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ABSTRACT
African Americans can become discontented with their jobs and even consider resigning due to
workplace anxiety. This quantitative study among African American business professionals in
the U.S. highlighted the critical factors that foster positive working environments and
organizational equity for African American professionals. The researcher focused on increasing
an organization's effectiveness through managing diversity, allowing employees to feel
inclusivity, and being part of a team. As a result, there will be happier, satisfied, and committed
workers, thereby increasing the level of knowledge in the workforce while reducing expenses.
This study analyzed conflict management, cultural diversity, marginalized employee emotions,
teamwork, and attitudes to determine the effects of diversity management on organizational
effectiveness. The Delphi method was used to survey participants and collect data to find themes.
Based on the findings, conflict, feelings of marginalization, and cultural diversity can influence
diversity management and effective teamwork, which is equally essential to the success of an
organization. Among other things, managers can prioritize diversity management for successful
implementation in varied workforces. Employers, managers, and human resources professionals
should consider a positive social change to help overcome workplace stress among African
American workers. Leaders in organizations can accommodate African American professionals
in advancing their careers by promoting workplace inclusion, diversity, and advocacy. The study
could assist organizations in addressing the need for social change so that African American
professionals can have opportunities to enter into leadership roles.
Keywords: diversity, inclusion, diversity management, teamwork, organizational

effectiveness



Chapter 1: Introduction

As aresult of globalization, also known as global economic integration, has
transformed the world into a global village, the workplace is becoming more diverse than ever
(van Niekerk, 2020). Workplace diversity includes ethnic, cultural, national, and corporate
cultures (Inegbedion et al., 2020). People, groups, regions, and countries are more interconnected
than ever before because of globalization (Smith et al., 2020). According to Mayasari and
Chandra (2020), to create a global community, there has been a rise in the number of people
from many locations who share clothing, cuisine, music, information, and ideas through various
means. Considering the increasing complexity and ambiguity of modern organizations, as well as
the enormous pressure brought on by fierce competition, it is essential to develop a global culture
that can inspire and attract employees from all over the world, allowing them to work for any
organization they choose (Smith et al., 2020).

Understanding the dimensions of diversity makes it possible to determine which aspects
of diversity have the most significant effect on employee behavior at work (Bouncken & Aslam,
2019). To improve diversity management, policymakers, particularly strategic company
managers, must be aware of the key characteristics and their effects (Fine et al., 2020). The
personality category encompasses a person's likes and dislikes, values, and beliefs (Hjerm et al.,
2020). Internal dimensions consist of those facets of diversity that cannot be controlled by the
individual and are the focus of numerous diversity initiatives. Organizational dimensions include
those aspects of diversity that the organization can control, whereas external dimensions include
those that an individual cannot control (Meyers et al., 2020).

Leslie (2019) asserts that the external dimensions of diversity significantly impact issues

such as preferential treatment and opportunities for advancement or promotion. People from



various backgrounds bring distinctive qualities to the workplace regardless of their classification.
Among the characteristics are personality, gender, race, age, ethnicity, and religion. Past
scholarly research indicated that the impact of diversity management on organizational success
has never been evaluated (Ng & Sears, 2020). Diversity in the workplace significantly impacts
organizational efficiency, which is fundamental to a company's competitiveness in today's
economy (Anwar & Abdullah, 2021). This fact highlights the significance of this study.

As a result of demographic shifts, the number of people from diverse backgrounds
employed in the U.S. is likely to increase in the coming years (Lee & Kim, 2020). Consequently,
human service organizations face transforming diversity into beneficial outcomes. Furthermore,
diversity in the workplace can have both positive and negative implications. For example, a
recent meta-analysis and literature review on the advantages of worker diversity in Health
Service Organizations includes enhanced workplace commitment, retention, innovation, and
creativity (Brimhall, 2019). Additionally, a high degree of worker diversity has been associated
with increased intergroup conflict and more significant employee turnover (Akhlaghimofrad &
Farmanesh, 2021). Leaders and managers in human services need to discover methods to
capitalize on diversity to improve the quality of treatment (Shore et al., 2018).

An inclusive workplace can increase diversity (Shore et al., 2018). An inclusive
workplace is one in which all employees, no matter who they are or what they do, are equally
supported and engaged in all workplace elements. Shore et al. (2018) further note that there are
many various genders, ethnicities, nations, and sexual orientations and identities that live in a
diverse but not inclusive society. Only a small group's ideas are valued or have authority or

influence in this environment. Creating an inclusive workplace may foster creativity and improve



service delivery. The proposed study will assess different routes to understand better how the
climate for inclusion affects the quality of treatment and job satisfaction in an organization.

Workplace employee behavior has been studied concerning various forms of
discrimination, social identity, and stereotype threats (Leslie, 2019; Manzi et al., 2019). When
employees work well together and uphold the most fundamental rules of decency and respect for
one another, employee morale, productivity, and customer service are at their highest levels (Xu
et al., 2022). Unfortunately, this is not always the case when employees engage in improper and
disruptive actions (Leslie, 2019; Manzi et al., 2019). If workplace well-being concerns African
American employees, the findings may motivate company leaders to devote attention and
resources to ensure these employees experience a positive environment. This chapter includes
the introduction, study background, problem statement, purpose of the study, research questions,
conceptual framework, significance of the study, assumptions, limitations, definitions of terms,
and a summary.
Background Context

African Americans are more affected by employment and occupational stress than their
White counterparts (Assari & Bazargan, 2019). There may be more significant connections
between health, personal resources, and working conditions for African Americans due to the
higher incidence of diabetes, hypertension, and health risk behavior problems among African
Americans (Assari, 2018). African American men are more prone than their Caucasian
counterparts to suffer from various chronic conditions, including hypertension and many
malignancies (Marin, 2019). Due to the high prevalence of occupational stress among African
Americans and the association between occupational anxiety and stress-related disorders,

occupational stress among African Americans is a problem requiring attention (Gilmore, 2021).



As a result of the potential benefits of diversity, the organizational literature has moved
its emphasis from diversity management to inclusion (Jonsen et al., 2021; Teo et al., 2020). It is
essential to examine how employees feel free to express their authentic selves at work (Jonsen et
al., 2021). Employee inclusion is measured by how much employees respect and feel included in
their work environment (Teo et al., 2020). In building a more diverse workforce, diversity
management relates to an organization's hiring, training, and mentoring practices (Moon &
Christensen, 2020). Inclusion management refers to corporate rulemaking and policy-making
that recognizes and develops each employee's unique abilities while ensuring that they are
involved in all official and informal areas of the business (Westman et al., 2020). A growing
body of research (Jonsen et al., 2021; Teo et al., 2020) indicates that fostering an inclusive
workplace, particularly among diverse organizational groups, results in positive outcomes such
as increased job satisfaction and retention (Li et al., 2019) as well as decreased conflict, (Teo et
al., 2020) intention to leave the organization, trust, well-being, and innovation, and decreased
organizational turnover (Li et al., 2019).

Creating an inclusive environment is the capacity of a company to make each employee
feel valued and regarded as an integral component of the group or business (Teo et al., 2020).
Following Teo et al. (2020), the organizational context of workforce heterogeneity for the
proposed study was defined as the mix of individual and group-level diversity attributes.
Previous research demonstrated the significance of these traits. Various studies indicated that
fostering an inclusive workplace, particularly among diverse organizational groups, results in
positive outcomes such as increased job satisfaction and retention (Brimhall, 2019; Li et al.,

2019).



It has been demonstrated that the presence of African American professionals in the
workplace helps businesses utilize diversity. However, whether this contributes to improved
healthcare quality for all (Brewer, 1991; Piatt et al., 2019), social identity and optimal
distinctiveness can be ascribed to a happy work environment. According to social identity
theory, group members who feel valued and essential are more inclined to identify with the
group (Charness & Chen, 2020). Individuals may trust and accept one another when recognizing
their shared interests and experiences. Inclusion and acceptance feelings are correlated
positively. Inclusion is not contingent merely on a member's opinion that the organization shares
common qualities but is acknowledged for one's unique contributions to the organization (Teo et
al., 2020). According to optimal uniqueness, individuals strive to balance appreciating their
differences and their sense of similarity to other organizations’ members (Chung et al., 2020).
An inclusive workplace is one in which people are valued as group members and distinct
individuals with abilities and characteristics. When employees feel connected to the
organization, morale and job performance are enhanced (Indradevi, 2020).

Critical race theory (CRT) has also been emphasized with workplace diversity. CRT
motivates the socioeconomic problem of organizational support and other resource inequities
that African American professionals experience vis-a-vis their White counterparts, ceteris
paribus. It does not encourage the qualitative data to be collected with which the research, as
mentioned earlier, questions were to be addressed. The proposed study was not focused on
determining that there is institutionalized racial bias in the U.S. That said, CRT is not focused on
diversity and inclusion; it is a technique for exploring the role of race and racism in a society that
originated in law school and has since spread to other fields of study (Poole et al., 2021). Rather

than being characterized in a fixed and limited fashion, CRT is viewed as a dynamic and ever-



changing activity. It examines how institutionalized racism and the social construction of race
produce a racial caste system that maintains the lowest ranks for people of color (Poole et al.,
2021). CRT is aware of the connections between race and other identities, including sexual
orientation, gender identity, and others. The CRT recognizes that racism still exists today and
acknowledges that a nation's social fabric is still shaped by the legacy of slavery, segregation,
and the imposition of second-class citizenship on African Americans and other people of color
(Solérzano & Huber, 2020).

Historically, African Americans have had limited employment prospects in the U.S.
(Bleich et al., 2019). It is generally acknowledged that employment disparity gained popularity
following the Civil Rights Movement when federal regulations were enacted to combat a culture
of inequality in the U.S. and the workforce (Elzweig, 2021). Since President Kennedy formed the
Committee on Equal Employment Opportunity, scholars have concentrated on the recruitment
process to eradicate racial discrimination in the hiring and employment processes (Shannon &
Hunter, 2020). Conversely, employment practices, such as employee culture and promotion,
should be more studied. No systematic research has been conducted on African American
employees' specific qualities and attitudes that may be associated with work-related stress and
health decline. This is a considerable knowledge gap. As a result, workplace stress is
challenging, and well-being among African American business employees is critical in the U.S.
The proposed study addressed this knowledge gap, at least in part, by addressing the essential
factors associated with the career advancement of African American professionals into senior

management positions.



Problem Statement

After years of job growth, the unemployment rate in the U.S. has dropped to its lowest
level (Paul & Hamilton, 2018). Despite this, African American workers have great difficulty
getting employment and achieving well-being, let alone one that pays well (Spalter-Roth, 2018).
Increasing job insecurity and declining salaries contribute to the nation's persistently rising
unemployment rate (Paul & Hamilton, 2018). Frequently, workplace segregation results in lower
wages for African Americans than Whites, and segmented labor markets make it more difficult
for Black people to obtain steady, well-paying employment and a positive work environment
(Spalter-Roth, 2018). According to Spalter-Roth (2018), these persistent salary gaps result from
systemic obstacles to quality employment, such as overt discrimination against African
American workers. Even though African American workers and their families have more
employment opportunities and jobs overall, they continue to experience poor labor market
results, including more unemployment and fewer excellent positions. However, organizations
can create a culture of belonging by practicing diversity, equity, and inclusion (DEI; Ormand et
al., 2022). DEI may facilitate the development of a sense of community or belonging that allows
businesses to maximize opportunities for all employees (Witwer, 2021).

African Americans are commonly affected by overwhelming work-related stress (Fine et
al., 2020). Numerous factors, such as organizational fit, workplace discrimination, and diversity,
can contribute to job dissatisfaction and elevated stress levels. African Americans, Hispanic
Americans, and Asian Americans are more likely than Whites to leave their jobs annually (Paul
& Hamilton, 2018). Multiple studies have revealed that African American educators are less
likely than their White counterparts to report high levels of school enrollment, racial stress, and

racial socialization (Banerjee et al., 2018).



Stress and job satisfaction vary by age and gender, but little research has focused on the
experiences of African Americans in the workplace. Life satisfaction is influenced by numerous
factors, including stress and workplace discrimination, among others (Banerjee et al., 2018; Fine
et al., 2020). According to Abdulkhaliq and Mohammadali (2019), African American men
experienced stress at work due to racial bias creating a hostile environment to work in. The
effects of occupational stress on African Americans in management, general employment, and
education have all been investigated. The influence of workplace stress on the well-being of
African American corporate employees has been researched for the first time, indicating an
increased risk of stress among this population in the workforce (Banerjee et al., 2018; Fine et al.,
2020; Paul & Hamilton, 2018).

Possessing a distinct identity and a robust feeling of community enhances an individual's
sense of belonging (Allen et al., 2021). Uniqueness can improve group performance when
accepted into a group and cherished for its exceptional quality. For instance, workers older than
their peers may have substantial business and industry knowledge that may be shared with the
group. To ensure the firm's success, the senior employee must be regarded as an insider with
access to vital information. According to the literature on diversity, it is advantageous to have
both a sense of community and a sense of individuality (Goering et al., 2022). Visible minority
members have solid networks and a sense of belonging; for instance, they are more optimistic
about their futures. It is simpler to strike a balance between individualism and a sense of
community when team members are encouraged to regard diversity as a strength. Integration-
and-learning workgroups generate high-quality analyses, foster cross-organizational

collaboration, and provide opportunities for group members to grow their skills (Barber, 2020).



Conversely, exclusion results from a loss of identity and a lack of belonging (Cruz et al.,
2022). People in different departments or groups are regarded as company insiders, yet the
individual is not a vital team member. Negating the need to belong can harm employees'
cognition, emotion, behavior, and health. In contrast, workplace exclusion, coworker rejection,
and supervisor disapproval had a detrimental effect on men's perceptions of work and mental
health. The argument made through CRT recognizes this workplace exclusion and argues that
racism is a more commonly unintended (though sometimes predictable) consequence of actions
than the result of isolated, unreasonably awful deeds committed by individuals (Poole et al.,
2021). The terminology used to characterize beliefs, policies, or actions is shown as a frequent
method of hiding racism. CRT makes it possible to theorize, study, and combat the hidden and
explicit influences of race and racism on social structures, practices, and discourses (Christian et
al., 2019). According to the CRT, studies that fail to account for racial disparities are not neutral
but promote existing racial inequalities. This way of evaluating racial dynamics in society is
handy for civil rights lawyers. Despite the current attacks against CRT, any civil rights attorney
serious about tackling racial inequality in the U.S. must be familiar with the theory and its core
concepts (Christian et al., 2019; Poole et al., 2021).

These elements contribute to their lack of influence on the senior management team and
the increasing market recognition of their exceptional human capital (Cruz et al., 2022; Fine et
al., 2020; Settles et al., 2021). According to these findings, it is vital to consider a person's
uniqueness as well as their sense of belonging while investigating the critical factors for fostering
a positive workplace for African American professionals (Cruz et al., 2022; Fine et al., 2020;

Settles et al., 2021).
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Purpose Statement

Critical factors influencing group cohesiveness, thus creating a positive working
environment for African American Professionals, are group size, member similarity, group
success, entry challenges, external competition, and threats (Ghosh et al., 2019). The proposed
study will examine the critical factors and how organizations can facilitate the success of a
group, thus creating cohesiveness and the workplace well-being of African American corporate
employees. Workplace well-being includes the quality and safety of the physical environment,
employee attitudes toward their jobs, working settings, the culture at work, and work structure
(Faez et al., 2021). Effective diversity management in a global corporate culture allows anyone,
regardless of location, to join any business (Asatiani et al., 2021). In essence, the proposed study
will help to understand what African American professionals who have achieved senior

management positions in their respective professions perceive to be “best practices” for

facilitating the advancement of African American professionals at earlier stages of their careers.

However, the proposed study will further identify contingencies across study participants to
develop a contingency theory of practices (versus simply reporting a gamut of so-called “best”

practices). The contingencies are discussed in the theory and related sampling method
discussions.
Research Questions
The research study addressed the following research questions:
e RQI1: What critical factors have facilitated the advancement of African American
professionals to senior management positions?
e RQ2: Can a theoretical model be developed for the critical factors that facilitate the

advancement of African American professionals to senior management positions?
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Theoretical Framework

This study investigated the critical factors for creating positive workplace cohesion and
the possible theoretical models that can ignite organizational equity for African American
professionals. Additionally, the research examined these factors of developing a productive
workplace and fostering employee harmony using a framework of appreciative inquiry (Al)
theory. The Al theory was deemed more appropriate than CRT as the former informs a survey

and interview questions aligned with the study’s purpose and research questions. In recent years,

Al has evolved from its origins in organizational management and development into a technique
widely used and accepted by facilitators and engagement professionals (He & Oxendine, 2019).
The phrase "deficit-based" systems change is used to define the emphasis of Al on developing
good ideas instead of identifying issues that need to be addressed. Al can be understood as using
group debate and inquiry to generate positive thoughts that would otherwise be obscured by
negative, albeit subtle, societal biases (Hodgson et al., 2022).

Developing the interview questions occurred through a modified Delphi design with
open-and closed-ended questions motivated by a theoretical framework. The theories included in
the framework were briefly introduced in this chapter and thoroughly explicated in Chapter 2.
Appreciative Inquiry Theory

Al theory will inform the nature of the questions to be asked during qualitative data
collection but not the content per se. Al theory has evolved from its origins in organizational
management and development into a widely used and accepted technique by facilitators and
engagement professionals (Cooperrider & Fry, 2020; He & Oxendine, 2019). Upon initial
development of the theory, Cooperrider and Fry (2020) proposed the Discover, Dream, Design,

and Destiny model, which heralded a five-stage design and inquiry focused on implementing and
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appreciating team development. As an expansion of the theory, the phrase “deficit-based”

systems change is often used to define the emphasis of Al on developing good ideas instead of
identifying issues that need to be addressed (Garrett, 2022). Participants undergo a sequence of
questions and dialogues designed to reveal their team's strengths, advantages, and potential
(Hodgson et al., 2022). The participants then collaborate to develop and implement new
improvement ideas.

A social-constructivist theory that asserts human development is fundamentally a social
process and that social and cultural interactions, relationships, and dialogues construct
knowledge about how people understand, interpret, and experience the world, as well as how
they organize to achieve their goals as individuals and organizations (Zajda, 2022). Alternately,
suppose a person's social or cultural conditions influence how they view the world and other
people's problems, difficulties, thoughts, and opportunities. In that case, these things will become
visible and, consequently, susceptible to change. People with a certain level of social privileges,
such as wealth or belonging to a racial majority, may be more likely to believe that social
problems are caused by the actions of the underprivileged or members of minority racial or
ethnic groups, as opposed to systems that favor some and disadvantage others, such as the
wealthy and those of a particular race or ethnicity (Blacksher & Valles, 2021). Consequently, Al
can be understood as using group debate and inquiry to generate positive ideas that would
otherwise be obscured by negative, albeit subtle, societal biases (Hodgson et al., 2022). Thus, the
good socially manufactured concepts that emerge and evolve because of Al counterbalance the
adverse socially constructed problems. Indeed, Al is a widely applicable theory that informs the
development of survey and interview questions focused on growth and positivity in response to

social biases (He & Oxendine, 2019).
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Optimal Distinctiveness Theory

Optimal Distinctiveness Theory (ODT) was used to develop the open-ended questions,
which allowed for qualitative data to be collected in tandem with the two research questions.
Inclusion refers to the degree to which a person feels valued at work by receiving treatment that
satisfies their needs for distinctiveness and belonging (Emirza, 2022). This definition of
inclusion, unlike others, is grounded in ODT and emphasizes belonging and difference. In the
literature on diversity and inclusion, themes of belonging and individuality coexist, but the
necessity for a balance between these two traits has yet to be investigated.

In diverse literature, the significance of identification in establishing both in and out-
groups has been intensively researched (Sassonko, 2020; Seering et al., 2018). According to the
literature on diversity, the basis of social category identification is a symbolic commitment to the
group (Sassonko, 2020). As a result of their shared membership in the group, members develop
emotional ties with one another. Identity has both a social and an individual component,
requiring the individual to define him or herself as an individual. Social identities inhibit
individuation because they permit individuals to incorporate group features into their self-
concepts (Seering et al., 2018). ODT exemplifies the tension between the desire for individuality
and self-expression and the desire to be accepted by others and feel like a group (Sassonko,
2020). This desire for belonging is a need to build and sustain strong, secure interpersonal
relationships (Sassonko, 2020). Sassonko (2020) asserted that people acquire social identities
with groups and want to be accepted into those organizations to satisfy this need.

ODT represents the tension between the desire for individuality and self-expression, the
passion for being accepted by others, and feeling like a group (Sassonko, 2020). To achieve a

balance between these two objectives, people attempt to join as many groups as they can
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(Seering et al., 2018). This desire for belonging is a need to build and sustain strong, secure
interpersonal relationships. Sassonko (2020) asserted that people acquire social identities with
groups and want to be accepted into those organizations to satisfy this need. Furthermore, they
note that isolation can result from having a solid sense of self, but acceptance and the importance
of belonging it fosters help avoid it.

Being a member of a group has numerous advantages. Favoritism and favorable
characteristics are shown in one's social group members (Pavez et al., 2021). The group
members' dedication to one another, capacity to collaborate, and dependability all contribute to
the group's feeling of safety. Individuality, or the desire to maintain a distinct and unique sense
of self, cannot be realized if group members are perceived as too similar (Abosag et al., 2020). In
this way, they note that people frequently make parallels between themselves and other social
group members due to the desire to stand out. According to Abosag et al. (2020), people choose
to identify with a group that simultaneously satisfies their need to belong and want to stand out.
Although ODT testing indicates that in some instances, just one condition is necessary, both
requirements are crucial. Therefore, the significance of a person’s demand for uniqueness or a
sense of community will change depending on the circumstances. A specific social identity may
become more apparent when a particular environmental scenario provokes one of these requests.
When an African American is the sole member of a team of Caucasians, her ideas are rejected
publicly. She attributes the rejection to her color, and the need for belonging may grow (Way et
al., 2022).

Significance of the Study
The study aimed to identify the critical factors for fostering a supportive work

environment for African American professionals while showing how diversity management
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improves organizational effectiveness and team cohesion. This study is relevant because it will
help corporate employers, executives, supervisors, and human resource experts understand the
relationship between workplace stress and workplace well-being among African American
professionals in the U.S. This information will assist them in determining whether a workforce
has a stress-related issue. The findings can influence company leaders to invest more resources
to minimize workplace stress, creating a positive workplace.

Due to increased ethnic and gender diversity brought on by globalization, companies

must learn how to deal with cultural variations and employees ’diverse attitudes toward work.

Managing employees in a diverse workplace presents possibilities and challenges as the
workforce gets more varied (Tamers et al., 2020). Taking advantage of shifts in the labor force
and the market can provide a competitive advantage. Managing employees with different values

and views and escaping accountability is challenging when management mishandles unique

work conditions (Meneses, 2021). In addition, this study’s findings would impact future research

in this field, expanding knowledge on the subject. In addition to psychology, numerous other
professions, such as counseling, public policy and administration, and business administration,

can benefit from the study’s findings. The study’s findings would be helpful to the Center for

International Private Enterprise, the National Human Resources Association, and other agencies
and organizations. This study was essential for a better understanding of business diversity in
America, as women of color are considered minorities in the workforce, and men hold many of
the leadership roles.

The contributions of African American women to the American economy are highly
beneficial. Despite their education, women of color may experience isolation in the business

sector due to a lack of support (Criscuolo et al., 2021; Norwood, 2020). Business advantages
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such as access to a broad talent pool, the adoption of new competencies, and increased returns

are forfeited by organizational leaders who place barriers in the way of the inclusion of the

population. Due to the country’s current employment restrictions, few African American women

are in senior positions, making it difficult to abolish racial and gender discrimination that
breaches industrial ethics (Norwood, 2020). The findings aim to increase awareness and
encourage businesses and legislators that they must change to effect societal change. This can be
altered, as women of color are underrepresented in leadership positions and have fewer job
opportunities.

When hiring individuals of diversity, employers have access to a bigger pool of qualified
candidates (Duchek et al., 2020; Ely & Thomas, 2020). As the number of job applications
increases, so does the possibility of filling positions requiring highly trained employees.
Consequently, businesses that employ women and minorities have a market edge. Hiring
individuals from diverse cultural backgrounds helps companies comprehend worldwide
customers' preferences. Analyzing demographic marketplaces can give firms valuable
information and feedback about their products and services (Ely & Thomas, 2020). Therefore,
firms that value variety are more likely to acquire new clients. It is possible to generate fresh
concepts by bringing together individuals from diverse backgrounds. One can approach a
problem or topic from various perspectives, resulting in more possibilities. Regardless of race,
age, or gender, every individual has a unique viewpoint on the world around them. The exchange

of experiences fosters the growth of creativity. If the management wants to maximize a team’s

performance, it is essential to have members with diverse backgrounds and experiences (Duchek

et al., 2020). Groupthink can be avoided by incorporating a variety of perspectives.



17

Assumptions of the Study

The study was anticipated to be accurate given the research design, delimitations, data-
gathering method, and interpretive analysis employed. Researchers and other study participants
made assumptions about potential affecting factors (Wolgemuth et al., 2018). When this research
was conducted, there was a growth in the number of underrepresented people in the workforce,
and fewer barriers to progress were anticipated. Thus this research could benefit a similar
population of African Americans engaged in corporate America. There were observations on
aspiring and established leaders as they reflected on prior contacts with the phenomenon and
conducted interviews based on the assumption that respondents would deliver accurate
comments without coercion. The findings of this study could have a positive effect on society if
corporate leaders devote more time and resources to assisting African American workers in
coping with workplace stress and creating a positive working environment.
Limitations of the Study

Due to unintentional decisions made during the study’s development, its limits are

difficult to control and may compromise validity (Roth, 2019). Since the researcher is the
instrument of the study, erroneous interpretations of the research findings account for many
restrictions (Busetto et al., 2020). To ensure the credibility and success of the study, the
researcher must refrain from disclosing personal biases throughout interviews and observations.
Due to the wide variety of vocations and career levels of participants who had experienced the
phenomenon, the study was limited to a small number of African American Professionals in
several industries.

This study had several limitations. Participation by a small number of African American

male and female corporate employees who work for autonomous legal entities owned by
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shareholders, such as private sector corporations that support the U.S. government, may have
limited the generalizability of the findings. There may have been difficulties in extrapolating the
findings to all African American business personnel or the entire U.S. Another constraint
involved bias-related challenges, including social desirability bias and inattention. As validity
threats, inattention and social desirability reactions were troublesome.

Definitions of Terms

o African Americans are individuals descended from any of Africa’s Black racial

groups (Parra et al., 2001).

o African American corporate employees: African Americans are employed by a
separate legal entity owned by shareholders, such as a business that supports the
federal government of the U.S. (Parra et al., 2001).

e Occupational segregation: Occupational segregation is the overrepresentation of a
given demographic group in a particular job or work. The research indicates that
gender-based occupational segregation is more a result of presumptions about the
types of labor for which different genders are most suited than an adequate
distribution of intrinsic aptitude (Bene & McNeilly, 2020).

e Diversity: Refers to variations in many characteristics that make up an individual,
including age, gender, race, marital status, ethnicity, religion, education, and a host of
other secondary features (Piatt et al., 2019).

e JWorkplace stress: A person's adverse reaction to pressure or other obligations at
work.

e Well-being: Abroad term that encompasses a variety of factors, such as the physical

workplace itself, employee attitudes toward their jobs and workspaces, the company's
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culture, and the day's schedule. "job contentment” is frequently used to refer to
workplace satisfaction (Bonilla-Silva, 2019).

Racism: Discrimination based on an individual's or group's phenotypic characteristics
or membership in an ethnic group (Sukalova & Ceniga, 2020).

Stereotypes Threats: 1t refers to the unpleasant psychological response to
encountering preconceived notions about a person's race, ethnicity, gender, sexual
orientation, or social position.

Barriers: Barriers are policies, laws, rules, institutions, and limitations that present a
challenge and make it difficult for persons to advance or gain access to specific
areas—workplace barriers, impediments, or difficulties that impede the advancement
of employees. As a result, the performance of impacted individuals will change
because of the obstacles they face when engaging in activities. The study defines
barriers as constraints to advancing African American professionals in the workplace.
It identifies them as pervasive, even though these professionals may be qualified for

employment opportunities and promotions (Day¢, 2018).

Chapter Summary

In the U.S., employees of African descent face numerous obstacles, many of which date
back decades (Grzanka et al., 2019). Recent studies demonstrate that inequality permeates the
current capitalist culture. Numerous academics believe that the social and racial history of the
U.S. is to blame for the current problems. Businesses must overcome formidable obstacles to
make significant strides in their respective industries. To achieve equity for African American
workers in the private sector, numerous obstacles must be overcome, including geographic

location, industry, type of job, day-to-day concerns at work, and cultural concerns.
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APPENDIX B

IRB Approval Notice

Pepperdine University

24255 Pacific Coast Highway
Malibu, CA 90263

TEL: 310-506-4000

NOTICE OF APPROVAL FOR HUMAN RESEARCH
Date: February 28, 2023
Protocol Investigator Name: Michael Fountain
Protocol #: 22-09-1951
Project Title: Critical Factors for Senior Management to Foster Positive Workplace Cohesion for African American Professionals
School: Graduate School of Education and Psychology
Dear Michael Fountain:

Thank you for submitting your application for exempt review to Pepperdine University's Institutional Review Board (IRB). We appreciate the work you have done on your
proposal. The IRB has reviewed your submitted IRB application and all ancillary materials. Upon review, the IRB has determined that the above entitled project meets the
requirements for exemption under the federal regulations 45 CFR 46.101 that govern the protections of human subjects.

Your research must be conducted according to the proposal that was submitted to the IRB. If changes to the approved protocol occur, a revised protocol must be reviewed
and approved by the IRB before implementation. For any proposed changes in your research protocol, please submit an amendment to the IRB. Since your study falls
under exemption, there is no requirement for continuing IRB review of your project. Please be aware that changes to your protocol may prevent the research from
qualifying for exemption from 45 CFR 46.101 and require submission of a new IRB application or other materials to the IRB.

A goal of the IRB is to prevent negative occurrences during any research study. However, despite the best intent, unforeseen circumstances or events may arise during the
research. If an unexpected situation or adverse event happens during your investigation, please notify the IRB as soon as possible. We will ask for a complete written
explanation of the event and your written response. Other actions also may be required depending on the nature of the event. Details regarding the timeframe in which
adverse events must be reported to the IRB and documenting the adverse event can be found in the Pepperdine University Protection of Human Participants in
Research: Policies and Procedures Manual at community.pepperdine.edu/irb.

Please refer to the protocol number denoted above in all communication or correspondence related to your application and this approval. Should you have additional
questions or require clarification of the contents of this letter, please contact the IRB Office. On behalf of the IRB, I wish you success in this scholarly pursuit.
Sincerely,

Judy Ho, Ph.D., IRB Chair

cc: Mrs. Katy Carr, Assistant Provost for Research



174

APPENDIX C

Recruiting Email

PEPPERDINE

-UNIVERSITY -
Dear [Name],

My name is Michael Fountain, and I am a doctoral student in the Graduate School of Education
and Psychology at Pepperdine University. I am conducting a research study to identify the
critical factors for fostering a supportive work environment for African American professionals
while also showing how diversity management improves organizational effectiveness and team
cohesion and you are invited to participate in the study.

If you agree, you are invited to participate by completing a survey over the course of 3 distinct
cycles that will have you answering questions and reviewing other participants ’anonymous
responses to these same questions. The survey is anticipated to take no more than 30 minutes for
each cycle. Participation in this study is voluntary. Your identity as a participant will remain
confidential during and after the study. Confidentiality will be maintained using a series of
security measures, including password-protected email communication using university firewall
protections, deidentification of data using pseudonyms as well as compartmentalization of the
various data elements, and keeping all information separate. If you have questions or would like
to participate, please contact me via email or phone.

Thank you for your participation,
Michael Fountain

Pepperdine University| Graduate School of Education and Psychology
Doctoral Candidate
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APPENDIX D

IRB Informed Consent Form

PEPPERDINE UNIVERSITY

‘ INFORMED CONSENT FOR PARTICIPANT IN RESEARCH ACTIVITIES

IRB #: 22-09-1951

Formal Study Title: CRITICAL FACTORS FOR SENIOR MANAGEMENT TO CREATE
POSITIVE WORKPLACE COHESION FOR AFRICAN AMERICAN PROFESSIONALS

Authorized Study Personnel:
Principal Investigator: Michael Fountain

Key Information:
If you agree to participate in this study, the project will involve:
M (Males and Females) between the ages of (18-90)

M Procedures will include (Contacting participants using the recruitment script, informed
consent, data collection via questionnaire, analysis of data, and documentation of
findings)

The completion of the questionnaire 3 times.

The total time commitment of 90 minutes (30 minutes for each cycle).

There is minimal risk associated with this study

You will not be paid any amount of money for your participation

You will be provided a copy of this consent form

NN

Invitation
You are invited to take part in this research study. The information in this form is meant to help
you decide whether or not to participate. If you have any questions, please ask.

Why are you being asked to be in this research study?
You are being asked to be in this study because you are a leader in the business sector. You must
be 18 years of age or older to participate.

What is the reason for doing this research study?

The purpose of this study is to determine will be to identify the critical factors for fostering a
supportive work environment for African American professionals while also showing how
diversity management improves organizational effectiveness and team cohesion.

What will be done during this research study?

You will be asked to complete a questionnaire for a total of 3 cycles. Each cycle will take
approximately 30 minutes to complete. You will be asked a series of questions aimed at figuring
out how industry experts perceive certain behaviors. While the research will take approximately
26 to 52 weeks, your participation will only take 90 minutes over the course of several weeks.
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How will my data be used?
Your questionnaire responses will be analyzed and aggregated in order to determine the findings
to the established research questions.

What are the possible risks of being in this research study?

This research presents minimal risk of loss of confidentiality, emotional and/or psychological
distress because the questionnaire involves questions about your leadership practices. You may
also experience fatigue, boredom, or anxiety as a result.

What are the possible benefits to you?
You are not expected to get any benefit from being in this study.

What are the possible benefits to other people?

The benefits to society may include better understanding of leadership strategies used within
your industry. Other emerging leaders might also benefit from any additional recommendations
that are shared through this process.

What are the alternatives to being in this research study?
Participation in this study is voluntary. There are no alternatives to participating, other than
deciding to not participate.

What will participating in this research study cost you?
There is no cost to you to be in this research study.

Will you be compensated for being in this research study?
There will be no compensation for participating in this study.

What should you do if you have a problem during this research study?

Your welfare is the major concern of every member of the research team. If you have a problem
as a direct result of being in this study, you should immediately contact one of the people listed
at the beginning of this consent form.

How will information about you be protected?

Reasonable steps will be taken to protect your privacy and the confidentiality of your study data.
The data will be de-identified and stored electronically through a secure server and will only be
seen by the research team during the study and until the study is complete.

The only people who will have access to your research records are the study personnel, the
Institutional Review Board (IRB), and any other person, agency, or sponsor as required by law.
The information from this study may be published in scientific journals or presented at scientific
meetings but the data will be reported as group or summarized data and your identity will be kept
strictly confidential.

What are your rights as a research subject?
You may ask any questions concerning this research and have those questions answered before
agreeing to participate in or during the study.
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For study related questions, please contact the investigator(s) listed at the beginning of this
Sform.

For questions concerning your rights or complaints about the research contact the Institutional
Review Board (IRB):

Phone: 1(310)568-2305

Email: gpsirb@pepperdine.edu

What will happen if you decide not to be in this research study or decide to stop
participating once you start?

You can decide not to be in this research study, or you can stop being in this research study
(“withdraw’) at any time before, during, or after the research begins for any reason. Deciding not
to be in this research study or deciding to withdraw will not affect your relationship with the
investigator or with Pepperdine University. You will not lose any benefits to which you are
entitled.

Documentation of informed consent

You are voluntarily deciding whether or not to be in this research study. Signing this form means
that (1) you have read and understood this consent form, (2) you have had the consent form
explained to you, (3) you have had your questions answered and (4) you have decided to be in
the research study. You will be given a copy of this consent form to keep.

Participant
Name:

(First, Last: Please Print)

Participant
Signature:

Signature Date


mailto:gpsirb@pepperdine.edu
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APPENDIX E
Round 1 Delphi Survey Instrument

Round 1 Survey

The proceeding survey regarding critical factors for senior management to create positive
workplace cohesion for African American professionals. I want to thank you for your time and
welcome you to the first round of the Delphi survey. I am a doctoral student at Pepperdine
University within the Graduate School of Education and psychology. The proposed study aims to
determine the critical factors for senior management to build healthy workplace cohesiveness
among African American professionals. There are three total rounds of this survey which will be
used to provide a consensus regarding the critical factors for senior management to build healthy
workplace cohesiveness among African American professionals. Each round of these surveys
should take approximately 10 to 20 minutes for total completion. With this survey link, you will
have 5-7 days to complete and submit it to the researcher. A reminder e-mail will be sent to you
one day before the submission deadline. There is little risk to you participating in this study. All
personal identifiers will be removed, and your name will be replaced with a pseudonym to
protect confidentiality. If you have any further questions, please contact the researcher directly
via the original contact information you receive when completing the eligibility criteria.
Instructions

Below is a list of questions regarding critical factors for fostering a positive workplace
among African American professionals by senior management. These questions were developed
using information from multiple peer-reviewed sources. Citations and resources to create the
survey were identified through peer-reviewed literature published within a time period of 2018 to

2023.
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1. Evaluate each of the questions.

2. Provide an answer ranking from 1-7, dependent upon your response.

3. Atthe end of each section, a box is supplied if you have additional comments or
clarifications. Only add information that you feel is directly related to the section.

II. Inclusivity

1. Having knowledge of the socioeconomic problem of organizational support.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

2. Having knowledge of resource inequities that African American professionals experience.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

3. The understanding of the importance of shared membership amongst groups and the desire for
self-expression and individuality.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

4. Acknowledging that organizations play a role in supplying a space for individuals to express
themselves while also belonging to a group.

1 — Not at all important
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2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

5. Having knowledge of the importance of individuals belonging to a group and safely
expressing their individuality.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

6. The ability to foster a supportive and stress-free workplace that encourages inclusivity.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

7. Having knowledge of being culturally aware.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

8. Willingness to be part of a team.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important



6 — Very important
7 — Critically important

9. Training that includes inclusivity.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

10. Giving Inclusivity priority in the workplace.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

11. Have company values reflect inclusivity.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

12. Having a diverse Executive team.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

13. Human Resources hiring underrepresented candidates.

1 — Not at all important

181
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2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

14. Organization participating in underrepresented activities outside of work.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

15. Having the ability to raise concern at work without being judged.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

In the space provided below, you may add additional skills related to inclusivity in
organizational contexts.

II. Career Development and Support

16. The ability to supply African American graduates with career development that is
accountable to white counterparts.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
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6 — Very important
7 — Critically important

17. The ability to provide a safe and positive workplace.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

18. Implementation of policies that foster career development for African American employees.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

19. Succinct and effective feedback is supplied to encourage the development and advancement
of African American professionals.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important

6 — Very important

7 — Critically important

20. The ability to ensure the support of African American professionals in the workplace via
management and policies.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

21. Implementation of policies designed to address underrepresentation and lack of
representation among African American professionals.
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1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

22. The importance of providing a work environment that encourages inclusivity to avoid
fostering hostile environments.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important

6 — Very important

7 — Critically important

23. Having clear career goals within the organization.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

24. Having global riveting opportunities.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

25. Ability to convey experience-based knowledge.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
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6 — Very important
7 — Critically important

26. Ability to interact with people of different cultures.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

27. Ability to have a team-oriented culture.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

28. Ability to work outside of the country.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

29. Being technologically challenged.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

30. Being able to oversee projects, tasks, and teams.

1 — Not at all important
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2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

In the space provided below, you may add additional skills and competencies regarding career
development and support.

III. Diversity Implementation

31. The implementation of multiple diversity strategies until an effective approach supplies
effective results for African American professionals

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

32. The ability to assess diversity policies is adopted throughout the organization.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

33. An understanding of how diversity policies are implemented within the organization.

1 — Not at all important
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2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

34. Having the ability to assess if targeted or group diversity initiatives are appropriate and will
be effective for creating a positive work environment to support cohesion for African American
professionals.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

35. The ability to identify effective diversity policies.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

36. The understanding of the importance of diversity and leadership when developing diversity
initiatives.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

37. Being able to manage conflict as it relates to racial, bias, or prejudice discrimination.

1 — Not at all important
2 - Low Importance

3 — Slightly important
4 — Neutral
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5 — Moderately important
6 — Very important
7 — Critically important

38. Being able to measure the success of organizational diversity efforts.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

39. Having diverse input within your organization's policies and procedures.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

40. Bringing in outside resources to train and develop diversity knowledge.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

41. Facilitation of panel interviews on diversity leaders and topics.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

42. Mentorship programs.
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1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

43. Track and share retention and representation KPIs as it relates to Diversity.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

44. Work/Life Balance

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

45. Understanding company metrics in measuring Diversity.

1 — Not at all important

2 - Low Importance

3 — Slightly important

4 — Neutral

5 — Moderately important
6 — Very important

7 — Critically important

In the space provided below, you may add additional skills or competencies required for
effective diversity initiatives.

IV. Employee Spaces and Culture
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Strengths/Best Existing
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