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Introduction

ÅWhat is Diversity?

ïòpresence of differences among members of a social 

unit that lead to perceptions of  such differences and 

that impact work outcomesó (Cunningham, 2007: 6)

ÅWhy is Diversity Important

ïChanging environment

ïIncreases creativity, decision quality, employee 

commitment, reduced turnover, (Cox & Beale, 1997; Robinson & Dechant, 1997;  

Watson, Kumar, & Michaelsen, 1993; Wright, Ferris, & Hiller, 1995)



Organizational Culture

ÅDefined as a òpattern of  basic assumptions invented, 
discovered, or developed by a given group, as it learns to 
cope with its problems of  external adaptation and 
internal integration, that has worked well enough to be 
considered valid, and therefore, is to be taught to new 
members as the correct way to perceive, think, and feel in 
relation to those problemsó (Schein, 1990, p. 111)

ÅAffects organizational performance, volunteer 
commitment, employeesõ retention, satisfaction, 
productivity, role clarity, and support of  decisions (Cameron & 

Freeman, 1991;Cuskelly, McIntyre, & Boag, 1998; Deal & Kennedy, 1988; Louis, 1983; Pfeffer, 1981; Wilkins & Ouchi, 1983; 
Wallace & Weece, 1995)

ÅHowever, little work has shown the impact diversity may 
have on individual level behaviors (Cunningham & Sagas, 2008)



Purpose

ÅThe purpose of  this paper is to conceptually 
outline the impact the different diversity 
cultures may have on individual behaviors.

ÅSpecifically, I will put forward propositions 
about the relationship between the diversity 
cultures and managerial stereotypes, motivation 
to transfer learning, organizational 
commitment, organizational citizenship 
behavior, work family conflict, and 
psychological safety. 



Types of  Diversity Cultures

Å Non-compliant
ï Failure to follow or understand Federal guidelines, view diversity as a 

liability, communication and decision making lines rigid are rigid, 
discrimination and homologous reproduction likely present

Å Compliant
ï Similar to non-compliant; except, employ diverse individuals to curb law 

suits, fail to support diverse individuals

Å Reactive
ï Value diversity, limited view of, resources for, and befits from diversity, 
Singular attempts to òmanageó diversity, negative reactions may occur from 
the majority group

Å Proactive
ï Value diversity in a much broader sense, utilize personnel and financial 

resources to support all individuals, open communication and decision-
making lines

ï Only culture to fully receive the benefits of  diversity



Leadership Stereotypes
ÅòThink manager, think white maleó is the dominant leadership 

stereotype

Å Two main theories
ïRole Congruity Theory

ÅMasculine traits are consistent with effective leadership; feminine traits are 
incongruent with leadership traits (Eagly & Karau, 2002)

ÅWomen face barriers to entrance and differential treatment once employed 
in leadership positions (Eagly & Karau, 2002; Shaw & Hoeber, 2003)

ïLeadership Categorization Theory 
ÅFindings support the notion white males are more consistent with 

leadership traits (e.g., Rosette et. al., 2008)

Å Culture and Leadership Stereotypes
ïDifferent cultural types have leadership prototypes (Kwantes & Boglarsky, 

2007)

ÅConstructivist leadership style (e.g., focus on achievement, self-
actualization, encouragement, and interpersonal relationships) are more 
effective leaders (Jamal & Baba, 1992; Kwates & Boglarshy, 2007)

ïCulture òundoubtedly affects the content of the leadership 
prototype and information processing of leader behavioró (Ensari & 
Murphy, p. 55) 



Leadership Stereotypes
ÅRelationship with Diversity Cultures
ïThe hiring and support of  diverse individuals within a 

proactive culture may increase individuals in those positions, 
and diversity initiatives may reduce the òthink manager, think 
white maleó stereotype

ïCompliant and non-Compliant cultures are characterized by 
homologous reproduction and other forms of  discrimination

ïDominant group in reactive organizations feel their power is 
being taken from them, which may lead to discriminatory 
behaviors towards non-traditional leaders

Proposition: The òthink manager, think white maleó stereotype is 

likely to be present in non-compliant, compliant or reactive 

cultures; whereas, managerial stereotypes may be reduced in 

proactive cultures. 



Motivation to Transfer Learning

ÅA traineeõs desire to utilize knowledge and skills 
mastered in training, or learning activities on the job to 
relevant workplace applications (Noe & Schmidt, 1986)

ïLeads to effective change, improved performance, and long-
term success (Egan, 2008; Holton, Bates, & Ruona, 2000) 

ÅManagerial support and organizational culture are key 
indicators for employeeõs motivation to transfer learning
ïOrganizational learning culture enhances motivation to 

transfer learning (Egan, Yang, & Bartlett, 2004)

ïInnovative and supportive cultures improve motivation to 
transfer learning (Egan, 2008)  



Motivation to Transfer Learning

ÅRelationship with Diversity Cultures
ïProactive cultures may enhance motivation to 

transfer learning
ÅCharacterized by managers who support all individuals, 

and establish initiatives which may enhance learning 
behaviors

ÅSimilar to innovative cultures and supportive cultures

ïSimilarities between Bureaucratic and Non-
Compliant and Compliant cultures may indicate a 
negative relationship with motivation to transfer 
learning  

Proposition: Proactive cultures may enhance MTL, whereas non-

compliant and compliant cultures may have a negative 



Organizational Commitment
ÅòMind-set that can take different forms and binds an 

individual to a course of  action that is of  relevant to a 
particular targetó (Meyer and Herscovitch, 2001, p. 310)

ÅThree types of  commitment
ïAffective: mind-set of  desire
ÅShared values and identification are antecedents of  affective 

commitment

ïNormative: mind-set of  obligation
ÅEnhanced by internalization of an organizationõs goals and/or 

norms

ïContinuance: mind-set of  costs
ÅIncongruence between culture and individual may increase 

perceived costs

Proposition: Perceived diversity culture congruent with an 

individualõs values, beliefs, and goals will be strongly correlated to 

affective and normative commitment.



Organizational Commitment
Å Diversity Cultures Impact on Individual Commitment Levels
ïNon-compliant

ÅHomologous reproduction and in-group communication affects groups 
differently

Proposition: Individuals similar to the majority will possess high affective and 

normative commitment levels within non-compliant organizations; whereas, 

diverse individuals will experience lower affective and normative, and higher 

continuance commitment levels.

Proposition: Individuals within a compliant or reactive organizational culture 

will possess high continuance, and low affective and normative commitment 

levels.

ïCompliant/Reactive

ÅMajority individuals perceive their power is being taken from them

ÅDiverse individuals may feel undervalued



Organizational Commitment

ïProactive

ÅAll members feel as though they are supported and 

valued

ÅIndividuals have a voice in the organization

ÅPerceived value in an organization furnishes its 

employees may lead to greater congruency between 

the values, norm, and beliefs 

Proposition: Individuals within a proactive organizational culture will possess 

high affective and normative, and low continuance commitment levels.


