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In response to the evolving landscape of contemporaryworkplaces and the increasing emphasis ondiversity and

inclusion, this research addresses existing gaps in understanding the intricate relationships shaping employee

satisfaction with diversity initiatives. Recognizing the nuanced experiences within organizational contexts, the

study adopts a qualitative approach, conducting semi-structured interviews to capture rich narratives and per-

spectives. The primary purpose of this research is to comprehensively investigate how various organizational

factors collectively in􀅫luence employee satisfactionwith diversity and inclusion initiatives. By examining the im-

pact of organizational commitment, employee perceptions, training programs, team dynamics, and leadership

support, the study aims to contribute a holistic understanding of the dynamics at play. The research aims to 􀅫ill

gaps in the literature, considering both theoretical and practical implications for fostering inclusive workplace

cultures. Conducted as a qualitative study, the research engaged 14 semi-structured interviews, employing a

three-step thematic analysis approach. The selection of this method allowed for an in-depth exploration of em-

ployee experiences, offering a nuanced perspective on the interconnected variables in􀅫luencing satisfactionwith

diversity initiatives. The study reached data saturation, ensuring a comprehensive understanding of the studied

phenomena. The 􀅫indings of the study illuminate the intricate relationships among organizational commitment,

employee perceptions, training programs, collaborative team dynamics, leadership support, and employee sat-

isfaction. Noteworthy insights include the pivotal role of leadership support, the signi􀅫icance of inclusive team

interactions, and the impact of well-designed training programs. The study's contribution lies in uncovering the

synergies between these variables, providing actionable insights for organizations seeking to enhance diversity

and inclusion initiatives. This research stands out for its holistic exploration of the interconnected variables

in􀅫luencing employee satisfaction with diversity initiatives. By adopting a qualitative approach, the study cap-

tures the nuanced experiences of employees within speci􀅫ic organizational contexts. The originality lies in ad-

dressing gaps in the existing literature and offering a deeper understanding of how organizational commitment,

employee perceptions, training programs, team dynamics, and leadership support collectively shape employee

satisfaction. The signi􀅫icance of the study extends to both academic and practical realms, contributing theoret-

ical insights for scholars and offering actionable recommendations for organizational leaders striving to create

inclusive workplace cultures.

© 2023 The Author(s). Published by TAF Publishing.

INTRODUCTION

Diversity and inclusion in modern organizations are val-

ued for their many advantages to individuals and the com-

pany. Businesses must foster diversity and inclusiveness

as globalization and cultural linkages grow (Torres, Ripa,

Jain, Herrero, & Leka, 2023). This study examines diver-

sity and inclusion programs in businesses to determine key

elements that affect employee happiness. In light of the

ever-changing workforce and social expectations, leader-

ship support, organizational commitment, employee per-

ceptions, training programs, and collaborative team dy-

namics must be understood to promote employee happi-

ness. Because companies encounter diversity and inclu-

sion dif􀅫iculties, our study aims to provide a complete un-
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derstanding of how to build inclusive work environments

(Belda-Medina, 2022). For a company to succeed, diver-

sity and inclusion are crucial. Research shows that di-

verse teams improve organizational performance through

innovation, problem-solving, and creativity (Yee, Miquel-

Romero, & Cruz-Ros, 2020). In addition, empirical research

has examined employee views on workplace inclusion. Su,

Houghton, Chen, and Zou (2022) found that job satisfaction

and company loyalty are highly in􀅫luenced byworkers' per-

ceptions of fairness and opportunity. This shows how in-

clusion affects employee happiness and organizational op-

erations. Additionally, the research evaluates how training

programs promote inclusion and diversity. Well-designed

training programs can increase employees' diversity aware-

ness, research by Buetti, Bourgeois, and Jafary (2023) em-

phasizes the role of training and working culture in reduc-

ing bias.

This study will evaluate the links between numerous vari-

ables that affect employee satisfaction with diversity and

inclusion programs. Leadership endorsement, staff train-

ing and awareness, cooperative team dynamics, corporate

devotion, and employee inclusion views are detailed above.

These attributes are crucial to diversity and inclusion pro-

gram success, according to academic research and organi-

zational practices. Soares and Mosquera (2021) de􀅫ined

organizational commitment as how much people identify

with and engage in their organizations. A company's com-

mitment to diversity affects employees' job satisfaction and

workplace contentment. Employee attitudes greatly affect

inclusion. The research generally agrees that an inclu-

sive workplace where employees feel valued and appreci-

ated improves their well-being and engagement (Makridis

& Han, 2021). Fairness, participation in decision-making,

and cultural sensitivity affect employees' opinion of organi-

zational inclusion. Proactive diversity training and aware-

ness initiatives increase staff understanding and encourage

inclusive attitudes.

Since collaborative teams symbolize diversity and inclusion

efforts, the research focuses on their dynamics. de Zulueta

(2021) discovered that good teamwork created an inclu-

sive culture. Effective collaboration and team dynamics fos-

ter an environment that values diverse perspectives, which

boosts team satisfaction and unity. Understanding the link

between collaborative team dynamics and employee satis-

faction with diversity programs helps explain how group

dynamics effect employees. Leadership endorsement is

crucial to how the above components interact. Leadership

is crucial to inclusive workplaces. Leadership endorsement

boosts workers' perceptions of an organization's diversity

commitment, according to (Morris-Wiseman, Dent, Nfon-

sam, & Arora, 2022). Current literature de􀅫ines leadership

as supporting, actively participating in, anddedicating to di-

versity programs. Support from leadership improves em-

ployee satisfaction with diversity and inclusion efforts.

Henry et al. (2022) found that diverse workforces boost

team innovation by in􀅫luencing employee attitudes and also

employees' opinions of equal opportunities affected their

job satisfaction. The above data show that inclusive poli-

cies and fair opportunities affect employee satisfactionwith

their businesses. Stamps (2023) found that training pro-

grams promote diversity and inclusion. These studies show

that staff training improves diversity awareness. This fos-

ters positive attitudes and activities that boost diversity

program satisfaction. In their collaborative team dynam-

ics study, Farooq, Fu, Shumilina, and Liu (2023) found that

positive team interactions promote a more holistic corpo-

rate culture. Cooperation fosters an environment that en-

courages diverse opinions, increasing team happiness, ac-

cording to their research. These 􀅫indings underscore the

importance of cooperative team environments in diversity

and inclusion strategies. Diversity and inclusion program

study frequently 􀅫inds leadership support. Zhang, Jiang,

Zhou, and Pan (2023) showed that leadership support im-

proved workers' perceptions of their organization's diver-

sity efforts. Effective leadership is essential for inclusive

workplaces. Leadership affects employee satisfaction with

diversity and inclusion programs, according to these 􀅫ind-

ings.

This study investigates the complex relationships between

employee satisfaction with diversity and inclusion initia-

tives, leadership support, organizational commitment, em-

ployee perceptions of inclusivity, collaborative team dy-

namics, and employee training and awareness programs.

This study takes a comprehensive strategy that examines

factor interaction to 􀅫ill gaps in the literature and im-

prove our understanding of their individual and collec-

tive impacts. The study examines how company commit-

ment affects employee satisfaction with diversity and in-

clusion programs. Recognize that organizational commit-

ment shapes the employee experience. Examine howwork-

place inclusion affects diversity program satisfaction. This

studywill explore how inclusion's cultural sensitivity, equal

opportunity, and representation affect satisfaction. Assess

how staff awareness and training affect diversity initiative

attitudes and satisfaction. Assess how well-executed train-

ing programs affect staff diversity awareness. This research

examines whether diversity initiatives improve teamwork

and employee satisfaction. Recognize that positive team
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relationships promote an inclusive culture and employee

happiness. Examine how leadership support affects diver-

sity program satisfaction, corporate commitment, and em-

ployee perceptions. Examine how good leadership affects

employee satisfaction and experiences. The research aims

to improve knowledge by examining the factors that affect

employee satisfaction with diversity and inclusion efforts.

This research provides organizations with practical advice

on creating inclusive work environments that boost em-

ployee satisfaction and corporate performance.

LITERATURE REVIEW

The effects of workplace diversity and inclusion initiatives

on employee satisfaction and organizational success have

garnered attention in organizational research. Researchers

have stressed an organization's diversity and inclusion ef-

forts (King, Roberts-Turner, & Floyd, 2023). Beyond pol-

icy implementation, this devotion covers company culture,

leadership style, and real multi-perspective integration.

Egitim (2022) found that a strong commitment to diversity

in business promotes organizational performance, innova-

tion, and adaptability while demonstrating social responsi-

bility. Diversity and inclusion discussions must include em-

ployee views on workplace inclusivity. Cultural awareness,

representation, and equal opportunity are important sub-

jects in academic writing on inclusion. According to Taris

(2023), employees' positive views of inclusiveness improve

job satisfaction, engagement, andwell-being. Their sense of

inclusion and perceived value and respect in the organiza-

tion considerably affect their job satisfaction and devotion

to the company. Organizations must recognize and manage

certain perceptual traits to improve diversity and inclusion

initiatives and workplace culture.

Organizational Commitment to Diversity and Inclusion

Current organizational study focuses on diversity and inclu-

sion commitment. Organizational commitment is a compli-

cated interaction between cultural beliefs, policies, and be-

haviors, according to (Petts, Mize, & Kaufman, 2022). This

commitment extends beyond diversity standards to the

􀅫irm's values, leadership philosophy, and operations. Or-

ganizations that value diversity and inclusion promote di-

versity policies and provide resources to them. Companies

may use mentoring, af􀅫irmative action, and diversity train-

ing to create an inclusive workplace (Shubeck, Newman,

Vitous, Antunez, & Dossett, 2020). However, dedication

goes beyond frameworks and is 􀅫irmly ingrained in the com-

pany's values and ideals. Executives who encourage diver-

sity, enforce fair and impartial decision-making, and see the

bene􀅫its of a varied workforce are examples of this. Stud-

ies show that an organization's diversity and inclusion ef-

forts directly affect internal and external business outcomes

(Pfajfar, Shoham, Małecka, & Zalaznik, 2022). Research

indicates that strong employee commitment increases en-

gagement, satisfaction, and retention. Companies that pro-

mote diversity and inclusion have more productive work-

places. This is because they make diverse workers feel in-

cluded (van den Oever & Beerens, 2021). Diversity com-

mitment boosts organizational creativity, innovation, and

problem-solving. Organizations' external reputation, brand

image, and market competitiveness are increasingly linked

to diversity and inclusion. Clients now want companies

to demonstrate social responsibility and diversity (Cooke,

Schuler, & Varma, 2020). Thus, a strong commitment to di-

versity and inclusion may give a company an edge by build-

ing goodwill with stakeholders and attracting diverse cus-

tomers. Embracing diversity and inclusion in a company is

challenging. Deep-rooted prejudices, reluctance to adapt,

andweak organizational support networks hinder diversity

initiatives (Samet, Chikha, & Jarboui, 2022). Diversity pro-

gramsmust be fully integratedwith the business's aims and

values to be effective.

Employee Training and Awareness

Employee training and awareness initiatives shape atti-

tudes and promote an inclusive workplace. The above

approaches aim to increase employee knowledge, under-

standing, and inclusivity (Zhang & Adegbola, 2022). Pro-

gramdesign and organizational environment affect the ef􀅫i-

ciency of such programs. Effective staff training and aware-

ness activities go beyond compliance with diversity re-

quirements by offering interactive learning opportunities.

Simulations, lectures, and open discussions are common in

these programs. These features enable employees connect

with other perspectives and challenge their beliefs (Sas, Re-

niers, Ponnet, & Hardyns, 2021). These activities promote

open communication and various viewpoints, creating an

inclusive workplace. Continuous and rigorous training pro-

grams demonstrate a commitment to culturally competent

personnel (Bertão, Jung, Chung, & Joo, 2023). Training ses-

sions are crucial to a business-wide diversity and inclu-

sion plan. These initiatives must analyze structural barri-

ers to inclusion, microaggressions, and latent bias rather

than surface issues. Effective training programs have been

shown to increase employee perceptions of workplace in-

clusivity (Ahmed, Zehou, Raza, Qureshi, & Yousu􀅫i, 2020).

These programs promote cultural competency, empathy,

and teamwork preparedness in employees (Li, Xu, & He,
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2022). Training programs may also dispel myths and pro-

mote a favorable view of diversity. These programs depend

on leader support, organizational support, and the imple-

mentation of diversity and inclusion into talent manage-

ment (Buetti et al., 2023). Diversity efforts may fail due to

unwillingness to adapt, skepticism about their ef􀅫icacy, and

insuf􀅫icient resources for training.

Employee Perception of Inclusivity

Modern corporations prioritize employee inclusion be-

cause it affects job satisfaction, organizational success, and

workplace experiences. Understanding workers' views on

workplace inclusion requires fairness, cultural sensitivity,

and belonging (Song & Park, 2023). Business rules, execu-

tives' behavior, and regular interactions shape employees'

perceptions of inclusiveness. Workplace representation

greatly affects employee inclusion views. Research shows

that seeing people from diverse backgrounds in different

positions in the company makes employees feel more con-

nected and recognized. Beyond physical differences, orga-

nizational representation requires valuing diverse perspec-

tives, experiences, and achievements (Wilkinson, 2020).

Positive perceptions of diversity are promoted in work-

places that recognize employees' opinions and contribu-

tions. Equal opportunity is also important for employee in-

clusion. Fair resource distribution, recruiting, and promo-

tion practices aremore likely to produce aworkplacewhere

all employees feel equal prospects for success (Galatti &

Baruque-Ramos, 2022). To build an inclusive workplace

where all workers have equal success opportunities, sys-

temic barriers and biases must be removed from decision-

making. Business cultural sensitivity greatly affects em-

ployee inclusion. Appreciating culture requires knowing its

norms, behaviors, and communication methods (Murphy

& Reeves, 2019). Culturally sensitive organizations foster

employee inclusion by fostering respect andunderstanding.

Not everyone understands cultural sensitivity. It involves

acknowledging and honoring individual experiences and

creating an inclusive environment that welcomes diverse

opinions. Employees' sense of inclusion is tied to their busi-

ness af􀅫iliation. Employee belonging boosts engagement,

work happiness, and organizational loyalty (Alanazi et al.,

2023). To foster a sense of inclusiveness, a professional en-

vironment must encourage, embrace, and empower people

from various backgrounds to perform at their best. Beyond

policy compliance, inclusion builds trust, collaboration, and

strong relationships amongst coworkers (Heaney, Hunter,

Clulow, Bowles, & Vardoulakis, 2021). Positive employee

attitudes of inclusion are linked to increased engagement,

work satisfaction, and well-being. An engaged and varied

workforce bene􀅫its organization that actively create and

sustain an inclusive workplace culture (Previtali & Spedale,

2021). However, a lack of perceived inclusion can lower

employee morale, increase turnover, and make it harder to

recruit and retain top talent.

Collaboration and Team Dynamics

Collaboration and teamwork are crucial to business suc-

cess and inclusivity. An organization's ef􀅫iciency, creativity,

and job happiness depend on how easily people can collab-

orate in teams. Team dynamics are the complex relation-

ships, communication strategies, and shared goals that de-

􀅫ine an organization's collaborative environment (Lavelle

et al., 2020). Open communication, respect, and a shared

commitment to achievable goals describe good collabora-

tion and teamwork. Companies that value these traits fos-

ter a culture that values diverse perspectives and contribu-

tions. Teammembers use their distinct talents and views to

innovate and solve challenges. An inclusive workplace re-

quires collaboration. Zhang, Chen, Liu, Zhang, and Li (2023)

emphasize the importance of inclusive cooperation, which

utilizes varied abilities and qualities to achieve common

goals. Inclusive teams encourage varied viewpoints with-

out criticism. Integration and teamwork result from coop-

eration. Team dynamics involve con􀅫lict resolution. Suc-

cessful teams may resolve con􀅫licts by combining perspec-

tives (Aloisio, Coughlin, & Squires, 2021). Shen, Zhang,

Teng, and Du (2022) stress the need of open dispute resolu-

tion and fairness for inclusive team dynamics. Team mem-

bers feel secure in these circumstances because they may

debate different perspectives and evaluate standards. How-

ever, exclusionary conduct, power imbalances, and poor

communication can impair teamwork and ef􀅫iciency (Ralph

& He􀅫ler, 2023). Thus, ignoring multiple perspectives can

lower job satisfaction, participation, and belonging. Lead-

ership interventions, team-building, and an inclusive and

respectful environment are needed to address these is-

sues (Schroeder, Durrani, Opollo, Latham-Sadler, & Scog-

gin, 2023). Leadership is vital for teamwork and cooper-

ation. Competent leaders embrace diversity and actively

create an inclusive environment that empowers and values

team members. Leaders that prioritize diversity improve

teamgrowth, employee happiness, and performance (Clark,

D’ambrosio, & Zhu, 2021). In contrast, leadership thatmini-

mizes inclusivenessmay cause team dysfunction, hindering

cooperation and innovation.
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Leadership Support

Leadership support for diversity and inclusion is crucial

because it affects organizational culture, employee percep-

tion, and performance. Leadership provides strategic lead-

ership, promotes diversity and inclusion efforts, models in-

clusive behavior, and fosters a diverse workplace (Kamau

et al., 2023). Diversity and inclusion-focused leaders cre-

ate an organizational culture that values diversity, fairness,

and employee belonging. This assistance involves allocat-

ing resources, creating inclusive policies, and encouraging

diverse leadership. Leadership support is essential for a

company to demonstrate its diversity efforts at all levels.

Research shows that external and internal leadership sup-

port for diversity and inclusion improves corporate perfor-

mance (Abraham et al., 2023). Employee satisfaction, en-

gagement, and retention rise in organizations with good

leadership. Leaders that promote diversity help create an

inclusive workplace that fosters value, respect, and drive in

all workers (King et al., 2023). Management support also

fosters employee solidarity and teamwork. Inclusive lead-

ers encourage open communication and usemany perspec-

tives to achieve goals, creating positive team dynamics. In-

clusive leadership increases innovation and creativity by

enabling diverse viewpoints. This promotes team psycho-

logical safety (Yuen, Bai, & Wang, 2020). Leaders promot-

ing diversity and inclusion enhance a company's reputation,

brand image, andmarket competitiveness. Leaders that en-

courage inclusion demonstrate diversity and social respon-

sibility to customers, consumers, and partners. Thus, orga-

nizations with strong leadership may attract a large clien-

tele, build favorable stakeholder relationships, and achieve

a competitive edge. Leaders who resist change, lack knowl-

edge, or have unconscious biases may hinder diversity and

inclusionendorsement (Nelsonet al., 2023). Leadershipde-

velopment programs may need to be tailored to business

reasons for diversity, the bene􀅫its of an inclusiveworkplace,

and ways to increase leadership diversity. Establishing ac-

countability procedures and rewarding diversity and inclu-

sion leaders can also promote leadership support.

Employee Satisfaction

Business health and performance depend on employee sat-

isfaction. It shows the effects of several workplace regula-

tions, activities, and relationships. Employee satisfaction is

how happy, engaged, and delighted employees are at work.

The calculation combines individual experiences, organi-

zational culture, and leadership performance (Tappura,

Jääskeläinen, & Pirhonen, 2022). Employee satisfaction is

complicated and depends on organizational commitment,

working circumstances, leadership support, and diversity

and inclusion activities. Organizations that actively encour-

age employee happiness recognize the link between happy

employees and greater productivity, retention, and per-

formance (Castaldo, Ciacci, & Penco, 2023). A work envi-

ronment that promotes appreciation, support, and align-

ment with the company's vision and values shows a com-

mitment to employee happiness. A strong corporate com-

mitment gives workers a sense of belonging and purpose

(Cheah & Lim, 2023). When employees believe their 􀅫irm

cares about them, job happiness rises. This positive feed-

back cycle boosts employee engagement and commitment.

The company culture affects employee happiness and their

overall experience. An inclusive work environment fosters

empowerment, acceptance, and respect, motivating indi-

viduals to excel (Jensen & Bro, 2018). Minority-friendly

workplaces boost employee happiness. Employee satisfac-

tion is greatly affected by excellent leadership. Leaders that

promote diversity and inclusion, employee wellbeing, and

open communication create a greatworkplace. Effective di-

versity and inclusion programs also affect employee hap-

piness. Well-implemented representation, equal opportu-

nity, and cultural sensitivity activities create an excellent

workplace (Atadil & Green, 2020). When employees see

diversity and inclusion initiatives as part of the company's

principles and as improving their experiences, they're hap-

pier and more loyal. The exceptional synergy and collabo-

ration among team members also affect employee satisfac-

tion. Cooperation, open communication, and inclusive col-

laboration foster employee appreciation, engagement, and

inspiration (González-Morales, Galván-Sánchez, & Román-

Cervantes, 2023). Positive team dynamics boost workplace

satisfaction by generating a sense of belonging and promot-

ing personal growth.

METHODOLOGY

Participants

Indonesian participants were crucial to this qualitative

study because their various viewpoints weremolded by the

local cultural and organizational environment. The par-

ticipant selection process was designed to be diverse and

representative. Job duties, departments, diversity initia-

tives, duration of employment, and corporate culture inter-

est were considered. Entry-level, middle-level, and senior

management employees participated. Diversity was inten-

tionally included to help all organizational levels under-

stand diversity and inclusion programs. Participants came

from several departments, suggesting that diversity initia-

tives may have different effects in different functional ar-
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eas (See Table 1). Participants were required to participate

in diversity-related activities to ensure personal awareness

of the programs. This technique collected data from highly

knowledgeable individuals about the operational complex-

ity and outcomes of diversity programs within the insti-

tution. Diverse expertise in the company allows for shift-

ing perspectives and information. This criterion recog-

nizes that diversity programs affect employees differently

depending on their tenure. Participants were also selected

for their interest in business culture, particularly diversity

and inclusion. This criterion seeks candidates who can as-

sess the organization's cultural dynamics.

TABLE 1. Demographic pro􀅫ile of respondents

Participant

ID

Gender Age Job Role Department Tenure in

Organiza-

tion

Involvement in Diversity

Initiatives

Duration of

Interview

P001 Female 32 Manager HR 5 years Active involvement in di-

versity training

50 minutes

P002 Male 45 Director Marketing 10 years Leadership role in diver-

sity initiatives

55 minutes

P003 Male 28 Analyst Finance 3 years Participated in diversity

focus groups

45 minutes

P004 Female 38 Supervisor IT 7 years A regular participant in di-

versity workshops

60 minutes

P005 Male 50 Executive Operations 15 years Implemented diversity ini-

tiatives in team

50 minutes

P006 Female 40 Specialist Sales 8 years Actively engaged in em-

ployee resource groups

55 minutes

P007 Male 35 Coordinator Research 4 years Contributed to the devel-

opment of diversity poli-

cies

45 minutes

P008 Female 29 Analyst IT 3 years Participant in cultural sen-

sitivity training

50 minutes

P009 Male 42 Manager Operations 12 years Led diversity and inclusion

committee

60 minutes

P010 Female 31 Supervisor HR 6 years Involved in mentorship

program for diverse

employees

55 minutes

P011 Female 36 Director Marketing 9 years Implemented 􀅫lexiblework

policies for diversity

50 minutes

P012 Male 48 Executive Sales 14 years Regularly participated in

diversity forums

55 minutes

P013 Female 33 Specialist IT 4 years Actively engaged in diver-

sity awareness campaigns

45 minutes

P014 Male 39 Analyst Finance 8 years Facilitated diversity train-

ing sessions

50 minutes

Data Collection

Semi-structured interviews were used to obtain data for

this qualitative research on Indonesian participants (See

Table 2). Face-to-face interviews allow for complete as-

sessments of participants' ideas, opinions, and experiences

on diversity and inclusion, corporate commitment, and em-

ployee happiness. The careful use of open-ended ques-

tions in each interview let participants elaborate and pro-

vide complete narratives. Questions were designed to elicit

thorough responses regarding diversity initiatives, busi-

ness dedication, and program performance. Each interview

lasted 45–60minutes. This time range was designed to bal-
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ance thorough responses with participant time constraints.

The semi-structured framework provided for greater 􀅫lexi-

bility in solving individual problems while considering em-

ployee happiness, leadership support, organizational com-

mitment, training programs, and team relationships. The

end of data collection signaled saturation, thus subsequent

interviews were unlikely to provide new information or

themes. A continual iterative approach to data collection

and analysis allowed the study team to modify interview

questions to emerging trends. This technique included a

wide range of opinions, and more interviews were unlikely

to improve understanding or scope of the emerging trends.

TABLE 2. Interview guidelines

Variable Interview Questions

Organizational

Commitment

1. How would you describe the organization's com-

mitment to fostering diversity and inclusion? 2. Can

you provide examples of initiatives or policies that re-

􀅫lect this commitment?

Employee Percep-

tion of Inclusivity

1. How do you perceive inclusivity within the work-

place? 2. Can you share experiences that made you

feel included or excluded? 3. What factors contribute

to a sense of belonging for you?

Employee Training

and Awareness

Programs

1. How effective do you 􀅫ind the training programs in

enhancing awareness of diversity and inclusion? 2.

Can you recall speci􀅫ic elements of the training that

had a signi􀅫icant impact on you?

Collaboration and

Team Dynamics

1. How would you describe collaboration and team

dynamics within your department? 2. Can you share

instances where collaboration positively impacted di-

versity and inclusion efforts?

Leadership Support 1. In your opinion, how does leadership champion

diversity and inclusion initiatives? 2. Can you recall

instances where leadership support positively in􀅫lu-

enced the workplace culture?

Employee Satisfac-

tion with D

I Initiatives&1. Overall, how satis􀅫ied are youwith the

diversity and inclusion initiatives in the organization?

2. Can you identify speci􀅫ic aspects that contribute to

or hinder your satisfaction?

Thematic Analysis

Semi-structured interview data was meticulously themati-

cally analyzed in three steps, following the qualitative re-

search approach (See Table 3). Early data familiarization

involvedmultiple interview transcript reviews by the study

team. This strategy helps to understand the data and iden-

tify repeating patterns and themes in the participants' sto-

ries. The next step in coding is giving initial codes to data

segments. To ensure themes emerged spontaneously from

the material, inductive coding was used to uncover pat-

terns and concepts in the transcripts. This technique clas-

si􀅫ied participants' responses to lay the groundwork for ad-

ditional research. The research team painstakingly sorted

the codes into suitable themes in the third step, subject cre-

ation, and re􀅫inement. This iterative strategy involved on-

going conversations to promote consensus on new subjects

and improve theme structure. The inquiry team used re-

􀅫lection to identify and 􀅫ix biases. Teammeetings improved

coding, interpretation, and pattern knowledge. Qualitative

data analysis rapid analysis. Optimization of data adminis-

tration, coding, and theme construction permitted method-

ical pattern and theme discovery. Technology improved

theme analysis by organizing and categorizing data. Inves-

tigation success depended on data saturation. Saturation

indicated all perspectives when more interviews yielded

repeats without new insights. Deep knowledge of the re-

search issues enabled the theme analysis to accurately rep-

resent signi􀅫icant experience.

ISSN: 2414-309X

DOI: https://doi.org/10.20474/jabs-9.3.2

https://doi.org/10.20474/jabs-9.3.2


153 J. Admin. Bus. Stud. 2023

TABLE 3. Thematic analysis

Stage Description

Stage 1: Data Familiarization - Immersion in the data through multiple readings of interview

transcripts. - Gaining a comprehensive understanding of the data's

breadth and depth. - Identifying recurring patterns and potential

themes within the narratives

Stage 2: Coding - Systematic assignment of initial codes to data segments. - Induc-

tive coding approach to capture themes emerging directly from the

data. - Granular examination of participants' responses to capture

the richness of data

Stage 3: Theme Development and

Re􀅫inement

- Organization of generated codes into potential themes. - Ongoing

discussions to foster consensus on emerging themes. - Iterative pro-

cess of theme re􀅫inement to ensure coherence and relevance

FINDINGS

By sharing their substantial diversity and inclusion re-

search, the experts studied the intricate network of inter-

actions that affect employee satisfaction in the workplace.

The study collected qualitative data from semi-structured

interviews and examined it thematically. It examined the

complicated interaction between leadership support, or-

ganizational commitment, employee perspectives, training,

cooperation, and team dynamics. The following data show

how these variables affect employee satisfactionwith diver-

sity and inclusion programs. In the next section, research

participants describe substantial links between leadership

support, employee perspectives of inclusiveness, training

program ef􀅫icacy, and collaborative team dynamics. This

study combines participant feedback and existing research

to better understand how diversity and inclusion actions in

modern workplaces affect employee satisfaction.

Organizational Commitment In􀅮luencing Employee Sat-

isfaction with Diversity and Inclusion Initiatives

By sharing their extensive expertise on diversity and in-

clusion initiatives, the experts examined the complex link-

ages that affect employee happiness. The study used semi-

structured interviews to collect qualitative data for theme

analysis. The study examined the complex relationship be-

tween leadership support, team dynamics, organizational

commitment, employee perspectives, training, and cooper-

ation. The following data shows how these characteristics

affect employees' satisfaction with diversity and inclusion

programs. After that, the researchparticipants' key 􀅫indings

highlight the links between leadership support, employee

perceptions of inclusion, training program ef􀅫icacy, and col-

laborative team dynamics.

This study uses participant feedback and previous research

to better understand the main factors that affect employee

happiness in modern workplace diversity and inclusion ef-

forts.

Corporate commitment strongly affects employee diversity

and inclusion attitudes and experiences, as shown by ear-

lier qualitative research. Tongkachok et al. (2022) claim

that an inclusive, respectful culture and a commitment to

diversity can boost employee happiness. Leong (2023)

argue that authentically committed bosses make diversity

programs more acceptable to workers. This research sup-

ports Charania and Patel (2022), which found that diverse

and inclusive companies had happier, more engaged em-

ployees. This connection highlights leadership endorse-

ment and company culture in diversity and inclusion suc-

cess. Participants said the organization's diversity and in-

clusion helped their comprehension of its values and pur-

pose. A participant said the organization's diversity efforts

match their ideals. Being part of the organization boosts its

reputation and makes me happy. One participant, 011. An-

other participant said diversity and inclusion help a com-

pany promote its values and social responsibilities. Busi-

ness and personal values enhance my pleasure with diver-

sity initiatives. Participant P005.

Employee Training and Awareness Program In􀅮luenc-

ing Employee Satisfaction with Diversity and Inclusion

Initiatives

Staff training and awareness programswere strongly linked

to employee satisfaction with workplace diversity and in-

clusion activities. Interview data showed that good diver-

sity and inclusion training programs improve employees'

awareness. Employee satisfaction increases as a result. Par-

ticipants stressed the importance of training in encouraging

diversity and giving employees the skills to promote inclu-

sion. A participant stressed the value of diversity training,

saying it had extended their perspective and experiences.
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Knowledge and skills to promote inclusion in mywork con-

nections with colleagues have enhanced my awareness and

support for diversity programs. Personnel (P003). "The or-

ganization's allocation of resources towards training pro-

grams exempli􀅫ies its commitment to cultivating a diverse

and inclusivework environment," said someone else. These

initiatives raise awareness and allow personnel to support

diversity efforts, improving the workplace and job satisfac-

tion. Participant P009.

This study supports prior research on staff education and

awareness programs' positive effects on diversity and in-

clusion activities. Training programs promote inclusive at-

titudes and improve employees' diversity knowledge, ac-

cording to (Boldermo, 2020). Successful training programs

can boost employee engagement and diversity satisfaction,

according to (Walker & Hirsch, 2020). Participants also

claimed the program strengthened colleague relationships

and created a more inclusive workplace. A participant

noted the training sessions had encouraged open and fruit-

ful debate, establishing a friendly environment that honors

and respects diverse viewpoints. Diversity collaboration

boosts my pleasure and sense of belonging. Respondent ID

is P007. Another participant said, "The training sessions

have helped me identify hidden biases and integrate more

inclusive behavior into my daily interactions." This mindset

shift improves my satisfaction with diversity initiatives and

fosters a more inclusive workplace. Participant P012.

Employee Perception of Inclusivity Affects the Rela-

tionship BetweenOrganizational Commitment and Em-

ployee Satisfaction with Diversity and Inclusion Initia-

tives

The study found that employee views of inclusivity affected

company commitment and diversity and inclusion satisfac-

tion. The thematic analysis of interview data showed that

inclusion perceptions affected employee satisfaction. These

views alsomediated organizational commitment and diver-

sity and inclusion effectiveness. The necessity of individ-

uals feeling included, represented, and treated equally in

relation to diversity programs was emphasized. Here, in-

clusiveness is crucial: "I feel more committed to the orga-

nization whenever I witness inclusivity in the workplace."

The high correlation between inclusiveness and solid com-

mitment affects my satisfaction with diversity programs

(P004). Another participant said "being valued and inte-

grated by the organization improves my overall commit-

ment to its goals, which include promoting diversity and in-

clusion." The organization's everyday inclusion reaf􀅫irms its

commitment and boosts my satisfaction with diversity ini-

tiatives (P010). These qualitative 􀅫indings support earlier

studies linking employee perception, corporate commit-

ment, and diversity satisfaction. Clark et al. (2021) argue

that inclusivity boostsworkers' commitment to the 􀅫irmand

improves their well-being. Johnson, D'Abundo, Cahill, and

DeLuca (2023) examine company devotion and employee

satisfactionwith diversity efforts through inclusion percep-

tions. The participants also highlighted how their beliefs of

inclusion affected their interactionswith colleagues and de-

partments, creating a more positive work environment. A

participant said inclusive team dynamics provide a friendly

environment that improves communication and coopera-

tion. Thus, diversi􀅫ication programs improve their happi-

ness. My department's cooperation shows the company's

diversity commitment (P006). Someone else stated that

"proactive leadership that advocates for inclusivity and val-

ues diverse contributions establishes the benchmark for

a workplace environment that is welcoming to everyone."

An inclusive culture provides a sense of belonging and val-

ues my unique perspective, which improves my satisfac-

tionwith diversity initiatives (P013). This study shows that

workers' impression of inclusiveness regulates the relation-

ship between their pleasurewith diversity and inclusion ac-

tivities and the company's commitment. They stress the

need to create an inclusive workplace through regular col-

laborations and team synergies, not just verbal communi-

cation.

Collaboration and Team Dynamics Affect the Relation-

ship Between Employee Training and Awareness Pro-

grams and Employee Satisfactionwith Diversity and In-

clusion Initiatives

The study showed that collaboration and team dynamics

and staff education and awareness initiatives affect worker

satisfaction with diversity and inclusion efforts. The theme

analysis of interview data demonstrated that team struc-

ture and operation, which fostered cooperation, affected

training program success and employee happiness. Partic-

ipants emphasized the signi􀅫icance of teamwork and good

dynamics in diversity training program ef􀅫icacy. Analysts

said, "A cooperative atmosphere among teammembers am-

pli􀅫ies the ef􀅫icacy of training strategies." By discussing and

applying training ideas, we improve our comprehension

andapplication of diversity concepts, whichboosts our hap-

piness with diversity programs "P005". Another partici-

pant said, "Acquiring knowledge from training programs

transforms into a shared experience rather than individu-

alized expertise within a collaborative team environment."

Use and understanding diversity awareness improves team
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relations, increasing our pleasure with diversity initiatives

(participant, 011). These qualitative 􀅫indings support pre-

vious research suggesting team dynamics and collabora-

tion affect diversity training program effectiveness. Kweon

and Park (2023) argue that team-based cooperative learn-

ing may foster empathy and support. Godfrey, Coleman,

and Eys (2021) demonstrated that positive team dynam-

ics can help employees use diversity training knowledge,

which may boost happiness. Participants also said positive

team dynamics produced a supportive environment where

they felt comfortable applying course concepts. A partic-

ipant noted that good team connections foster a common

commitment to diversity in daily work. This increases our

satisfaction with diversity programs and creates a more in-

clusive workplace. Participant P008 is recognized. Another

attendee said, "Through teamwork, we can effectively share

ideas and acquire insights from each other's experiences."

Emphasizing the shared construction of a more inclusive

workplace culture boosts diversity training's ef􀅫icacy and

our enjoyment with diversity initiatives. A reference to

P014. This study shows that cooperation and positive team

dynamics are crucial to the effectiveness of staff education

and awareness initiatives that promote diversity and inclu-

sion. They stress the importance of encouraging teams to

use training knowledge to create an inclusive working cul-

ture.

Leadership Support Moderates the Relationship Be-

tween Employee Perception of Inclusivity and Em-

ployee Satisfaction With Diversity and Inclusion Initia-

tives

Leadership support, employeeperceptionof inclusivity, and

employee satisfaction with diversity and inclusion initia-

tives were strongly correlated. The thematic analysis of

interview data showed that workers' awareness of leader-

ship support affected their satisfactionwith diversity initia-

tives and their perception of inclusion. Participants repeat-

edly underlined the signi􀅫icance of leadership in creating

an inclusive environment and increasing their happiness.

Leadership endorsement was stressed, "When leaders ac-

tively support and promote inclusivity, it has a widespread

impact on the entire organization." Approval from higher-

ups fosters inclusion and affects our satisfaction with di-

versity programs. Participant 002 said, "Management en-

dorsement sets the benchmark for awork environment that

embraces diversity and inclusivity." Leaders' true commit-

ment to inclusion increases our viewpoint and satisfaction

with diversity programs. Knowing our opinions and experi-

ences are valued is like being told. Participant P009. These

qualitative 􀅫indings corroborate current research on lead-

ership support's role in changing employee perspectives

and encouraging diversity and inclusion activities. Geiger,

Mastley, Thomas, and Rangel (2023) discovered that lead-

ership support from an inclusive culture improves diver-

sity programs. Folk (2023) revealed that leadership's di-

versity commitment directly affects employee satisfaction.

Participants also explainedhow leadership support affected

their workplace inclusion. One attendee said "Leadership

support for diversity refers to concrete actions that ac-

tively promote the mentioned values, going beyond mere

statements or policies." Leaders that encourage inclusive-

ness improve employees' attitudes and diversity satisfac-

tion. Participant P012. Another participant said, "Lead-

ership establishes the atmosphere for the organization's

culture." Leaders that promote diversity create an inclu-

sive, welcomingworkplace. This encourages inclusivity and

leadership support, which boosts diversity initiative sat-

isfaction. Participants include P007. Leadership support

moderates the relationship between employee satisfaction

withdiversity and inclusionprogramsand inclusiveness be-

liefs, according to this study. They underline the need of

leaders going beyond simply words to actively foster an in-

clusive culture that increases employee happiness andwell-

being.

Leadership Support as a Moderates

The study indicated that leadership support, team dynam-

ics, cooperation, and diversity and inclusion initiatives sig-

ni􀅫icantly affected employee happiness. The thematic anal-

ysis of interview data suggests that leadership support af-

fects diversity initiative satisfaction and collaborative team

dynamics. The participants stressed the signi􀅫icance of

good leadership in creating a collaborative environment,

which improved their happiness. Leaders that actively

promote collaboration and strong team chemistry create a

more inclusive and supportive workplace culture, accord-

ing to a responder. Leadership support supports our efforts

and boosts our diversity program satisfaction. Participant

P004. Another participant felt that leadership support im-

proves team spirit. Our leaders who foster teamwork and a

congenial workplace boost our support for diversity efforts.

This shows our collaborative efforts are valued. Participant

P009. In keeping with prior studies, our qualitative 􀅫ind-

ings show that leadership support improves teamwork and

diversity and inclusion participation. Pantouvakis and Vla-

chos (2020) discovered that leaders who foster collabora-

tion can boost performance and create an inclusive environ-

ment. Ressang-Wildschut, Oldenhof, and Leistikow (2023)
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discovered that leadership's desire to cooperate increased

employee contentment. Participants also noted how lead-

ership support improved their collaborative team experi-

ences, providing a better work environment. One partici-

pant said leadership support extends beyond collaboration.

Promoting good team dynamics is also required. Leaders

who encourage cooperation increase member satisfaction

with diversity programs. Participant P006 is recognized.

Leadership shapes our team culture, said another member.

Diversity efforts make us happier when leaders encourage

cooperation and recognize the signi􀅫icance of teamwork.

This cheerful mentality spreads across the company. Our

teamwork is acknowledged and motivated. Participants in-

clude P-011. This study shows that leadership support in-

􀅫luences the relationship between diversity and inclusion

satisfaction and team collaboration. Leadership is stressed

for actively establishing a cooperative and supportive team

environment that improves employee satisfaction and ex-

periences.

DISCUSSION

The discussion explains the complex relationship between

the study's conclusions and the literature review, revealing

the larger implications and insights from evaluating diver-

sity and inclusion initiatives. The intricate combination of

business commitment, employee perceptions, training pro-

grams, collaborative team dynamics, and leadership sup-

port shapes employee workplace satisfaction. Several stud-

ies have shown that organizational commitment is crucial

to developing an inclusive workplace (Barron, 2023). Testi-

monies stressed the necessity of company recognition and

assistance. This reinforces the premise that business com-

mitment boosts employee satisfaction with diversity and

inclusion programs. This supports earlier research that

shows business culture and leadership are critical to diver-

sity program success. Employee views of inclusion moder-

ate company commitment and diversity program satisfac-

tion, according to the study. The qualitative data showed

a high correlation between employee happiness and be-

longing and inclusion. The workers' views on inclusive

policies and corporate devotion matched (Vijayasingham,

Jogulu, & Allotey, 2021). The paper recommends creating

an inclusive corporate culture to boost employee satisfac-

tion with diversity programs. This study's research of staff

training and awareness programs revealed the necessity

of education in diversity and inclusion initiatives for suc-

cess. The qualitative 􀅫indings con􀅫irm Dove, Castaneda, and

Spano (2022) argument that good training programs in-

crease employee engagement and satisfaction. Participants

in the survey stressed the value of training, which devel-

ops awareness and equips individuals to promote diversity.

The greater variety of studies implies that continuing and

extensive training is needed to build diversity-promoting

personnel. The study found that teamwork greatly affected

staff training and awareness actions. The study's qualitative

􀅫indings support Verwoerd, Klaassen, Van Veen, De Wildt-

Liesveld, andRegeer (2020)'s statements that positive team

dynamics foster an inclusive workplace. Participant testi-

monials suggest that collaboration enhances training pro-

grams by promoting diversity. This emphasizes the need

for training and collaboration in companies. The research

found that leadership support moderated employee per-

spectives, collaborative team dynamics, and diversity pro-

gram satisfaction. Studies suggest that inclusive work-

places require leadership (Abraham et al., 2023; Chara-

nia & Patel, 2022). Participants claimed leadership sup-

port in􀅫luences their satisfaction and experiences beyond

words. Leadership is needed for diversity implementation

and organization-wide commitment. Thus, based of the

above literature and discussion we purposed the following

prepositions and conceptual framework:

• Organizational commitment positively in􀅫luences em-

ployee satisfactionwith diversity and inclusion initia-

tives by fostering a culture of inclusivity and support.

• Employee perceptions of inclusivity mediate the re-

lationship between organizational commitment and

satisfactionwith diversity initiatives, with higher per-

ceptions of inclusivity leading to greater satisfaction.

• Employee training and awareness programs posi-

tively impact employee satisfactionwith diversity ini-

tiatives by equipping employees with the knowledge

and skills to promote diversity and inclusion.

• Collaborative team dynamics enhance the effective-

ness of employee training and awareness programs,

fostering a culture where diversity awareness be-

comes a shared experience.

• Leadership support moderates the relationship be-

tween employee perceptions, collaborative team dy-

namics, and satisfaction with diversity initiatives,

with higher leadership support amplifying positive

outcomes in diversity efforts.
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FIGURE 1. Conceptual framework

CONCLUSION

Empirical study shows that inclusive workplaces require

corporate commitment, employee perspectives on inclu-

sion, training, collaborative team dynamics, leadership sup-

port, and theoretical frameworks. The research reveals

that organizational commitment is necessary for a diverse

and inclusive workplace. Strong corporate commitment

promotes employee inclusion and support, appreciating all

backgrounds. This essential factor boosts employee happi-

ness and diversity. Diversity program satisfaction and busi-

ness commitment are mediated by employee inclusion per-

ceptions.

True diversity commitment increases employee happiness,

the study revealed. This study underlines the need to in-

tegrate organizational commitment into activities that pro-

mote varied viewpoints and active support. The study

shows how staff awareness and training may enhance di-

versity and inclusion initiatives. These programs promote

awareness and teach workers how to support diversity ini-

tiatives.

Companies should prioritize continual, rigorous employee

training. Thiswill empower them to actively promotework-

place diversity and inclusion. Team power dynamics boost

staff training and awareness activities. The study's qualita-

tive 􀅫indings show how a collaborative team environment

promotes diversity awareness. A collaborativemindset fos-

ters individual growth and a more inclusive and support-

ive team environment. Therefore, organizations must pri-

oritize both individual growth and team dynamics that cre-

ate cooperation and recognize differing perspectives. Lead-

ership support mediates the link between employee opin-

ions, teamwork, and diversity program satisfaction. The

study stresses the signi􀅫icance of leadership support, which

goes beyond approval and actively impacts employee expe-

riences and happiness. This conclusion emphasizes the ne-

cessity of corporate leaders proactively promoting an inclu-

sive culture by showing commitment and giving assistance.

Implications

Theoretical Implications

This study has signi􀅫icant theoretical implications for com-

pany diversity and inclusion efforts. The paper examines

corporate commitment's complicated relationshipwith em-

ployee satisfaction in diversity programs to improve under-

standing. This 􀅫inding supports the premise that a strong

corporate commitment improves employee attitudes and

well-being. It emphasizes the importance of organizational

commitment in diversity program research. This study

also helps us understand how workers regard inclusion

as a mediator between diversity program satisfaction and

corporate loyalty. The study carefully investigates busi-

ness commitment, diversity and inclusion achievement, and

employee happiness, emphasizing inclusivity. Inclusivity's

psychological consequences onemployees arewell-studied.

The research further expands on staff training and aware-

ness programs' theoretical foundation, underlining its role

in diversity awareness and support. This sophisticated in-

formation contradicts traditional views about training pro-

gram ef􀅫icacy, prompting academics to examine training

characteristics that encourage employees to actively con-

tribute to inclusive work settings. Analyzing collaborative

team dynamics while creating staff training programs pro-

motes collaboration and diversity. Organizations should

prioritize specialized training and collaborative coopera-

tion to exchange ideas, the research says. A thorough strat-

egy must incorporate individual and group learning and

team execution to handle this theoretical knowledge.

Practical Implications

This study hasmajor consequences for business executives,

HR professionals, and diversity and inclusion advocates.
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The paper emphasizes company-wide diversity and inclu-

sion. Organizations should adopt diversity ideas and prac-

tices in their daily operations and policies. This practical

training involves workplace diversity strategy and commit-

ment. Recognizing employee inclusion ideas may also help

􀅫irms create an inclusive atmosphere. Rules, procedures,

and symbolic gestures are essential to foster employee be-

longing. Executive diversity training, diversity committees,

and inclusive policies reduce prejudices. Research stresses

continuous and thorough training. Companies should pro-

vide diversity training to help employees encourage diver-

sity at work. This practical result requires a planned train-

ing strategy with feedback systems to assure program rele-

vance and ef􀅫iciency. Organizations must encourage collab-

oration and diversity to promote effective team dynamics.

Inclusion, open communication, and praising shared efforts

are effective team-building activities. This method empha-

sizes collaboration's in􀅫luence on employee diversity satis-

faction beyond individual education.

Limitations

This study explains diversity and inclusion strategies; how-

ever its limitations may limit its application and compre-

hensiveness. The research is limited to one organization,

making it challenging to apply to other industries or sys-

tems. Due to the selected businesses' characteristics, these

resultsmay be skewed in various contexts. Semi-structured

interviews offer much of the study's self-reported data.

Qualitative research provides deep insights, yet social de-

sirability bias might occur when respondents make socially

acceptable comments. This constraint may lower data ac-

curacy. Future research should use mixed-method designs

and longitudinal investigations to improve dependability.

Cross-sectional research cannot prove causality. This study

cannot track diversity and inclusion program trends. These

initiatives may evolve and in􀅫luence employee happiness

over time, according to longitudinal study. Other diver-

sity characteristics including age, gender, color, and gender

were ignored. The lack of intersectional analysis has re-

stricted our understanding of how diverse employees per-

ceive diversity and inclusion actions. Intersectional re-

search is needed to understand the issues encountered by

persons with several marginalized identities. Quantitative

research is statistically rigorous, yet qualitative research

provides unique insights. Lack of observable data restricts

statistical analysis, whichmay show broad patterns or rela-

tionships. A more extended qualitative and quantitative in-

vestigationmay assist understand the current study's links.

Future Research Directions

This research may help us comprehend business diversity

and inclusion. Before advancing, researchers must assess

their results' sector and organizational signi􀅫icance. These

activities' accomplishments and industry-speci􀅫ic obstacles

might be revealed by analyzing them in different contexts.

To overcome self-reported data constraints, future research

could employ diversity indices, organizational performance

measures, or staff departure rates. Quantitative research

may strengthen qualitative results on diversity and inclu-

sion's advantages to employee happiness and organiza-

tional success. To track diversity and inclusion efforts, fu-

ture studiesmaybe longitudinal. This strategymayuncover

dynamic trends, evaluate these efforts, andhighlight key im-

provement areas. Moreover, longitudinal research would

better determine the causal links between diversity initia-

tive satisfaction, employee attitudes, and business commit-

ment. Future studiesmust explorediversity-related compo-

nent interactions. Interviewing cross-identity persons on

diversity and inclusion may reveal new issues and inspire

inclusivity strategies. Diversity discussions emphasize rec-

ognizing and resolving complex personal and work iden-

tities. This strategy helps them. Finally, technology may

impact diversity and inclusion activities in future research.

Growing use of digital communication and virtual settings

affects business involvement. Understanding how technol-

ogy in􀅫luences virtual diversity training, team relationships,

and leadership support may help 􀅫irms adapt to changing

workplaces.
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