123%5d%09Frederick,%20D.%20P.,%20&%20Bhat,%20G.%20(2022).%20Quantitative%20ABCD%20Analysis%20of%20Online%20Food%20Delivery%20Services.%20International%20Journal%20of%20Case%20Studies%20in%20Business,%20IT%20and%20Education%20(IJCSBE),%206(1),%2076-92
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B125%5D%09Aithal%2C+P.+S.%2C+Shailashree%2C+V.%2C+%26+Kumar%2C+P.+M.+%282016%29.+ABCD+analysis+of+Stage+Model+in+Higher+Education.+International+Journal+of+Management%2C+IT+and+Engineering%2C+6%281%29%2C+11-24&btnG=
https://scholar.google.com/scholar?hl=en&as_sdt=0%2C5&q=%5B125%5D%09Aithal%2C+P.+S.%2C+Shailashree%2C+V.%2C+%26+Kumar%2C+P.+M.+%282016%29.+ABCD+analysis+of+Stage+Model+in+Higher+Education.+International+Journal+of+Management%2C+IT+and+Engineering%2C+6%281%29%2C+11-24&btnG=

