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Chapter 1

Organizational Climate Change:
Diversity, Equity, Inclusion, and Belonging
Abeni El-Amin
https://orcid.org/0000-0001-7506-1658
Fort Hays State University, USA & Shenyang Normal University, China

ABSTRACT
Increasing knowledge and understanding of diversity and inclusion is a continuous process. Appropriately,
the organizational chief diversity officer (CDO) provides leadership by implementing strategic business
and planning process solutions. The CDO’s role presents a unique opportunity for organizations to support the CDO with an onboarding and mentoring framework. Additionally, the role of the chief diversity
officer is to mitigate workplace stress. Further, the impact of industrial and organizational psychology on
cultural assimilation practices in the workforce improves the understanding of behavioral factors of group
dynamics. As a result, group dynamics impact diversity and inclusion initiatives. Provided are recommendations to support CDOs in their execution of diversity, equity, inclusion, and belonging initiatives.

INTRODUCTION
Implementing Diversity, Equity, Inclusion, and Belonging (DEIB) in organizational change initiatives is
an indispensable strategy to improving organizational performance (Adejumo, 2020). Additionally, there
has been a fundamental shift in the importance of DEIB initiatives in organizations. Further, as leaders navigate change management, they must ask themselves critical questions: what went right, wrong,
and what can be improved? Leaders must encourage employees to openly share their experiences when
DEIB issues arise (Anderson et al., 2017). leaders may find challenges engaging stakeholders due to a
myriad of concerns yet must institutionalize, implement, execute, and review DEIB initiatives to ensure
organizations are safe, inclusive, and productive (Creary et al., 2021). Likewise, leaders must recognize
that stakeholder engagement is valuable, not an obstacle, when trying to alleviate challenges in change
management initiatives. through well-organized change management, DEIB issues dismantle. further,
the ability of leaders to provide DEIB solutions is critical for creating an organizational culture of equity,
equality, belonging, inclusion, and shared responsibility.
DOI: 10.4018/978-1-6684-4023-0.ch001
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Organizational Climate Change

Indeed, the social and political changes of this era have created a climate change and fundamental
shift in how businesses view the impact of DEIB in the workplace. additionally, when leaders make significant, sustainable changes utilizing communication abilities, envisioning, conflict management skills,
servant leadership, and innovative DEIB initiatives, organizational performance increases. simultaneously, essential change management processes and principles are vetted by organizational stakeholders.
Further, change management relies on expertise instead of antidotal evidence.
Consequently, leaders must not rely heavily on anecdotal evidence as it does not always reflect DEIB
realities. Key principles of generally accepted change models (GACM) (ADKAR Change Management
Model, Bridges’ Transition Model, Deming Cycle (PDCA), Kotter’s Theory, Kübler-Ross Change Curve,
Lewin’s Change Management Model, McKinsey 7-S Model, Maurer 3 Levels of Resistance and Change
Model, Nudge Theory, and Satir Change Model) form insightful analysis of DEIB change processes,
advancing an integrative scope of what is known, challenged, unconfirmed, and underutilized in change
management.

Ways Employees are Affected By Hostile Work Environments
Organizations must manage the psychological, physical, and emotional stress levels of their employees.
Notwithstanding, negative consequences often arise when employees experience stress due to hostile work
environments. Training helps employees define a hostile work environment, implicit bias, and microaggressions (Creary et al., 2021). For instance, employees must understand that when they make offensive
comments, whether they think it is a microaggression or not is a matter of perspective, situational, and
based on how the comment makes others feel. As a result, attention to team building ensures employees
work well together and clearly understand organizational ethos, culture, and structure (Anderson et al.,
2017). Likewise, utilizing employee’s suggestions defines how and if employees will engage in stress
management programs.

The Role of Leaders in DEIB Management
Organizations must hold leaders and human resource functions accountable for improving the DEIB
dashboard; hiring Chief Diversity Officers (CDOs) or Directors to manage the process, develop human resource policy to ensure recruiting, hiring, promotion, retention, and succession of diverse staff;
incorporate employees into the DEIB planning process by creating employee resource groups (ERGs),
provide an ombudsman structure, and finally implement authentic and sustainable programs that work.
Further, cookie-cutter DEIB training is not effective. Training is the vehicle to leverage DEIB performance. By optimizing the experiences of those in the organization with guided expertise, DEIB initiatives are more apt to improve. Moreover, there are opportunities to re-train individuals who do not see
the value of DEIB. An effective strategy to introduce “hostile work environment mitigation” training
to individuals who have experienced a limited number of cultures is to schedule regular training that
consists of in-person (50%), practical scenario-based (25%), and computer-based training (CBT) (25%).
Another effective strategy is to diversify DEIB programs comprised of services, training, allies/support,
and employee resource groups (ERGs) to maximize change.
Further, the CDO guides the senior executive leadership team in developing a culture that champions
inclusion. The CDO partners with organizational leadership, human resources, industrial psychologists,
organizational development, operations, and training and development. The objective is to implement
2
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succession plans that include a diverse talent pipeline, leverage data analytics to drive outcomes, and
reinforce accountability throughout the organization. Moreover, the CDO analyzes and reports diversity data and research trends to ensure innovative solutions and integration into organizational ethos,
programs, and practices.
DEIB training requires continuous improvement. Therefore, increasing knowledge and understanding
of diversity and inclusion is a continuous process. Further, the mitigation of hostile work practices must
be an objective of training and development for organizational change management. For instance, DEIB
training helps organizations improve both workplace culture and financial results. Organizations can
maximize return on investment through DEIB strategic management. Leaders must use a no-tolerance
policy regarding hostile work environments as they impact profitability and organizational culture. This
ethos starts with leadership and HR. The benefits of well-managed organizations that value employees
with respect, inclusion, and equity directly correlate to improved organizational outcomes, corporate
social responsibility (CSR), productivity, and revenue streams (Creary et al., 2021).

A CHIEF DIVERSITY OFFICER (CDO) ONBOARDING
AND MENTORING FRAMEWORK
The Diversity, Equity, Inclusion, and Belonging (DEIB) Professional or Chief Diversity Officer (CDO)
provides strategic direction for organizations (Stanley et al., 2019). In the larger societal context of
employment discrimination, the emergence of effective diversity programs is timely. Hence, the goal of
a CDO is to develop internal and external stakeholders who are aware, educated and committed to the
nature, extent, and impact of barriers within the organization and society (Jones et al., 2018). Lack of
awareness limits organizations’ economic, technological, and individual advancement (Aamodt, 2015).
Thus, the purpose of the CDO is to increase the recruitment, training, promotion, and retention of a diverse
staff. The reduction of systemic, structural, organizational, institutional, cultural, and societal obstacles
is needed to promote DEIB. Acknowledging obstacles helps to eliminate them through increased awareness and execution at the organizational leadership level. DEIB strategies combine with evidence-based,
data-driven approaches leading to measurable key process indicators (KPIs) and outcomes. Participants
of DEIB programming learn to eliminate barriers and proactively strengthen organizational culture.

Assessment of Need
Indeed, inequity and underrepresentation are barriers to social-economic attainment. DEIB has a symbiotic but complicated relationship in society (Stanley et al., 2019). This impediment is a result of the
existing social order in which dominant groups subjugate others in society. This social order is also mirrored in organizational structures and leadership positions where leadership projects cultural influence
(Adejumo, 2020). Inequity profoundly affects all, but particularly minorities within societal structures.
Many studies have found that organizational DEIB issues are prevalent globally (Creary et al., 2021).
Consequently, minorities may feel inadequate while working in organizations. Critically analyzing
the role of leadership in DEIB increases organizational performance. Additionally, adopting workplace
equity programs leads to organizational performance. Notwithstanding, diversity describes the multiple
identities represented in an organization (Branscombe & Baron, 2017). Inclusion denotes that everyone’s
ideas and perspectives are included in the process. Equity recognizes that inequity occurs and seeks to
3
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redistribute power. Belonging is an amalgamation of diversity, inclusion, and equity where individuals
feel comfortable. Diversity is important because employees and customers are not monolithic (Aamodt,
2015). As a result, individuals make up a multiplicity of cultures and identities, bringing innovation,
dynamism, and context to an organization (Groysberg et al., 2018).

CDO Core and Functional Competencies
Acquisition and integration of organizational knowledge are necessary for CDOs to function in their
role. The establishment of internal and external working relationships is vital to organizational development. Situational analysis and needs assessments are integral to understanding employee, organizational,
and stakeholder dynamics (Branscombe & Baron, 2017). As a result, outcomes are ascertained through
evaluating organizational cultural dynamics (Aamodt, 2015). CDOs must be adept in program analysis
to contribute to corporate compliance, public relations, and training and development initiatives. For
instance, ascertaining the who, what, when, how, and why elevates organizational objectives and outcomes (Jones et al., 2018).
CDOs acquire strong working knowledge through learned experiences, education, and training.
CDOs must be empowered to utilize their acquired knowledge with confidence. Action promulgates
leadership support and procedural mandates of organizational policies, procedures, processes, and practices (Branscombe & Baron, 2017). This includes organizational-wide information and DEIB specific
information. Leadership must assist CDOs to achieve success by providing a planned CDO orientation
with documents and materials, business cards and nametags; system logins and a full spectrum technological orientation overview; structural resources: email accounts, budgets, organizational manuals,
and information as requested; and physical resources (office, phone access, furniture, computer, and
monitors). The CDO must be physiologically secure in their role (Jones et al., 2018). Indeed, CDOs
achieve success by integrating human resource and supervisory practices by thoroughly understanding
the contents of organizational employee manuals, functional and organizational staffing charts (present
and future state), staff contact listings, and structural, organizational foundations (vision, mission, values)
(Creary et al., 2021). Finally, CDOs must navigate the organization’s internal technology for their role,
intranets, and organizational calendars. Then “get in where they fit in” while also disrupting business
as usual to insert DEIB culture.

Administrative Policies and Tactical Activities
CDOs must analyze and understand financial policies and procedures manuals, organization fiscal
management, authority and process, and departmental budgeting process about their role (Stanley et
al., 2019). Also, implementation guidelines, personnel policies, and procedure manuals help the CDO
understand staff roles, scheduling, leave policies, benefits, and performance improvement processes
(coaching, counseling, and consequences). CDOs must carry out the following tactical activities for effectiveness. The CDO is a programmatic and strategic role; therefore, the CDO must access the planned
position description and departmental staff, learn roles, responsibilities, and review annual employee
performance evaluation metrics. Moreover, the establishment of internal working relationships is beneficial. Therefore, the CDO must meet with internal and external stakeholders to learn. Organizational
staff members provide invaluable collaboration (Aamodt, 2015). Thus, establishing strong working relationships with stakeholders facilitates interaction and achievement. Leadership must assist the new CDO
4
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to achieve success by announcing the new CDO in communications, staff meetings, and immediately
including the CDO in the organizational chart, provide the CDO with a staff contact list, introduce the
CDO to departmental staff members, and introduce the new CDO to external partners as appropriate
(Jones et al., 2018).
Further, CDOs succeed by executing tactical activities and carrying out the following activities: meeting with department staff members and observing them in action. The CDO must meet with program
directors to discuss their roles and programs. The CDO also must meet with administrative managers to
discuss how their roles and responsibilities related to organizational diversity and inclusion initiatives
(Anderson et al., 2017).

Corporate Compliance and Market Analysis
The CDO achieves success by understanding how to reserve and schedule outreach events, review each
department and program of the organization, identify leadership for each program, schedule meetings
with each department head, schedule community presentations, establish an event calendar, register for
any applicable events or conferences, understand policies and procedures (Jones et al., 2018). Understanding the organizational structure, fiscal management, and legal confidentiality is paramount when
communicating with stakeholders (Branscombe & Baron, 2017). Moreover, creating or reviewing previous DEIB organizational outreach presentations is a key deliverable. Also, the CDO must understand
governmental policies and regulations about their role and organizational mission. Additional goals for
the CDO include specific training needs by understanding role expectations, program knowledge, and
organizational information. The CDO must complete organizational-specific onboarding training to
ensure continuity and effectiveness in their role before launching activities.

The CDO: Providing DEIB Training and Development
The objectives of DEIB training are to help employees acquire advanced knowledge, DEIB tools, and
appropriate analytical techniques applicable to DEIB (Stanley et al., 2019). Employees must operationalize DEIB culture through simulations to demonstrate advanced knowledge of present-day DEIB
theories and practices (Groysberg et al., 2018). Post-training employees will perform sophisticated DEIB
analyses using the appropriate DEIB tools, techniques, and technologies pertinent to various DEIB issues. Employees will acquire the research skills needed to integrate DEIB theories and practices across
various business functions (Jones et al., 2018). Employees will be able to conduct rigorous research and
apply research-based strategies that integrate theory and practical applications across business functional
areas in the context of overall business operations. Employees will acquire the ability to apply an ethical
decision-making framework to decisions that have ethical considerations (Aamodt, 2015). Employees
will be able to apply ethical reasoning skills and behavior to ethical issues in the workplace. Employees
will acquire the ability to collaborate productively and communicate effectively (Branscombe & Baron,
2017). Employees will work in a team environment and effectively communicate recommendations of
DEIB analyses guided by exemplary professional standards.
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Conducting a Chief Diversity Officer Job Analysis
This description will provide a comprehensive and insightful job description based on the job analysis
methodology to include the components, characteristics, and requirements for a Chief Diversity Officer
(CDO) job. Additionally, the objective is to analyze job analysis methods and conduct a job analysis for
the CDO role. The various steps to conduct a job analysis include Step 1: Classify Tasks Performed,
Step 2: Write Task Statements, Step 3: Rate Task Statements, Step 4: Determine Fundamental KSAOs,
and Step 5: Selecting Tests to understand KSAOs (Aamodt, 2015).

Description of the Job and Task Analysis
Common job and task analysis methods are the observational, interview, and questionnaire methods
(MSG, 2021). The observation method allows the job investigator to observe workers and records all their
performed and non-performed tasks, fulfilled and unfulfilled obligations, methods, means, and abilities
utilized by that person to perform different obligations and their psychological capacity to deal with
difficulties and hazards. Nonetheless, it is the simplest method to examine a particular job yet complex
to analyze metrically as individuals have a specific manner of observation (MSG, 2021).
The interview method prescribes that a representative is interviewed, so the person in question formulates
their functioning styles, issues reviewed, utilization of specific abilities and strategies while performing
their job, weaknesses, and qualms about their role (Branscombe & Baron, 2017). The interview method
helps the interviewer understand what precisely an employee thinks about their job and obligations. It
includes an analysis of the job by the representative. Interviewing more than one individual within a
specific job category allows for a substantive review of the job (MSG, 2021). the questionnaire method
is another regularly utilized job analysis method utilized by industrial and organizational psychologists.
Workers, managers, and leaders’ complete questionnaires to ascertain a specific role’s actual and needed
functions. Notwithstanding, this method incorporates individual biases (MSG, 2021). To ensure authentic
responses received, industrial and organizational psychologists and leaders must convey to the staff that
the information gathered will be utilized to their benefit. It is vital to guarantee that their responses will
not be used against them (MSG, 2021).

Chief Diversity Officer (CDO) Job Analysis
Step 1: Classify Tasks Performed
The Chief Diversity Officer (CDO) is responsible for partnering with the executive leadership teams and
other corporate leaders to create and implement diversity, equality, and inclusion imperatives, programs,
policies, and metrics that engage, promote, retain, and attract a diverse workforce to foster inclusion and
a sense of belonging. The CDO often partners with human resources.
Step 2: Task Statements
According to Stanley et al. (2019), the CDO’s responsibilities include developing and implementing
company-wide diversity, equity, inclusion, and belonging programs and policies leveraging macro-trends,
research, analysis, and benchmarks across a diverse workforce. Also, partnerships with key stakeholders and internal business partners allow for buy-in, envisioning, and cohesion in execution. Likewise,
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evaluating existing initiatives, programs, policies, and recommendations promotes a more diverse and
inclusive culture and workforce (Groysberg et al., 2018). CDOs serve as the organizational ambassador
and subject matter experts who connect with diverse internal and external communities. CDOs align
organizational objectives with corporate social equity commitments to engage in communities. CDOs
also develop research as thought leaders in diversity and inclusion (Stanley et al., 2019).
CDOs additionally coordinate with the human resources on recruiting and hiring strategies to attract
employees from diverse backgrounds, collaborate with organizational development and training and
development to create and deliver diversity and inclusion education to elevate inclusion, belonging,
and retention initiatives, partner with marketing and communications to develop marketing and communication programs to ensure awareness, outreach, and relevance (Jones et al., 2018). CDOs identify
relevant diversity and inclusion partnerships, organizations, events, and vendors. CDOs establish and
maintain an internal audit and reporting system to allow proper data management of programs to analyze
and monitor program effectiveness. CDOs inform the business of progress and challenges via quarterly
reports. They act as the company liaison with governmental agencies regarding affirmative action and
equal employment opportunities. CDOs maintain knowledge of diversity-related issues, legislation, and
best practices to identify, develop, and build relationships with stakeholders. CDOs influence the organization to apply best practices to drive an inclusive culture, launch, and lead affinity group programs
(Groysberg et al., 2018; Stanley et al., 2019).
Step 3: Rate Task Statements
Evaluation of each one of the tasks based on the job analysis method selected. Aamodt (2015) indicated
that rated task statements are as follows between frequency and task scale: 0 - Task is not performed
as part of this job, 1- Task is seldom performed, 2 - Task is occasionally performed, and 3 - Task is
frequently performed. Further, incorporated are the importance of each of the task scale, Unimportant:
There would be no negative consequences if the task were not performed or if the task was not performed
properly, Important: job performance would be diminished if the task was not completed properly, and
essential: The job could not be performed effectively if the incumbent did not properly complete this task.
Step 4: Determine Fundamental KSAOs
Knowledge, skills, abilities, and other characteristics (KSAOs) are the characteristics necessary to accomplish a job (Aamodt, 2015). Knowledge denotes the body of realistic or procedural evidence related
to the role, such as knowledge of intracultural communication, de-escalation tactics, and public speaking
that a CDO needs to perform their job. Skills relate to the capabilities required to execute tasks, such
as psychomotor actions and typing speed precisely. Abilities are related to established aspects that can
include cerebral, sensory, and somatic abilities. Other characteristics are behaviors that do not fit into the
other classifications, including principles, work preference, temperament, degrees, and endorsements.
Knowledge, Skills, Abilities, and Other Activities (KSAOs) ascertain equal opportunity representatives
and officers or CDOs from the Occupational Information Network (O*NET, 2021). O*NET is the job
analysis system used by the federal government, which superseded the Dictionary of Occupational Titles
(DOT).

7


Organizational Climate Change

Step 5: Selecting Tests to Understand KSAOs
Aamodt (2015) indicated that selecting tests to understand KSAOs are methods to choose new employees
and include interviews, work samples, ability assessments, temperament tests, reference checks, reliability tests, biographical statistics, and evaluation centers. The importance of elevating organizational
sustainability is indicated by performing the job and task analysis for the CDO role within an organization
(Groysberg et al., 2018). As such, job analysis is typically led by human resources or industrial psychologists and contains individualized assessments (i.e., examinations, assignments, and observations). The
employee rates a combination of contextual assessments and individual duties. Landau and Rohmert
(2017) indicated that job analysis could advance employee achievement if performed methodically.
Further, job analysis is vital to guarantee risks are mitigated in recruitment, hiring, orientation, ongoing
training and development, evaluations, and succession towards organizational objectives.

THE ROLE OF THE CHIEF DIVERSITY OFFICER
IN WORKPLACE STRESS MITIGATION
It is in the best interests of organizations to mitigate the stress levels of employees. As a result, negative
consequences arise when employee stress levels are dynamic. The Chief Diversity Officer (CDO) role in
an organization is meant to support employees and organizational stakeholders in the process. Further,
team building ensures employees work well together and understand conflict mitigation, organizational
culture, and structure. Similarities between traditional organizations and organizations that specifically
focus on diversity, equity, inclusion, and belonging stress management are vast (Adejumo, 2020). The
variances between how organizations incorporate the CDO in the implementation of stress mitigation
programs are notable. The CDO must work with leadership, employees, human resources, and workplace
wellness to establish effective stress mitigation programs.

Stress Management in the Workplace
The ability of chief diversity officers (CDOs) to improve stress mitigation provides insights into the
success rates of organizations to improve employee health and wellness (Aamodt, 2015). This research
aims to determine health-related outcomes correlated to stress management (organizational structure,
training and development, supportive management, appropriate workload, and performance effectiveness).
Moreover, performance effectiveness is a critical aspect of efficient workplace management (Creary
et al., 2021). Contributors to high workplace stress levels include work pressure, poor organizational
structure, and lack of support from managers. Additionally, employee wellness through coaching, I/O
psychologist assessment, and development needed to reinforce embedded organizational ethos.

Factors and Consequences of Stress
The problem is that workplace stress often leads to obesity, hypertension, elevated cholesterol, type-2
diabetes, stroke, and an increased likelihood of mortality (Anspaugh et al., 2000). Outcomes for poor
health management indicate elevated caloric intake, physical inactivity, smoking, and stress. Workplace
stress management programs educate employees and determine rates of perceived well-being. The goal
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is to encourage employees to engage in healthier lifestyles by making better food choices and increasing
physical activity to reduce overall health concerns. Further, when preventive measures are incorporated
into daily living, those who suffer persistent stress-related illnesses reported fewer symptoms over time
and had better social and societal skills (Anspaugh et al., 2000). Stress management interventions improve
the body’s functions, advance respiratory and cardiovascular capacity, reduce stress-related illnesses and
chronic pain, enhance rest, improve general well-being and personal fulfillment.

Action: Improving Workplace Stress Management
The ability of chief diversity officers to improve stress mitigation provides insights into the success
rates of chief diversity officers to connect with employees (Groysberg et al., 2018). This research aims
to develop a workplace stress management program directed at chief diversity officers to achieve stress
management and performance effectiveness during production or in crises. Preventive health and wellness are characterized and utilized as a health and wellness practice for treating health-related conditions,
including stress management in the areas of physical, emotional, spiritual, intellectual, environmental,
and social experiences (Ammendolia et al., 2016).
Organizational professionals indicate that production impacts are dynamic concerning the physical,
emotional, spiritual, intellectual, environmental, and social stress that workplace responsibilities cause
(Ammendolia et al., 2016). Likewise, Anspaugh et al. (2000) determined helpful impacts of health
and wellness for organizations. Further, they denoted the advantages of consistent health and wellness
practices. Chief diversity officers must be committed and invest in health and wellness benefits for their
stakeholders as the health and wellness benefits are exponential. Thus, chief diversity officers need to be
educated about the benefits of health and wellness on subordinates. Subsequently, preventive efforts are
based on health and wellness programming methodology to alleviate workplace stress, such as mental
and physical health seminars to help staff cope with workplace stressors (Ammendolia et al., 2016).

Workplace Stress Management Program Implementation
The social-ecological approach entails connecting the individual to their environment (Anspaugh et al.,
2000). Workplace stress management programming is the aggregate of all purposeful activities designed
to improve workplace health and stress through a combination of strategies health education, health
protection, risk factors detection, health enhancement, and health maintenance. The impact of workplace
stress management programs increases stress management support systems for organizations. Upon
implementing workplace stress management programs, the outcome of workplace stress management
programs introduces chief diversity officers to a promising practices framework to reduce stress barriers during workplace responsibilities (Ammendolia et al., 2016). Additionally, chief diversity officers
must become more knowledgeable of stress management support mechanisms and improve their health
and well-being during workplace responsibilities or crises. Workplace stress management programs are
transformational in reshaping professional development for employees.

Industrial and Organizational Psychologist Assessment
The workplace stress management program must be assessed by I/O psychologists and seek to address
the following concerns: How do employees perceive their health and wellness status? What are behav9
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ioral interventions needed to address stress management for employees? What social factors influence
how employees incorporate physical fitness into their lifestyles? How do employees perceive the value
of wellness and health care providers? What factors influence employees’ nutritional choices? What
are barriers to health and wellness behavioral modifications for employees? Workplace stress management programs endeavor to improve the well-being of employees, educate employees on the benefits of
healthier food choices and physical fitness, employees on the benefits of smoking cessation. Specifically,
the program seeks to reduce chronic stress for employees.
Indicator 1: Collect feedback on how employees respond to a health and wellness initiative.
Indicator 2: Demonstrate appropriate fitness modalities for employees.
Indicator 3: Collect feedback on the reduction of employee smoking prevalence.
Indicator 4: Report management.

Workplace Stress Management Program: Communications and Marketing
The advertising approach for a workplace stress management program consists of email marketing: All
employees are emailed weekly program fliers. Social Media: Fliers are posted on Facebook approximately
3x over three weeks before info, program, fitness sessions, and the day of an event. Departmental Leadership: Train managers on how to support employees during crises while offering support to managers.
Peer Groups: Establish Zoom and face-to-face peer support groups. Training Technology: Link with
the organizational learning management support team to develop streamlined technology requirements.
Web Portal: Utilize organizational intranet to warehouse the workplace stress management program
resources, calendars, and support services. Workplace stress management program promotion - Flashing fliers are posted on screens in communal areas approximately one week before each information or
fitness session (Delerue & Sicotte, 2017).

Mitigating Stress in Group Dynamics
There is value in maintaining a system of interdependency when working in groups (Aamodt, 2016).
The dynamics of a group allow individuals within the group to provide useful insights for strategy formulation, effective management, and competitive advantage to achieve organizationally or the group’s
goals. Likewise, group dynamics continually evolve as an iterative process (Branscombe & Baron, 2017).
Framing the way groups operate in totality is then realized. Groups often fall into a groupthink vein
where they function to achieve goals, growth, performance, and organizational impact. Groups seem to
work well together by identifying the most effective strategies, especially organizational mission, sustainability, and impact (Groysberg et al., 2018). A group’s dynamics tend to ‘model the way’ by producing
the results required for organizational objectives. Groups co-create ways to overcome several limitations
related to groupthink issues by incorporating process, strategic change management objectives, culture,
and commitment to diversity of thought (Jones & Dovidio, 2018).

Elements That Contribute to Group Conflict
The Human Resource (HR) perspective emphasizes individual responsibility when group conflict arises
(Bolman & Deal, 2017). HR primarily focuses on giving employees the power and opportunity to perform
their jobs well while at the same time addressing their needs for human contact, personal growth, and
10
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job satisfaction. The political perspective addresses individuals and interest groups having conflicting
perspectives (Bolman & Deal, 2017). The symbolic perspective inspires people by motivating vision
and recognizing effective performance through organizational culture (Bolman & Deal, 2017).

Strategic Initiatives to Address and Resolve Conflict
The dynamics of conflict are impacted by those who choose to negate the resolution. Nevertheless, the
degree to which conflict management practices are executed indicates performance (APA, 2021). The
work of eradicating conflict requires acknowledging, comprehending the need to erase inherent conflict
(Maestripieri et al., 2017). To officially evaluate postulations about the extension and nature bias inclination, Owen et al. (2020) determined that resolve can lessen the predisposition of conflict. Further,
the predisposition of conflict is based on vulnerability and misunderstanding. Additionally, the chief
diversity officer may recognize predispositions of conflict in those in the internal environment and must
work to help others understand the harm of conflict.

Stress Mitigation Resources Available to Stakeholders
Employees trained to recognize, and conflict offers an increased performance capability (Creary et al.,
2021). Likewise, conflict predispositions are linked to one’s vulnerability and the questionability of reflection or cognizant exertion as a method for decreasing inclination or impulsive behaviors. Likewise,
strategies and procedures must be created with quantifiable and measurable assessments (Owen et al.,
2020). Professional responsibilities include reducing conflict in the immediate, not long-term, inaction.
That means beginning now and not waiting for others to “get on board” – whether peers or chief diversity
officers. Immediate action causes a positive impact on one’s peers, clients, the organization, and society.
Examples of conflict escalated to a manager, human resources, EAP (Employee Assistance Program),
or a civil rights advocate.

Recommendations to Facilitate Positive Communication
Increased awareness of intercommunication in human resources, EAP, or civil rights affairs necessitates
intentionality and process. Chief diversity officers are successful when they execute effective communication frameworks. Resolving conflict requires developing a communication strategy to manage multiple
dynamics, providing periodic status updates on performance against the communication strategy, and
meeting strategic targets (Volk & Zerfass, 2018). Resolving conflict means providing value, reducing
conflict, and cost avoidance to conserve resources for programs. Developing a strategic conflict reduction strategy necessitates building a comprehensive plan.
Understanding the keystone of resolving conflict requires satisfying internal and external stakeholder
requirements, refining communications, and achieving key performance metrics to improve stakeholders
and customer services (Adejumo, 2020). Knowledge of organizational culture provides chief diversity officers and employees with a fundamental understanding and experience with solving organizational issues
using a structured approach in the business. Organizational culture comprises maintaining flexibility and
utilizing adaptation skills in various circumstances to achieve goals, objectives, and missions of projects
or firms (Hitt et al., 2017). Additionally, aligning the value of organizational culture to organizational
goals is an emerging need in the execution and success of organizational structures (Creary et al., 2021).
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Those in leadership must effectively encourage the development of their businesses to maintain sustainability and profitability. Moreover, developing organizational culture requires strategic leadership, which
is critical for evaluating organizational culture and alignment metrics to foster an analytical perspective.

Organizational Change Process (Theory)
Further, Dent and Goldberg (1999) found that one of the most generally acknowledged conceptual models that drive hierarchical performance is the possibility that there is protection from change and that
supervisors are the only group responsible for the change. Not so. Change is persistent and a constant
reality for all individuals. Moreover, Kurt Lewin presented change management as a framework and
a powerful mechanism for organizations and employees similarly and indicated that change occurs by
unfreezing the issue of change, actualizing change, and refreezing to implement change (Woodward &
Hendry, 2004). Subsequently, the broad acceptance of a change model confounds the comprehension
of change components.

All Are Responsible for Leading Change
The change process connects theory to organizational development and is led by leadership, encompassing
chief diversity officers, who delegate change management as necessary. Change management acumen
is an important core competency derived from organizational focus and change management strategy,
which enables chief diversity officers to create significant improvements in organizational development
(Webber & Scott, 2008). Chief diversity officers create processes to address organizational problems and
more abstract technical issues that occur in organizations (Baltaci & Balcı, 2017). The ability to bring
innovative ideas and processes to light leads to better management of organizational initiatives (Hosseini et al., 2017). As a result, core competencies learned are best utilized by conceptualizing, initiating,
leading, organizing, delegating, and executing plans when necessitated.

Gaining Commitment at All Levels of the Organization
Partnerships with key stakeholders and internal business partners allow for buy-in, envisioning, and
cohesion in execution. Likewise, evaluating existing initiatives, programs, policies, and recommendations promotes a more diverse and inclusive culture and workforce. Organizational challenges provide
opportunities for chief diversity officers to refine various elements of the organizational culture (Anderson et al., 2017). Organizations can be dismantled by employee disengagement who may disrupt the
hierarchical flow of the organization; thus, it is important to take the time to encourage employees to
buy in (Frevert et al., 2018).

Managing Noncompliance or Resistance
Ways to mitigate or counter internal or external stakeholder resistance are to incorporate organizationally
or program changes focused on reducing conflict across teams and departments (Aamodt, 2010). Communication is a focal point for organizing staff, organizations, and conflict noncompliance and resistance
(Ammendolia et al., 2016). On-boarding, post-hire evaluations/meetings, and re-training may establish a
renewed internal culture orientation. As a result, incorporating a Mentorship Program to acclimate new
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staff to organizational climate properly is ideal. Processes are needed to hold stakeholders (administration, staff, suppliers, and Board Members.) accountable to organizational initiatives. The most inspiring
story of successful change is when there is buy-in from stakeholders.

Disciplinary Action Protocols (DAP)
The disciplinary action protocols (DAP) that may be followed when discipline is required include the
following (Lewis, 2013): verbal warning, corrective actions and advising, official written reprimand,
corrective meeting with the appropriate supervisor or manager, final, written warning, reduction of
benefits, indeterminate suspension or demotion, and termination. Discrimination leads to a presumption
of unfairness for members of overrepresented groups within an organization, increasing the propensity
that traditionally advantaged groups will perceive themselves as victims of discrimination (Aamodt,
2016). The presence of diversity and inclusion initiatives may increase organizations’ attractiveness
to underrepresented groups who anticipate inclusion within the workplace. Often underrepresented
groups find advertised inclusion but realized exclusion and threat when hired overrepresented groups
(Dover, 2020). Finally, affirmative action initiatives may signal that underrepresented groups need help
to succeed and are thus less competent than their advantaged counterparts. Moreover, while there are
unintended consequences of discrimination’s adverse impacts, organizational accountability aims to
create inclusive, diverse, and fair workplaces.
Conclusively, factors that add to workplace stress are a lack of organizational performance, misaligned workload, mismanagement, bias, discrimination, sexual harassment, and violence. These issues
can be addressed by effective organizational and strategic planning (Chappell et al., 2016). Addressing
workplace stress enhances employee performance (Anspaugh et al., 2000). Therefore, employers must
develop health and wellness programs to encourage employee well-being. When organizations strengthen
well-being programs, focusing specifically on the holistic health of employees, it raises awareness of
stress management engagement (Schneider et al., 2007). Employers must hold training to espouse health
behaviors contrasted with unhealthy issues caused by workplace stress. Organizations must strengthen
their management systems and strive to create a stress-free environment by prioritizing the well-being
of employees.

THE IMPACT OF INDUSTRIAL AND ORGANIZATIONAL PSYCHOLOGY
ON CULTURAL ASSIMILATION PRACTICES IN THE WORKFORCE
Discrimination leads to a presumption of unfairness for members of overrepresented groups within an
organization, increasing the propensity that traditionally advantaged groups will perceive themselves
as victims of discrimination (Aamodt, 2016). The presence of diversity and inclusion initiatives may
increase organizations’ attractiveness to underrepresented groups who anticipate inclusion within the
workplace. Often underrepresented groups find advertised inclusion but realized exclusion and threat
when hired overrepresented groups (Dover, 2020). Finally, affirmative action initiatives may signal
that underrepresented groups need help to succeed and are thus less competent than their advantaged
counterparts. Moreover, while there are unintended consequences of discrimination’s adverse impacts,
organizational accountability aims to create inclusive, diverse, and fair workplaces (Creary et al., 2021).

13


Organizational Climate Change

Industrial and organizational psychologists (I/O) analyze and report diversity data and research trends
to ensure innovative solutions are continuously integrated into the workforce. Research limitations and
implications of workplace challenges are applied to investigate organizations’ diversity, equity, inclusion,
and belonging (DEIB) activities. Practical implications concerning leading diversity, inclusion, belonging,
and equity initiative in organizations are addressed. Moreover, social and cultural implications postulate
how organizational leaders enhance diversity, equity, inclusion, belonging. This research denotes how
incorporating DEIB strengthens organizational culture. Industrial and organizational psychology helps
organizations to improve DEIB initiatives. The objective is to improve organizational performance.

Diversity and Inclusion Improves Organizational Performance
Lambert (2016) indicated that earlier exploration demonstrates a relationship between organizational
diversity and organizational performance, explaining how and why organizational diversity impacts
organizational performance. There is a restricted understanding of how impactful assimilation methods
are related to diverse groups within an organization and why earlier examinations tend to blend outcomes
concerning the relationship among diversity. Further, culturally diverse firms experience improved performance when an innovation method is developed (Adejumo, 2020). Likewise, group diversity has also
been linked to ingenuity. This may imply that diversity inventiveness linkages are factors responsible
for organizational performance results. In any case, there is insufficient attention on how individual and
group levels of innovativeness and innovation within the firm outcome in firm-level innovation. Firms
that appreciate diversity are far less likely to force assimilation practices upon their employees. Diversity
is seen as a catalyst for organizations to become innovative through their capacity to bridle inventiveness and change it into valuable ideas, products, services, and leadership (Lambert, 2016). Diversity
and inclusion initiatives that eliminate assimilation cultures provide an environment for innovation to
thrive (Creary et al., 2021).

The Social Constructs of Intergroups
Moreover, van Osch and Breugelmans (2017) perceived intergroup contrast as an organizing principle
for both intercultural attitudes and acculturation attitudes. The position of a group on a dimension of
intergroup contrast widely regarding proportions of intercultural attitudes and acculturation attitudes.
Diversity groups are seen as being more unique compared to majority members and received less support integrating into a multicultural organization, viewed as threatening, were generalized as less warm
and competent, were less receptive to assimilation methods, maintained a noticeable ethnic culture, and
disagreed with minority inclinations of acculturation methodologies. Likewise, self-aware minority
groups see themselves as uniquely different from the majority culture. In this way, both groups do not
see themselves in the larger multiculturalism spectrum but as the majority and juxtaposed. When multicultural employees exhibit ethnic personalities, they are less apt to assimilate and more committed to
maintaining their ethnic culture. The apparent intergroup contrast is a significant construct of intergroup
relations in culturally diverse social orders. Miller and Manata (2020) investigated the relationship between diversity, inclusion, and assimilation outcomes. Explored were components of assimilation and
inclusion that happen in the work environment. In addition, employees themselves are often the ones to
determine the degree to which inclusion and assimilation results are connected. Identification and social
aspects of inclusion are connected to assimilation results. For instance, acculturation, work capabilities,
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collegiality, camaraderie, recognition, involvement, and job negotiation. In addition, these conclusions
remain commonly similar for all individuals regardless of their tenure with an organization.

The Social Constructs of Race and Gender in the Workplace
Dickens et al. (2019) purported that people of color who are tokenized in the work environment experience
race and sex discrimination and may assimilate to alleviate the pessimistic results related to discrimination. Assimilation is the conscious or unconscious interaction of shifting one’s language and cultural
practices. Examine are three significant assimilation theories: character negotiation, the cultural contract
worldview, and the phenomenological variation of systems theory. Thus, summarizing the precepts
and applications of these models highlights the manners by which intersecting personalities can shape
people of color’s encounters in the work environment. Assimilation is based upon the way individuals
are forces to integrate the intersection of numerous characters (i.e., race and sex). Moreover, organizational politics, tokenism, and racialized gendered socialization can influence incentives and pressing
factors to assimilate into the work environment. Conclusively, organizational leaders must cultivate an
inclusive working environment.

Inter and Intra Culturalism in the Workplace
Ward and Geeraert (2016) provided the point of view that continued intercultural contact prompts difficulties and changes. As a feature of this interaction, the acculturating individual adopts acculturative
stressors whose negative impacts on prosperity suppress or exacerbate coping reactions. A second
component of the acculturation cycle involves acquiring, maintaining, and changing cultural practices,
qualities, and personalities related to culture and the existing social framework. Both acculturative pressure and acculturative change expand in an environmental context. Acculturation motives influence
financial reward, position, or promotion within the workplace. At the societal level, attitudes, actions,
and biases influence the acculturation encounters of diverse populations and influence their mental and
socio-cultural adaptation.

Workplace Bias Starts in Human Resource Hiring Practices
Kang et al. (2016) examined racial minorities’ endeavors to circumvent expected discrimination in labor
markets by concealing or modulating racial indicators in employment forms to assimilate to get the job.
Diverse individuals often use modulating techniques to hide their identities, while others reject that modulating is necessary for the job market. Building on the subjective findings, diverse individuals often alter
their references in response to various occupation postings. Results show that while targeting a business
that presents itself as valuing diversity, diverse candidates do not alter their list of references and provide
a more accurate picture of their qualifications (Creary et al., 2021). However, human resources respond
to assimilated qualifications more often, which indicates that support of organizational diversity is not
consistent with decreased discrimination against unassimilated applicants. These findings propose an
idiosyncrasy in that diverse individuals encounter disadvantages when they apply to pro-diverse organizations. These findings illuminate cultural suppression and facility in the current labor markets and
point to a significant interaction between the facade of organizations in shaping economic inequality.
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Bless and Burger (2016) found that the contextual impacts of social psychology uncover factors
that influence the rise of cultural assimilation and contrast societal impacts as consequences of social
priming. The factors determining assimilation versus contrast are implanted in the inclusion/exclusion
model of social judgment (IEM), which holds that including open information into the representation of
the critical objective inspires assimilation impacts while excluding it from the objective representation
causes contrast. Exclusion measures occur when individuals see inconsistent organizational values as
not representative of existing societal norms. A significant part of the accessible proof on the determinants of assimilation versus contrast impacts and coordinated into the overall organizational structure
(Branscombe & Baron, 2017).

FACTORS OF GROUP DYNAMICS: THE IMPACT
OF DIVERSITY AND INCLUSION
Diversity, Equity, Inclusion, Belonging (DEIB) change management occurs when internal and external
culture shifts occur. Utilizing DEIB frameworks improve management and organizational change initiatives. Organizational change impacts factors of group dynamics (Creary et al., 2021). Four approaches
of change management to consider are the operational, employee management, administrative, and
representative approach. The operational approach focuses on change. For instance, the operational
approach is duty-centered. The operational approach targets strategy, instituting measurable goals, explicatory tasks, obligations, and reporting lines; determining data analytics and targets; and developing
structures and processes.
Moreover, managers must make decisions based on situational analysis. The employee management
approach places more emphasis on individual requirements. It primarily focuses on giving employees the
authority yet requirements to perform their jobs well while at the same time addressing their needs for
human contact, personal growth, and career growth. The administrative approach addresses the problem
of individuals and interest groups in conflict. The representative approach focuses on inspiring employees
by recognizing effective performance through organizational change initiatives.
There is value in maintaining a system of interdependency when working in groups (Aamodt, 2016).
The dynamics of a group allow individuals to provide useful insights for strategy formulation, effective management, and competitive advantage to achieve organizationally or the group’s goals. Group
dynamics continually evolve as an iterative process (Branscombe & Baron, 2017). This is realized by
framing the way groups operate in totality. Groups often fall into a groupthink vein where they function
to achieve goals, growth, performance, and organizational impact. Groups seem to work well together
by identifying the most effective strategies, especially organizational mission, sustainability, and impact
(Groysberg et al., 2018). A group’s dynamics tend to ‘model the way’ by producing the results required
for organizational objectives. Groups co-create ways to overcome several limitations related to groupthink
issues by incorporating process, strategic change management objectives, culture, and commitment to
diversity of thought (Jones & Dovidio, 2018).

Elements That Contribute To Group Conflict
The Human Resource (HR) pivot emphasizes individual requirements (Bolman & Deal, 2017). HR
primarily focuses on giving employees the power and opportunity to perform their jobs well while at
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the same time addressing their needs for human contact, personal growth, and job satisfaction. The political pivot addresses individuals and interest groups having conflicting perspectives (Bolman & Deal,
2017). The symbolic pivot focuses on inspiring people by motivating vision and recognizing effective
performance through organizational culture (Bolman & Deal, 2017).
The dynamics of conflict are impacted by those who choose to negate the resolution. Nevertheless,
the degree to which conflict management practices are executed indicates performance (APA, 2021).
The work of eradicating conflict requires acknowledging, comprehending the need to erase inherent
conflict (Maestripieri et al., 2017). To officially evaluate postulations about the extension and nature
bias inclination, Owen et al. (2020) determined that resolve can lessen the predisposition of conflict.
Further, the predisposition of conflict is based on vulnerability and misunderstanding. Additionally,
leaders may recognize predispositions of conflict in those in the internal environment and must work to
help others understand the harm of conflict.

Resources Made Available to Stakeholders
Employees must be trained to recognize conflict and to address it as a capability of performance. Conflict predispositions are linked to one’s vulnerability and the questionability of reflection or cognizant
exertion as a method for decreasing inclination. Likewise, strategies and procedures must be created
with quantifiable and measurable assessments (Owen et al., 2020). Professional responsibilities include
reducing conflict in the immediate, not long-term, inaction. That means beginning now and not waiting
for others to “get on board” – whether peers or organizational leaders. Immediate action causes a positive impact on one’s peers, clients, the organization, and society. Examples of conflict escalated to the
manager, human resources, EAP (Employee Assistance Program), or civil rights advocate.

The Utilization of Organizational Culture and Employee
Empowerment to Encourage Acceptance and Change
Knowledge of organizational culture provides leaders and employees with a fundamental understanding
and experience with solving organizational issues using a structured approach in the business. Organizational culture comprises maintaining flexibility and utilizing adaptation skills in various circumstances
to achieve goals, objectives, and missions of projects or firms (Hitt et al., 2017). Additionally, aligning
the value of organizational culture to organizational goals is an emerging need in the execution and success of organizational structures. Those in leadership must effectively encourage the development of
their businesses to maintain sustainability and profitability. Moreover, developing organizational culture
requires strategic leadership, which is critical for evaluating organizational culture and alignment metrics
to foster an analytical perspective.

Organizational Change Process (Theory) to Accomplish the Desired Results
Further, Dent and Goldberg (1999) found that one of the most generally acknowledged conceptual
models that drive hierarchical performance is the possibility that there is protection from change and
that supervisors must be the only group responsible for the change. Change is a persistent and constant
reality. Moreover, Kurt Lewin presented change management as a framework and a powerful mechanism for leaders and staff similarly and indicated that change occurs by unfreezing the issue of change,
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actualizing change, and refreezing to implement change (Woodward & Hendry, 2004). Subsequently, the
broad acceptance of a change model, professionals, and academics has confounded change components’
comprehension.

Team Members Responsible for Leading Change
The change process connects theory to the field of organizational development and is led by organizational
leaders, which delegate change management as necessary. Change management acumen is an important
core competency derived from organizational focus and change management strategy, which enables
leaders to create significant improvements in organizational development (Webber & Scott, 2008). As a
leader, one has become so by creating processes to address organizational problems and more abstract
technical issues that occur in organizations (Baltaci & Balcı, 2017). The ability to bring innovative ideas
and processes to light leads to better management of organizational initiatives (Hosseini et al., 2017). As
a result, core competencies learned are best utilized by conceptualizing, initiating, leading, organizing,
delegating, and executing plans when necessitated.

Gaining Commitment at All Levels of the Organization
Partnerships with key stakeholders and internal business partners allow for buy-in, envisioning, and
cohesion in execution. Likewise, evaluating existing initiatives, programs, policies, and recommendations promotes a more diverse and inclusive culture and workforce. Organizational challenges provide
opportunities for leaders to refine various elements of the organizational culture (Anderson et al., 2017).
Organizations can be dismantled by employee disengagement who may disrupt the hierarchical flow of the
organization; thus, it is important to take the time to encourage employees to buy in (Frevert et al., 2018).

Possible Concerns of Discrimination or Adverse Impact
Discrimination leads to a presumption of unfairness for members of overrepresented groups within an
organization, increasing the propensity that traditionally advantaged groups will perceive themselves
as victims of discrimination (Aamodt, 2016). The presence of diversity and inclusion initiatives may
increase organizations’ attractiveness to underrepresented groups who anticipate inclusion within the
workplace. Often underrepresented groups find advertised inclusion but realized exclusion and threat
when hired overrepresented groups (Dover, 2020). Finally, affirmative action initiatives may signal
that underrepresented groups need help to succeed and are thus less competent than their advantaged
counterparts. Moreover, while there are unintended consequences of discrimination’s adverse impacts,
organizational accountability aims to create inclusive, diverse, and fair workplaces.

SOLUTIONS AND RECOMMENDATIONS
Discussed are solutions and recommendations to mitigate the issues, controversies, and problems of
implementing DEIB initiatives. Further, emerging trends indicate that an increased focus on hiring,
developing, and supporting CDOs improves DEIB performance metrics’ success. There is viability of
DEIB frameworks connected to GACM to undergird implementation of DEIB programs. Moreover, elimi18
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nating issues of forced assimilation requires organizational commitment. Fine et al. (2020) determined
that diversity’s organizational benefits are important and informed by evidence regarding employees’
differences and workplace relationships. Equity-based gains in workplace diversity initiatives reduce
discrimination, androcentrism and eliminate forced cultural assimilation.
Instrumental benefits of workplace diversity to organizations include increasing team and organizational performance, innovation, occupational well-being, and corporate governance (Fine et al., 2020).
A positive relationship between occupational social psychology or industrial and organizational psychology is most applicable. Leaders must imbue grounded diversity initiatives that are comprehensive and
evidence-based to fully achieve the benefits of workplace diversity. Organizational leaders are integral
in developing innovative programs, activities, and training strategies addressing diversity (Creary et al.,
2021). Further, Basit and Medase (2019) determined that social psychology norms in the workplace
can evoke assimilation or biased impacts in decision-making. When employees are forced to assimilate
into a social structure culturally, they lose their individualism. Avoidance of this phenomenon describes
the norm of many organizations. As a result, information regarding this standard evokes exploration.
Moreover, issue significance, representation, and conversational methods improve diversity and inclusion outcomes.

RECOMMENDATIONS AND CONCLUSION
Based on industrial and organizational psychology metrics on cultural assimilation practices in the
workforce, it is not restricted to a specific field. It involves reflection upon the premises, ideas, and innovations utilized in various industries. In this way, industrial and organizational psychology on cultural
assimilation practices in the workforce spans many fields and is valuable as an organizational development technique. In contrast, industrial and organizational psychologists encourage discourse that presents
complex issues and solution-oriented resolution. Employees engage and even lead discussions, which
inspires transformation and creates equity in encouraging workplaces. Moroever, Brimhall (2019) determined that the development of global workforce diversity is an indicator of heterogeneous workforces,
which bring about both positive and negative outcomes. For example, increased retention or conflict
and turnover performance and organizational outcomes. In this capacity, leaders are tasked with managing DEIB initiatives (Creary et al., 2021). Finding approaches to ensure diversified workplaces helps
employees forge an authentic connection to the organization and increases organizational performance.
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KEY TERMS AND DEFINITIONS
Cultural Assimilation: Assimilation is the conscious or unconscious interaction of shifting one’s
language, and cultural practices (Bless & Burger, 2016).
Diversity, Inclusion, Belonging, Equity (DEIB): Diversity indicates the demographic characteristics
of an organization. Inclusion indicates the environment fostered for candidates and employees. Equity
indicates the leveling of an uneven playing field. Belonging indicates the emotional state is the goal of
diversity and inclusion (D & I) efforts (Avery & McKay, 2010).
Generally Accepted Change Models (GACM): The following change models form insightful analysis
of deb change processes, advancing an integrative scope of what is known, challenged, unconfirmed,
and underutilized in change management. ADKAR Change Management Model, Bridges’ Transition
Model, Deming Cycle (PDCA), Kotter’s Theory, Kübler-Ross Change Curve, Lewin’s Change Management Model, McKinsey 7-S Model, Maurer 3 Levels of Resistance and Change Model, Nudge Theory,
and Satir Change Model.
Industrial And Organizational Psychology (I/O): I/O, recognized as occupational psychology, or
organizational psychology. I/O is an applied discipline within psychology (Maynard & Ferdman, 2009).
Intersectionality: An analytical framework for understanding how aspects of a person’s social and
political identities combine to create different modes of discrimination and privilege (Crenshaw, 1990).
Organizational Change: The term organizational change measures the pace of change, implicit as the
distinctive frequency, tempo, or repetition of organizational activity. Intermittent change, distinguished
by constant change activities such as systematizing, analytic frameworks, innovation, mediation theories,
and implementation of GACM (Weick & Quinn, 1999).
Organizational Performance: Organizational performance encompasses tangible output of an
organization as measured versus its projected yield related to product market performance, financial
performance, and stockholder return (Brimhall, 2019).
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