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ABSTRACT 

The United States demographic and workforce are increasingly becoming more diverse. 

However, the question remains of how the leaders within diverse organizations can 

consistently manage workforce interaction to attain employee commitment. This 

quantitative study examines the relational effect of diversity and inclusion management 

on organizational commitment. Data for this study was collected using the 

SurveyMonkey online identity anonymity survey weblink. Voluntary participants entered 

the online survey through an invitation link to the consent page, explained the study's 

purpose focus on Nigerian American Immigrants and relevant inclusion and exclusion 

criteria. Initial one hundred thirty-five responses, whereas one hundred and twenty met 

all criteria with a demographic response rate of 65.8 percent Nigerian American 

immigrants and 34.2 percent American Minority Immigrants. The study assessed the 

outlined hypotheses using a hierarchical regression model in SPSS version 25 to assess 

the effect of diversity and inclusion management predictor variables on the organizational 

commitment criterion variable. The study findings provide empirically tested relational 

effects of inclusion and diversity management, indicating that inclusion management 

revealed a higher positive relational effect on organizational commitment. Consequently, 

organizational commitment is most effective when diversity receives support and 

commitment from top leadership to promote an inclusive environment. It provides 

training tools for HR management, organization management literature,  TEDx Talks, 

and educational purposes for creating an inclusive environment. 

Keywords: Paradox, diversity management, inclusion management, organizational 

commitments  
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CHAPTER 1: INTRODUCTION TO THE STUDY 

Introduction 

Diversity and inclusive management have received the spotlight over decades 

from researchers. Most explicitly, diversity and inclusion were reinforced in the federal 

workforce when President Obama signed an Executive Order in 2011 (Settles, 2016; 

Daya and April 2014). However, depending on the context, diversity and inclusion 

management have different meanings and concepts to individuals, organizations, and the 

general population. The study draws from the Optimal distinctiveness theory asserts that 

each person has two fundamental and competing human needs: 1) Need for inclusion. 2) 

Need for differentiation through group membership and inclusion in the community as a 

distinct group. Social identity theory and the self-categorization theory were based 

heavily on the individual level of cognition (M. B., 1991).  

At the heart of understanding diversity, discrimination, and inclusion is the well-

established tendency of individuals to categorize selves and others as belonging to groups 

based on observable or perceived features. Consequently, examined in-out-group 

categorization is based on singular characteristics such as ethnicity (Tajfel, 1981; Turner 

et al., 1987).  The federal workforce is yet to catch up in diversity and inclusion 

management practices as the global workforce is increasingly becoming diverse (Jin et 

al., 2017; Settles, 2016; Daya & April, 2014). There has yet to be a substantive study 

report on the precedent and current theories that extensively examine the relational effect 

of diversity and inclusive management on organizational commitment (Settles, 2016; 

Daya & April, 2014). Diversity is the presence of differences among a national social unit 

(Jackson et al., 1995). Diversity and inclusive management are the principal factors in 
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organizational culture since, globally, organizations consistently grow more diverse in 

terms of national origin, gender, race, ethnicity, age, behavior, and identifiable 

distinguishing characteristics of social members (Shaw and Barrett‐Power, 1998). In the 

twenty-first century, workforce diversity comprises individuals with different values, 

needs, attitudes, desires, and cultural behaviors (Deluca and McDowell, 1992; Morrison, 

1992; Rosen and Lovelace, 1991; D'Netto and Sohal, 1999). 

Background 

Leaders who practice diversity and inclusion in workgroups and social 

environments experience higher employee creativity, innovative climate, and employee 

commitment (Farrukh et al., 2016; Jin et al., 2017; Wang et al., 2013). In addition, the 

level of employee organizational commitment is higher in an employee-leader 

relationship, especially with transformational leaders’ ability to positively mediate 

between diversified workers, social environment, and innovative climates (Wang et al., 

2013; Kamanzi et al., 2021; Alvarez & Alvarez; Konrad, 2021). Diversity has common 

stereotypes which hinder positive social relationships regarding gender, language, color, 

age, disability, political class, wealth, and educational level. Minority experiences of 

explicit racial discrimination and microaggressions contribute to the minority’s unique 

stressors due to their marginalized social identity. Such minorities include American 

Indian and Alaska Native (AIAN), Asian, Black, and Latinx populations in the United 

States. However, this study focuses on Nigerian American Immigrants. The minority 

effect of discrimination adversely contributes to depression and anxiety. Discrimination is 

a significant source of stress in minorities’ lives (Fisher et al., 2022). 
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Minorities live with ambivalence, dilemmas of classification, and targeted support 

and aggression. Nevertheless, the universal system that emphasizes the inclusion of an 

outsider in a diversified social climate is contingent on possessing an individual 

identification certificate such as mental health, disability, blindness, and other sure ways 

of recognizing individual disabilities. Other contextual conditions for embracing the 

inclusion of diversified individuals include job characteristics, the task assigned, skill 

variance, job significance, feedback, and autonomy. (Tschanz and Powell, 2020; Kanfer 

et al., 2012; Sonnentag and Zijlstra, 2006; Loher, et al., 1985; Niessen, et al., 2016, 

Willemse et al., 2014; Eib et al., 2015). 

The myriad of policies relating to diversity is becoming challenging for minorities 

to conceptualize and marginalize. The realization that the multitude of diversity policies 

is universal requires personal innovation. For example, discrimination began in the 

Biblical era, when accents, cultural norms, religion, languages, education, and strength 

inclusion in the tools used in widespread segregation and exclusion. For example, the 

Gileadites identified and killed the Ephraimites for their inability to pronounce: 

‘Shibboleth’ the Ephraimites were killed for saying, ‘Sibboleth’ (New International 

Version Bible, 2022/1959, Judges 12:4-6). Additionally, an indication of an individual's 

need to belong and distinctiveness exemplified in the long-standing systematic 

disadvantage, ethnicity, and diversity-related race within societies like the Black Lives 

Matter and the #MeToo movement indicates inequalities. The movements seek 

recognition of Indigenous groups' rights to gender and to understand how individuals 

from diverse backgrounds can live together productively (Stephan & van de Vijver, 

2020). Moreover, the prevalent tensions between the kind of support received create 
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separation and uncertainty, particularly during immigrational shifting memberships in 

known cultural values to host country and organizational cultures.  

An inclusive leader exemplifies attitudinal behaviors, including accepting 

responsibility for creating an inclusive organizational culture, social engagement, and 

community. Furthermore, inclusive leaders bring true nature and identity to work, foster 

transparent decision-making, provide the understanding and resolve to improve resistance 

and communicate inclusion values relating to the mission and vision of the organization 

(Ferdman, 2014; Gotsis & Grimani, 2016). Inclusion is paramount to diverse leadership; 

however multifaceted, inclusivity is a construct (Hays-Thomas et al., 2012; Roberson, 

2006). Workplace values utilize individual and team differences within the workforce 

cooperation by contributing to the surrounding communities. Inclusive leaders strive to 

alleviate the stigma of disadvantaged groups in their wider national environment and 

increase collaboration among individuals, team members, social groups, and 

organizations across national and cultural boundaries. Also, inclusive leaders strive to 

instill belongingness, individualism, and uniqueness to enhance workplace diversity (Jin 

et al., 2017; Mor Barak, 2011; Shore et al., 2011; Gotsis & Grimani, 2016).  

A climate for inclusion denotes a shared perception of a work environment that 

comprises policies, practices, and an understanding of inclusive behaviors, fostering a 

sense of belongingness and uniqueness of expectation, support, and reward (Boekhorst, 

2015). In addition, inclusive leadership possesses components of inclusion that is an 

intrinsically relational construct, emerging because of mutual influence and collective 

adaptation, environments that foster deeper social bonding, authentic relationships, 
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modeling courage, and embracing humane ideals as organizations (Gallegos, 2014; 

Gotsis & Grimani, 2016). 

Problem Statement 

The global workplace, community, and social context are increasingly becoming 

diverse, yet leadership theories still need to explore the paradox of diversity and inclusion 

management issues (Chin and Sanchez-Hucles, 2007). Positive Diversity management 

incurs creativity and innovations that provide the basis for competitive advantage. On the 

other hand, negative diversity management causes suspicion, misunderstanding, and 

workplace conflicts, resulting in employee absenteeism, poor product quality, low 

morale, and loss of competitive motivation.  

Firms seeking competitive advantage, therefore, face a paradoxical condition. 

Leaders who embrace diversity and inclusion in management risk workplace conflict and 

avoiding diversity and inclusion risks losing the competitive edge. Diversity and 

inclusion, however self-contradictory yet, lead to opportunities and challenges when 

managing a paradoxical situation. Additionally, when simultaneously managed, diversity 

and inclusion management positively relate to creativity, organizational success, and 

stability (Nigel, 2005). 

The paradoxical management issues warrant a new, advanced leadership model 

incorporating diversity and inclusive leadership theories (Eagly and Chin, 2010). 

Research theories and current studies need to study the relationship between diversity and 

inclusive management on organizational commitment and to reveal enriching benefit 

impetus for optimizing leadership effectiveness and organizational commitment (Gotsis 

and Grimani, 2016). Despite its claims toward equality and inclusion, diversity 
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management has received criticism for its historical and individualized view of diversity 

and inclusive management (Park, 2020). Instead of directly addressing the historical and 

material conditions that serve as the basis for inequality in the workplace, diversity and 

inclusive management strive to achieve inclusion by focusing on the qualities that the 

individual worker brings (Park, 2020). Diversity and inclusion are distinctively different 

in meaning, yet their concepts overlap (Park, 2020). 

Not all businesses and organizations have easily practiced diversity and inclusive 

management. Diversity and inclusive leadership have become challenging and complex, 

especially for public organizations, due to the organization's homogeneous potential 

employees, making it harder for leaders to adapt to the new and changing environment. 

However, increased job satisfaction, self-realization, career advancement, a higher sense 

of employee well-being, and low turnover intent are related to successful diversity and 

inclusive management (Jin et al., 2017; Mor Barak and Levin, 2002; Cherin, 1998). 

Compared to public and social organizations, they consistently need help to minimize 

turnover rates, are unable to retain high-quality employees, and need more creativity to 

access the necessary tools. The most conspicuous issue is the inability to consistently 

reward deserving employees due to employees' dissatisfaction with the lack of a leader's 

style of managing diversity and inclusion (Light, 2008; Settles, 2016; Lewis, 1991; Jin et 

al., 2017). 

Leadership at all levels undergoes diversity challenges and societal-level 

conflicts, especially regarding organizational leaders seeking improved opportunities 

among minority groups (Konrad et al., 2021). Efforts to maintain fairness perceptions 

among Indigenous employees lead to paradoxical issues in leaders' efforts to instill 
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diversity values based on talent and ability. (Konrad et al., 2021). Diversity management 

based on merit manifests in paradoxical interaction where identity validation threatens 

Indigenous groups and vice versa. However, a balanced combination of diversity 

management principles and values simultaneously creates organizational deceitfulness to 

fulfill diversity, merit, and skills pressures (Konrad et al., 2021). Virtuality and virtual 

organization theory also influence diversity and inclusion management (Avolio et al., 

2000; Powell et al., 2004) 

The relationship between skills, values, merit, and diversity is paradoxical. Values 

and tradition are the standards for measuring the level of commitment indicative of 

achievement, altruism, financial security, actions, ambition, courage, and honesty (Ajzen, 

2001). Values drive attitudes and motivation as they reinforce enduring desires and 

purposes, the essence of employees' commitment expressed in diversity, inclusion, and 

organizational theories (DiMaggio & Powell, 1983). Diversity alone indicates unilateral 

forces of fulfillment. However, when diversity integrates with inclusion, the reward and 

value create hope for organizations during the current diverse surge of associates (Ely & 

Thomas, 2001). 

Preliminary research studies on the effect of the United States Immigration Policy 

on immigrants primarily modify minority diversity and view of inclusion in the 

workplace. An immigration policy that shapes the demographic, resource allocation, and 

cultural landscape of the United States are consistently changing (Bradley, 2017). The 

lack of immigration policy pieces of training reduces the in-depth understanding of the 

immigration resource category allocation. Moreover, the difficulty in accessing 

distributed resources affects all forms of immigrant personnel in the United States: 
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Immigrants need to be more cognitively, socially, and mentally prepared to navigate 

complex social systems. Upon landing in the host nation, immigrants experience 

unfamiliar race-related issues and experiences that could eventually threaten their overall 

mental health (Berry, 2003; Ha, 2019). 

Immigration policies influence marginalized employees' job attitudes and 

personalities. Therefore, acculturation strategy and self-efficacy are essential criteria for 

classifying marginalized groups (Ndika, 2013; Adewunmi, 2015). Hence, the 

marginalized devise various coping strategies to sustain changing culture, language, 

values, and national laws, leading to increased employee turnover and stressors 

associated with new social and cultural values. Therefore, access to culturally sensitive 

resource training facilities could ease the immigrant acculturation processes and, in turn, 

improve employee motivation and diversity management inclusion at workplaces. 

(Adegboye, 2021; Sam, 2000; Berry, 2003; Ha, 2019). This study examines how cross-

cultural translation in the twenty-first-century context of global workplace diversity 

parallels the aggregate of its differences (Sung-Yul, 2020). Finally, individual leaders' 

diverse perspective stems from experiences of multiple cultures co-existing within the 

inclusive organizational social environment. Also, the freedom guaranteed equal 

opportunities to communicate meaning across communities of speakers participating in 

such a diversity management environment. (Sung-Yul, 2020; Konrad et al., 2021). 

Inclusive leaders improve psychological safety by implementing a positive 

working environment free from fear of leaders' disapproval, retaliation, and increased 

perceived biases and judgment from superiors or colleagues. In addition, however, 

inclusive leadership development cultivates behaviors that are positively associated with 
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diversity, and inclusion improves employees' well-being and collaborates positively with 

diversified groups and team members (Pasca & Wagner, 2011). The existing relational 

gap between employees' perceived fairness of inclusive management could be bridged 

when future researchers focus on longitudinal experimental research designs. For 

example, to assess the causal relationships between variables when larger diverse 

representation samples to generalize their findings (Park, 2020). 

As stated earlier, diversity and inclusive management received the spotlight over 

decades from researchers. Most explicitly, diversity and inclusion were reinforced in the 

federal workforce when President Obama signed an Executive Order in 2011. However, 

the general population and the federal workforce need to catch up in diversity and 

inclusion management practices, yet the global workforce is becoming increasingly 

diverse. Concurrently, no measuring theories evaluating leadership's effect on leading 

diversity and inclusive management are substantiated (Settles, 2016). Previous research 

studies provide resources to achieve an inclusive, diversified workplace social 

environment, provide justice among employees, and avoid inappropriate management. 

However, an existing problem still needs to be empirically tested the relational effect of 

diversity and inclusion management on organizational commitment. Consequently, 

additional studies on how the relationship between diversity and inclusion management 

mediate employee attitudes of satisfaction, motivation, and organizational commitment 

are needed (Settles, 2016; Konrad et al., 2021). 

Purpose of the Study 

This quantitative survey study examines the relational effect of diversity and 

inclusion management on organizational commitment. While previous literature has 
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identified several effective diversity and inclusion training and practices, considerable 

evidence suggests the need for the empirical measurement of diversity and inclusion 

relational effectiveness on organizational commitment (Settles, 2016; Shore et al., 2011). 

Therefore, this study examines whether the organizational culture that promotes the high 

implementation of diversity and inclusion management significantly improves 

organizational commitments among immigrant minorities, focusing on Nigerian 

American Immigrants. 

The study will use sample participants who completed the Diversity and Inclusion 

Inventories (DMI & IMI) and the Organizational Commitment Inventory (OCI) within 

the United States. Where diversity (DMI) and inclusion (IMI) scales are the independent 

(predictor) variables, higher scores reflect higher commitments. The dependent variable 

in the study is the organizational commitment Inventory (OCI), and higher scores 

translate to higher organizational commitments perceived by the sample of participants. 

An α = .05 was used for all analyses. The study result indicates the effectiveness of 

managing workplace diversity and inclusion (Settles, 2016; Shore et al., 2011; Martin & 

Bridgmon, 2012). 

Research Question(s) and Hypotheses 

Research Questions 

 RQ1:  Does Diversity and inclusion management predict a higher rate of 

organizational commitment? 

 RQ 2:  Do organizations implementing diversity and inclusive management 

experience a decrease in employee commitment?  
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Hypotheses 

The study research and null hypotheses logically extend the research questions.  

Alternative Hypothesis (Ha): Organizations promoting diversity and inclusive 

culture will significantly increase diverse opinions and perspectives and a higher rate of 

organizational commitment. 

Null Hypothesis (Ho): Organizations promoting diversity and inclusive culture 

will not increase diverse opinions and perspectives nor improve organizational 

commitment. 

Assumptions and Limitations of the Study 

Other countries may not conceptualize the importance of the study because the 

study focused on the United States’ minorities. Therefore, the experience of the other 

nations' regulations regarding marginalized identity and inclusion may differ from such 

experiences as immigrant minorities, handicapped, mental health stigmatism, and the 

other social minorities discourses in the United States. Many minorities may not have 

access to social media due to workload, family demands, and lack of resources for the 

disabled. Hence social media sources alone could not provide the diverse 

multiculturalization and societal minority participants enough to cover the expected 

numbers of data.  

Other characteristic limitations may arise from workplace issues relating to 

geographical locations, ethnicity, cross-cultural background differences, gender, 

relational roles, parents, and lack of trust. Since societal minorities are not the only focus 

of the study, there exists an interconnection with leadership and organizational 

management of inclusion and identity regulation data collections. For example, Pitts’ 
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(2009) research result stated that when comparing workplace satisfaction, the minority 

tends to be less likely to report due to fear of retaliation from management.  

Theoretical Foundations of the Study 

Optimal Distinctiveness Theory 

Optimal Distinctiveness Theory suggests a curvilinear relation that a group must 

be large enough to satisfy the need for belonging and small enough to meet the demand 

for differentiation, including religious ingroup members (Leszczensky et al., 2020). 

Optimal distinctiveness theory is valuable at predicting the perceptions of the team   

when examining for a balance between the diversity of two team member personality and 

positive perceptions of the team process. Performance, satisfaction, and viability 

influence individual differences in essential team outcomes (Way et al., 2022). Optima's 

distinctiveness theory criterion helps explain social group memberships and how people 

define their social identity (Beniflah et al., 2022). Optimal distinctive theory validates the 

moderating role of workplace spirituality, the relationship between teams' 

transformational leadership, and team viability under the theoretical lens of the 

distinctiveness of identities (Rodriguez et al., 2019). 

 Optimal distinctiveness theory examines how fans develop a more robust team 

identity by standing or fitting in. The seven identity management strategies include a 

solid psychological connection to their chosen team, attendance decisions, purchase 

intent, and fan group involvement. For example, loyal fans of the New York Jets have 

contributed to a top-five average attendance and a capacity percentage of over 93% in 

2010, despite the record-lowest win-to-loss ratio in the NFL. Also, Sunderland A.F.C. 

achieved a top-ten average attendance of over 40,000 despite having yet to win the title 
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since 1936. Cognition, evaluation, and effectiveness form the dimensions of social 

identity consensus. It also lays the foundation and contributes distinctiveness within the 

intragroup and intergroup comparisons (Goldman et al., 2016; Ma & Rast III, 2020). 

Paradox Theory 

 Paradox theory is a contradictory phenomenon that explains interrelated elements 

existing simultaneously, persisting over time, and seem logical when considered in 

isolation but irrational, inconsistent, and absurd when juxtaposed (Smith & Lewis, 2011). 

The global market, technology, humanity, production, and services are continuously 

becoming fast-paced and highly competitive, and simultaneously, the internal 

organizational processes are becoming more complex. Demands and supplies are 

contradictory and are increasingly becoming salient and persistent. Organizational leaders 

and human resources are left to make decisions to collaborate or to control individual or 

collective flexibility or efficiency, exploration or exploitation, profit, or social 

responsibility. It all depends on the leadership style or viewpoints, i.e., the leaders' 

responses to the paradox tensions remain the fundamental determinant of an 

organization's fate. Paradox elements involve opposing phenomena yet are 

interdependent and pose challenges and opportunities for virtual work and group 

teamwork (Lewis, 2000; Smith & Lewis, 2011; Smith & Tushman, 2005; Purvanova & 

Kenda, 2018).  

How does context influence the effectiveness of opposing alternatives: 

cooperative or competitive, centralized, or decentralized? The paradoxical theory 

explains the option by exploring organizations' ability to manage competing demands 

simultaneously. Leaders dealing with Paradoxical perspectives are encouraged to choose 
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long-term sustainability care over short-term. Long-term care, however, incorporates 

continuous management of what is and what does not define the paradoxical approach. 

Paradoxical management is an excellent alternative to the contingency theory, yet the 

study on paradox insight is limited (Purvanova & Kenda, 2018; Lewis, 2000; Smith & 

Lewis, 2011; Smith & Tushman, 2005). 

A Christian living principle, as thought by Jesus on several occasions, is 

paradoxical in that, to find, one must lose something and die to save/live life. For 

example, to qualify as Jesus' disciples, individuals must deny worldly treasures and take 

up their cross to follow Jesus. The sure way to save one's life is to lose it. Jesus gave 

another paradoxical example in other texts. For example, an individual who desires to 

follow Jesus (Disciples), a seed that must die and rot underground to become a fruit-

bearing tree. However, if it dies, it produces many seeds. To love life outside of the 

Savior will eventually cause one to lose it (Matthew 14:24-25; John 12: 24). 

Work Motivational Theory 

 The job characteristics aspect of work motivational theory had divided into two 

distinct types: First, Intrinsic motivation incurs employee satisfaction when job 

characteristics are enjoyable, rewarding, and enriching. Intrinsic factors are those things 

that incur job satisfaction, such as the level of recognition and the job nature. Second, 

Extrinsic motivation involves getting satisfaction from the outward consequences of the 

job done, which may lead to dissatisfaction if not satisfied. Extrinsic factors are 

supervision, salary, and working conditions. Poor job characteristics such as high job 

demands, absence of autonomy, and unfavorable jobs increase employee fatigue, 

negative attitudes, and poor individual well-being. Thus, an employee's need for recovery 
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mediates the effects of job characteristics on feelings of fatigue, stressfulness, and poor 

well-being (Kanfer et al., 2012; Sonnentag and Zijlstra, 2006). 

Inclusive Leadership Theory 

Inclusive leadership theory expresses the importance of giving attention to 

individual’s perceptions of fairness and tangible or intangible rewards and involves the 

leaders-employee relational exhibition of openness, accessibility, and availability 

(Hollander, 2009; Carmeli et al., 2010; Nishii & Mayer, 2009). Inclusive leaders 

empower two-way influence when leaders empower employees to express creativity and 

skill sets as morally valuable (Hollander, 2009, Carmeli et al., 2010). 

Inclusive leadership focuses on removing barriers that hinder employees from 

fully participating in their organizations and being firmly involved in participating—the 

representation of minorities and organizations in the decision-making processes. 

However, inclusion may be less noticeable due to a weaker impact on diversity benefits 

for white men vs. (gender or racial minority), historically values and ideals dominated 

organizational settings. Therefore, the study’s hypothesis also evaluates the relational 

impact of inclusive leadership influencing people more strongly of a racial minority than 

those of a racial majority: values and ideals (Jin, 2017). 

Relational Leadership Theory 

 Inclusive leaders encourage creativity and organizational innovation and 

influence employees’ discretional perspectives of doing their job. Leaders who provide 

relational support increase employees’ creative production, as supported by various 

empirical studies (Fletcher, 2004; Uhl-Bien, 2006; Carmeli & Schaubroeck, 2007; Hunter 

et al., 2007; Nishii & Mayer, 2009; Mumford & Hunter, 2005; Shalley & Gilson, 2004; 
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Carmeli et al., 2010). Diversity and inclusive leadership management ensure excellent 

psychological safety and contribute to employees’ feeling of security. The workplace 

environment becomes safe enough for an employee to engage in interpersonal creative 

and risk tactics, which increase the integration of innovative ideas to increase 

organizational competitiveness (Graen & Uhl-Bien, 1995; Edmondson, 1996, 1999; 

Kahn, 1990). 

Definition of Terms 

The following is a list of definitions of terms used in this study.   

Term One – American Immigration Policy 

The United States Immigration policy is the first determinant of Immigrant American 

acculturation grouping. The rule of law governing the United States Immigration Policy 

is the Immigration and Nationality Act (INA). The INA consists of the yearly designated 

number of granted permanent immigrant visas across various visa categories totaling 

675,000. The INA sets no limitations on yearly visas granted to the United States families 

of citizens, spouses, children of spouses under 21.1, and parents. 

Similarly, the United States President consults Congress on the number of yearly refugees 

admitted through the refugee admissions programs in the United States. The United 

States immigration law is designed strategically on four primary principles: 1. To unite 

families, 2. Immigrants with valuable skills to the growth of the United States economy, 

3. Refugees, and 4. Diversity promotion and inclusions.  

The fact sheet holds basic information about the United States legal immigration 

policy, functions, and designs. Immigrants issued United States Immigrant visas receive 

lawful permanent resident (LPR) status. However, noncitizens living in the United States 
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may receive the LPR through "adjustment status" processes. The LPR status holders are 

eligible to apply for employment and with the possibility to live permanently. LRP 

holders can apply for citizenship following three to five years of residence in the United 

States. Without LRP consent, there are no other lawful ways of becoming a United States 

citizen. Additionally, the United States immigration law enables various temporary 

noncitizen admissions visas, including tourist, foreign student, or exchange visas, 

temporary workers' visas, and employment-based visas, to have no limit to the number of 

annual admittances. However, the visas granted expiry dates or renewal (American 

Immigration Council, 2021). 

Term Two – Paradox 

A proposition or statement contrary to accepted norms, seemingly or self-

contradictory, absurd, yet exhibits or expresses truth (Smith & Lewis, 2011; Smith & 

Tushman, 2005; Purvanova & Kenda, 2018; Lewis, 2000). 

Term Three – Self-Efficacy 

 Self-efficacy is the second primary criterion for assessing employee retention and 

strategical acculturation classification of immigrants in the United States of America. 

Self-efficacy will evaluate the four acculturation variables: assimilation, separation, 

integration, and marginalization. In addition, the level of Immigration policy experienced 

starts the snowball self-efficacy ratings, acculturation group placement, organizational 

cultural efficacy of immigrants' cultural value, and employment retention levels (Franco, 

2015; Hom et al., 2020; Oerlemans and Peeters, 2010; Hausknecht & Trevor, 2011). 

Term Four – Acculturation 
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           Acculturation and acculturation processes underpin two independent dimensions 

which show immigrants' desire to support their authentic cultural heritage and adopt the 

host culture's values. These two dimensions produce four acculturation styles: 

assimilation, integration, separation, and marginalization (Hommey et al., 2020; 

Oerlemans and Peeters, 2010). The following are the definitions of the acculturation 

groups: 

Term Five – Acculturation groupings 

1. Assimilation is the immigrants abandon their original cultural values and adopt the host 

culture's values. 

 2. Integration: defined by the immigrant's adoption of an integral part of the cultural 

values of the host culture while still holding their original culture.  

3. Separation is the immigrants keep one's original culture while avoiding values 

associated with the host culture.  

4. Marginalization refers to avoiding both cultural values, resulting in isolation from their 

original and host cultures. The acculturation group named or adopted by individuals may 

later shape their values and behaviors. Also, values and behaviors tend to influence their 

decisions in the labor market. 

Term Six – Acculturation stressors 

Acculturation stressors include developed physical and mental health issues 

because of the complex processes of immigrants' experiences in settlements. 

Term Seven – Culture  

Culture is defined as a system of values, attitudes, and beliefs familiar to 

members of a particular group and passed on from generation to generation (Hattrup et 
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al., 2007). Culture is the most fertile soil in a people and the deeply rooted worldview 

level to plant the Gospel Seed (Kraft, 2009). As the root of a tree influences its fruits in 

the same way, anything that affects a people's worldview will affect the whole culture 

and those who operate in that culture. Therefore, Christian individuals or Missionaries 

receive the mandate to emulate Jesus' way of leadership, as does apostle Paul (1Cor. 

11:1), and to honor a people's culture and their incorporated worldview in the absence of 

manipulation, extortion, and to embrace the people's culture to influence the cultural 

people (1 Corinthians 9:22-23).  The people's cultural values, beliefs, and ideas are to be 

honored because it is their only known way of survival, communication, interacting, and 

sowing the Gospel Seed (Kraft, 2009). 

Kraft (2009) defined Culture and Worldview regarding, First, anthropologists’ 

customs structure and underlying worldview assumptions governing people's lives, 

design for living, biological, physical coping, and social environment. Culture is a 

learned pattern of beliefs (worldview), concepts and behaviors, and artifacts, "Material 

culture." Second, the worldview is the deep level of culture, and cultural assumptions 

relate to values, commitment, and allegiance underlying how people perceive and 

respond to reality. Third, cultural worldview does not separate from culture, including 

culture's deepest level upon which people base the assumptions of their lives. The word 

culture is a complex phenomenon having several layers and facets of understanding that 

systematically lead to the heart of the cultural value and worldview. A depth 

understanding of cultural norms enhances Missionaries' and evangelists' transition from 

outsiders to insiders of a culture. In-depth knowledge of culture accurately defines the 

following terms: Behavior- acceptable norms; Meaning-the way of doing things; Values-
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what is good or bad; Believes-what is accurate; Worldview-what is real (Kwast, 2009), 

enhances effective communication of God's good news to a cross-cultural group of 

people and a great tool to acquire for the goal of fulfilling the Great Commission 

(Matthew. 28: 16-20).  

Term Eight – Organizational Commitment 

Organizational Commitment is a construct with a different operational definition 

that includes individual attitude and behavior, often separately or combined. For example, 

Organizational Commitment (company loyalty) identifies with employees' acceptance of 

the organization's goals and values, willingness to put in all effort for the organization's 

success, and desire to remain with the organization (Owens-Young et al., 2022; Saha et 

al., Victor et al., 2021; David et al., 2019; Innstrand et al., 2022). 

Term Nine – Turnover/ Intent/Rate 

 Employee turnover refers to an employee's voluntary or involuntary resignation 

from their current employer, employees who are self-initiated leaving due to factors such 

as individually motivated choice or organizational discrimination. Employee turnover is 

the rate at which individuals change their job. Turnover is the total of employee 

departures from teams' members, work units, and organizations. Operationally, the 

Turnover Rate represents voluntary and involuntary quitting of one's job (Franco, 2015; 

Hom et al., 2019; 2020; Hausknecht & Trevor, 2011). 

A high turnover rate could directly affect an organization's product quality, cost, 

financial performance, retention of the client, and organizational commitment. Similarly, 

turnover could benefit employees who gain promotions and prospects from competing 

organizations. On the other hand, quitting one's job could adversely affect employees' 
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moving costs and family instability (Franco, 2015; Hom et al., 2019;2020; Hausknecht & 

Trevor, 2011). 

Significance of the Study 

This study will become one of the available research projects within immigrants' 

literature that use the Nigerian American immigrant as an example of distinct African 

Americans and other Sub-Saharan African immigrants to the United States. This study is 

unique in addressing multiple constructs (acculturation groupings, employment turnovers, 

and level of self-efficacy) in a single study. This study provides concrete psychological 

tools to manage complex theories of immigration policy effects on cross-cultural values 

and their impact on immigrants' ethnic identity. Furthermore, this study uses Nigerian 

American immigrants' experiences as an example. First, the author is a Nigerian 

American immigrant who draws on individual experiences to shed light on immigrants' 

lives. Second, to shed light on the shared similarity of the experiences with the trans-

Sahara Africans, African Americans, and international immigrants.  

The study's significance indicates ways to manage the polarity of diversity and 

inclusion within societies, teams, and group members, workplace social environment, and 

freedom of self-identity expression. The study aims to enable continued organizational 

change and growth and provide inclusion and diversity education to implement 

successful social equality in public workplaces. Furthermore, the study's significance 

includes educating the masses, including the TEDx Talks about the concealed and 

disguised benefits underlining the positive management of inclusion and diversity. 

Trained leaders gain a global business and national competitive edge and a more 

significant advantage than the assumed contradictions or loss of trust when organizational 
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cultures include the total practice of diversity and inclusion management in organizations 

and society. This study aims to shed light on future mission trips with an open mind, 

willingness, and sensitivity to culture for all who desire to fulfill the Great Commission 

(Matt. 28:16-20) and work in a cross-cultural environment and other nations.  

Education, training, acceptance, and inclusion are the antidote to the mountains of 

contrasting policies facing the fundamentally challenged by institutional logic, 

institutionalized minorities, the disabled, and the incorporation of inclusive 

organizational cultures. Analyzing national and organizational cultural logic facilitates 

understanding, whereas lacking the training to enable inclusion fosters a lack of 

successful cross-cultural acculturation. The system of checks and balances in the United 

States enhances the labor markets and federal immigrational policies to balance 

education, welfare, and organizations lacking inter-institutional coordination and negative 

impact on disabled young adults in the United States (Tschanz & Powell, 2020). 

The study is resourceful for the government and the community to distribute the 

proper resource allocation. Also, the study result becomes acculturation training tools for 

immigrants and minorities' reduction of stressors leading to mental health. Study results 

inform immigration service providers and individuals of the unique host nation's cultural 

norms to better prepare for acculturation stressors. Additionally, the study examines how 

the level of understanding of the host nation's immigration policy has a snowball effect 

on minority Americans' peaceful settlements in the United States of America. The 

snowball effect begins with immigrant self-efficacy, acculturation, and education. Most 

migrants lack substantial and rich qualitative literature for guidance. Therefore, the 

current quantitative research approach supplies a nuanced understanding of the effect of 
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the host nation's immigration policy on acculturation, self-efficacy, employment turnover, 

and educational experiences of first and second-generation migrants. 

A synergistic approach combining the best cultural practices in solving workplace 

problems in which members operate open-mindedly can potentially solve creative 

problems (Toomey & Chung, 2012). For example, a patient eventually received proper 

treatment following several weeks of treatment with no improvement until a referral to a 

doctor with a tropical climate-related sicknesses treatment experience background. The 

doctor only administered one treatment, and the patient returned to work the following 

day. Organizations, social environments, and Healthcare professionals can benefit from 

mastering the knowledge and skills of adaptive intercultural communication 

competencies (Toomey & Chung, 2012). 
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Summary 

The study employed the optimal distinctiveness theory and other diversity and 

inclusion management theories to present supportive nuance of the relational effect of 

diversity and inclusion management on organizational commitment. The study affirmed 

valuable concepts of optimal distinctiveness theory and validated the perceptions of the 

team processes when examining a balance between the diversified team members' 

personalities. Employees' perceptions of influencers regarding individual differences in 

performance, satisfaction, and viability are essential to team outcomes (Way et al., 2022). 

Optimal Distinctiveness Theory presents a curvilinear relation between the team and 

group members' size to encompass belonging and the need for differentiation in all 

ramifications (Leszczensky et al., 2020). 

Additionally, inclusive leadership theory focuses on removing barriers that may 

hinder employees from fully participating in their organizations through the 

representation of minorities and organizations in decision-making and by giving attention 

to individuals' perceptions of fairness. Furthermore, the paradox theory, however 

contradictory, is a phenomenon that simultaneously explains leaders' experience of 

relational differences between diversity and inclusion management (Smith & Lewis, 

2011). Employees thrive when the job-assigned characteristics become motivating. Either 

intrinsically or extrinsically satisfying, enjoyable, rewarding, and enriching (Kanfer et al., 

2012; Sonnentag & Zijlstra, 2006). 

Next, the study examines whether the lack of diversity and inclusion management 

more highly predicts lower organizational commitments than a higher rate of diversity 

and inclusion management. Employees' acceptance of the organization's goals and values, 
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willingness to put in all effort for the organization's success, and desire to remain with the 

organization positively correlate with organizational commitment-company loyalty 

(Owens-Young et al., 2022; Saha et al., Victor et al., 2021; David et al., 2019; Innstrand 

et al., 2022). 

Finally, the study examines the diversity and inclusive management complex 

phenomenon. It provides critical reviews of diversity and inclusion management articles 

and preliminary research studies on the effect of diversity policy and inclusive 

management on Immigrants and minorities (David et al., 2019; Innstrand et al., 2022; 

Nigel, 2005). 
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CHAPTER 2: LITERATURE REVIEW 

Overview 

This current research study examines the paradoxical effect of managing 

diversified and societally inclusive workplaces to recognize individuals' needs for 

belonging and distinctiveness (Grigoryan, 2019; Nigel, 2005; Qiaoqin, 2018; Eib et al., 

2015; Kumar et al., 2009). Despite organizational efforts to promote diversity and 

employees' predicted increase in productivity and innovation, diversity and inclusion 

strain interpersonal trust and integration and undermine employee well-being (Grigoryan, 

2019; Kossek & Lobel, 1996; Nigel, 2005). Furthermore, the corporate discourse of 

diversity management, where cultural diversity in the workforce contradicts all known 

resources, maximizes profit and loss of trust. This study presents an extensive 

examination of known documented diversity study reports from the previous research 

result regarding the complexity of inclusive and diverse management (Betters-Reed & 

Moore, 1992; Thomas, 1992). 

The study critically reviews diversity and inclusion management articles and 

related study reports on the United States immigrants' work-related issues and coping 

strategies. Also, the current study aims to examine the preliminary research studies on the 

effect of diversity policy and inclusive management on Immigrants and minorities 

(Betters-Reed & Moore, 1992; Thomas, 1992). Finally, the study will attempt to connect 

the national representation of various immigrants and minorities in the United States. As 

a Nigerian American immigrant, the author uses African minority experiences as an 

example of how immigration policy affects Immigrants' acculturation classification, self-

efficacy, employee turnover, and stress associated with new social and cultural values. 
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The effect of diversity and inclusive management on organizational commitment 

indicates that organizations that claim cultural openness and inclusivity only sometimes 

produce equal relationships in a publicly diverse workplace (Kossek & Lobel, 1996; 

Nigel, 2005). 

Description of Research Strategy 

Databases and search engines used in study strategies include Emerald Insight, 

Academic Search Premier/EBSCO, Google Scholar, Elsevier/Science Direct, 

Routledge/Taylor & Francis, Sage Publications, Cairn, and IZA. Additionally, I searched 

specific topic-related journals, including the Academy of Management Journal, 

Administrative Science Quarterly, European Management Review, and Equality, 

Diversity, and Inclusion. This current researcher received permission to proceed with the 

subject recruitment, enrollment, informed consent, data gathering, and de-identification 

by the institutional review board (IRB). This current researcher is highly considerate of 

ethical detailed principles and design. The process inspires the fulfillment of my 

dissertation's moral principle.  

Review of Literature 

Diversity and inclusive management are complex phenomena known as a double-

edged sword. More than merely diverse representation alone is needed to produce 

diversity benefits by incorporating inclusive management (Bassett-Jones, 2005). Thus, 

there is a need for an in-depth understanding of the differences in distinct types of 

diversity and inclusion management (Stephan and van de Vijver, 2020). The underlying 

phenomena of varied reasons for individuals to migrate to other countries such as 

displacement by war, conflict, Technological improvement (social media, 
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telecommunications, emails, zoom), virtual organizations, and individuals in search of a 

better life (Shore et al., 2011; Pantely & Chiasson, 2008; Priego-Roche et al., 2016). The 

diversity's rapid growth led to the global surge of immigrants, resulting in the 

multinational corporations' generational migration, ethnicity, and functional multicultural 

workplace of the 21st century (Panteli & Chiasson, 2008). Managing a diverse workforce 

creates unprecedented challenges for leaders and managers worldwide owing to the 

varied dynamics of the diversified impact of employee outcomes (Shore et al., 2011). 

Diversity management policies and procedures alone have limited capacity to 

incur full fledge opportunities for the organization and are often the starting points for 

creating positive organizational environments for employees (Jin et al., 2017; McKay et 

al., 2007; Shore et al., 2009). In addition, leadership and management involvement is 

vital for effective diversity and inclusive management. Human resource managers (HR) 

actively lead and enforce diversity issues and promote diversity as a determinant of 

practice implementation procedures. In an inclusive organizational climate, Favorable 

Leaders' support is paramount to actualizing diversity and inclusive management 

practices in a consistently growing globally diverse and inclusive environment (Agars & 

Kottke, 2004; Myers, 2003; Law, 2012; Hollander, 2009; Nishii & Mayer, 2009).   

To increase organizational productivity and profitability, workforce diversity 

management in the USA requires matching the demographic characteristics of workers to 

consumers. Otherwise, organizational management may face the consequences from both 

employees and consumers, a case of a poorly conceived organizational culture and 

implementation of diversity and inclusive perversely leading to discriminatory 

employment practices, such as workplace stereotype-based segregation in assigned 



   
 

29 

responsibilities and inequality in other employment outcomes through pay rates, 

promotions, and recognitions. Moreover, such organizations and management practices 

constitute an illegal reduction of employment rates and opportunities for immigrants, the 

disabled, women, and race and ethnic minorities (Bendick et al., 2010). 

 Consequently, creating adverse and failing effects on society, customer 

relationships, and reduced sales. Competitive stability requires management and HRs to 

be educated, trained, or guided through promoting workplace diversity and inclusion 

practices by representing and including diverse ethnicity among employees, as expressed 

in society, and among consumers. Unfortunately, the case for diversity and inclusion 

issues needs to be addressed or considered unimportant (Bendick et al., 2010). This 

research paper aims to alert managers and employers to the importance of diversity and 

inclusive management's effect on organizational commitment and turnover intent. The 

following phenomenon requires dynamic effects on diversity and inclusive management 

study.  

Diversity 

Diversity is a complex phenomenon known as a double-edged sword; mere 

diverse representation alone does not produce diversity benefits (Bassett-Jones, 2005). 

Thus, there is a need for an in-depth understanding of the differences in distinct types of 

diversity and inclusion management (Stephan & van de Vijver, 2020). The underlying 

phenomena of varied reasons for individuals to migrate to other countries such as 

displacement by war, conflict, Technological improvement (social media, 

telecommunications, emails, zoom), virtual organizations, and individuals in search of a 

better life (Shore et al., 2011; Pantely & Chiasson, 2008; Priego-Roche et al., 2016). The 
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diversity's rapid growth led to the global surge of immigrants, resulting in the 

multinational corporations' generational migration, ethnicity, and functional multicultural 

workplace of the 21st century (Panteli & Chiasson, 2008). 

Despite organizational efforts to promote diversity and employees' predicted 

increase in productivity and innovation, diversity and inclusion strain interpersonal trust 

and integration and undermine employee well-being (Grigoryan, 2019; Kossek & Lobel, 

1996; Nigel, 2005). The corporate discourse of diversity management, where cultural 

diversity in the workforce contradicts all known resources, maximizes profit and loss of 

trust. This study presents an extensive examination of known documented diversity study 

reports from the previous research result regarding the complexity of inclusive and 

diverse management (Betters-Reed & Moore, 1992; Thomas, 1992). 

 The study critically reviews diversity management articles, and studies reports on 

Nigerian American immigrants' health, education, work-related issues, and coping 

strategies. The current study aims to examine the preliminary research studies on the 

effect of immigration policy on Sub-Saharan Africans, especially Nigerian Americans 

(Betters-Reed & Moore, 1992; Thomas, 1992). Examine how immigration policy affects 

Immigrants' acculturation classification, self-efficacy, employee turnover, and stress 

associated with new social and cultural values. How diversity management, which claims 

openness and inclusivity, eventually produces unequal relationships in a nationally 

diverse workplace (Kossek & Lobel, 1996; Nigel, 2005). 

The Paradoxes of Diversity 

Jonsen et al., 2013 emphasize the need for an enlightened existential social 

paradox or issues and workforce diversity explained by 'Hardin's (1968) paradox of the 
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commons' which creates conflicts between individual and collective 

good: Voluntarism and Individualism. Diversity is a societal reality. However, a societal 

reality of diversity does not imply a responsibility to pursue diversity and equality among 

employees. It is a paradoxical phenomenon that although diversity responsibility entails 

everyone's efforts, it is no one's primary responsibility, hence often neglected to meet 

organizational quota requirements by the law, and otherwise towards political or self-

interests. It also remains one of the critical issues about the paradox of workforce 

diversity linked to the social paradox. High-cost payoffs following individual 

organizations' collective irrationality and the cumulative consequences of irrational 

organizational choices are becoming disastrous at the societal level. The social payoff to 

each organization for mismanagement of diversity, such as homophily, discrimination, 

and exclusion, is often considered higher in the short run than promoting diversity and 

inclusion at all levels. However, if organizations attempt to evade consequences, ignoring 

diversity and inclusion management could create large numbers of unemployed and 

marginalized citizens by rendering their skills underutilized. Therefore, to avoid the 

paradox of workplace diversity and inclusion management, leaders are encouraged to 

incorporate diversified groups in the organizational workforce within society. Employers 

of racially diversified workers enjoy strategic growth leading to higher productivity. 

Conversely, a diversified working environment leads to increased societal values, 

firm competitive advantage, and lower turnover intent yet incurs high productivity when 

poorly mismanaged. Additionally, the paradox of an inclusive and diversified workforce 

may affect organizations' multidimensional performance goals in the short run leading to 

increased costs in the form of lost business opportunities from consumer boycotts, for 
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example, of companies Disney and Pepsi for incorporating minorities, gay, and disability-

friendly policies. An ethnically based company's sense of justice, equality, or fairness in 

the upper echelon needs to be more practical to introduce diversity and inclusive 

management. Hence, any attempt to introduce diversity and inclusive management 

culture may prove abortive or pose a dilemma unless a strong legal centrally enforced 

organizational adherence perspective (Jonsen, 2013). 

Examining the contradictory perspectives of managing diversified public, social, 

and organizational workforce reveals both the benefits and challenges involved when 

managing a diversified workforce from the vintage management point of view. Contrary 

to previous diversity management initiative results, mixed, uncompleted results 

constituted failed or partial understanding of the workforce and societal understanding of 

diversity (Lewis & Smith, 2014; Smith et al., 2017; Miron-Spektor et al., 2018). 

Consequently, this study aims to amplify the need for further diversity interventions. To 

successfully manage the emergent organizational tensions involving a diversified 

workforce, the managers use the two common opposing strategies to contend with these 

paradoxes, to effective strategies to combat the paradoxical issues undermining the 

manager's success. When navigated, a clear understanding and proper application of a 

compelling paradox of diversity strategy could significantly advance diversity 

management's success. In addition, it increases awareness for academic education 

training and reduces the high cost of diversity tension intervention and turnover intent for 

diversity management practitioners. 

Explicitly, the three paradoxical management strategies are: 

1.     Necessary change vs. desire for stability 
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2.     Bureaucratic control vs. flexible procedures 

3.     Long-term business gains vs. short-term losses. (Lewis and Smith, 2014; 

Smith et al., 2017; Miron-Spektor et al., 2018). 

Inclusion 

Inclusion is of paramount importance to diverse leadership. Inclusivity, however 

multifaceted, is a construct (Hays-Thomas et al., 2012; Roberson, 2006). Workplace 

values utilize individual and team differences within the workforce ` by contributing to 

the surrounding communities. Inclusive leaders strive to alleviate the stigma of 

disadvantaged groups in their wider national environment and increase collaboration 

among individuals, team members, social groups, and organizations across national and 

cultural boundaries (Hays-Thomas et al., 2012; Roberson, 2006; Ashikali, 2018). 

 Also, inclusive leaders strive to instill belongingness, individualism, and 

uniqueness to enhance workplace diversity (Mor Barak, 2011; Shore et al., 2011; Gotsis 

& Grimani, 2016). A climate for inclusion denotes "the shared perception of a work 

environment comprising the policies, practices, and understanding that inclusive 

behaviors foster a sense of belongingness and uniqueness expectation, support, and 

reward (Boekhorst, 2015). Inclusive leadership possesses components of inclusion that is 

an intrinsically relational construct, emerging because of mutual influence and collective 

adaptation, environments that foster deeper social bonding, authentic relationships, 

modeling courage, and embracing humane ideals as organizations (Gallegos, 2014; 

Gotsis & Grimani, 2016). Inclusive leadership efforts include removing barriers 

prohibiting employees from fully participating in the organizational decision-making 

processes. In addition, inclusive leadership management can instill predictive 
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performance roles for racially stigmatized handicapped, women, and minority employees 

with more difficulties and barriers (Wentling and Palma-Rivas, 2000). 

Education, training, acceptance, and inclusion are the antidote to the mountains of 

contrasting policies facing the fundamentally challenged by institutional logic, 

institutionalized minorities, the disabled, and the incorporation of inclusive 

organizational cultures. Analyzing national and organizational cultural logic facilitates 

understanding, whereas lacking training to enable inclusion fosters a lack of successful 

cross-cultural acculturation. The system of checks and balances in the United States 

enhances the labor markets and federal immigrational policies to balance education, 

welfare, and organizations lacking inter-institutional coordination and negative impact on 

disabled young adults in the United States (Tschanz & Powell, 2020). 

The Paradoxes of Inclusion 

Inclusive management practice incorporates the paradoxical lenses involving 

productive tensions. A paradoxical perspective relates to the processes by which 

organizations compete with the diversified global competition and demand, such as 

forming the basis of organizational complexities (Ferdman, 2014, 2017; Smith & Lewis, 

2011). For example, the management decides to focus on current versus future needs or 

profit or employee satisfaction. The paradox of inclusive management involves managing 

the tension that arises because of managing the coin with two sides: A matter of both and 

not necessarily either/or, but a matter of simultaneously managing both sides, hence 

conflicts arise from managing the social and cognitive polarities of simultaneously 

manage coexisting conflicts of paradoxical relationship (Smith et al., 2016; Jules & 

Good, 2014). However, adopting an inclusive paradoxical management perspective can 

be excellent access, a necessary way to address management challenges and tensions 
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arising from an inclusive management system and avoid getting trapped on one or the 

other side of the tension continuum (Ferdman, 2014; 2017). 

For example, the following questions need consideration: 

 (1) To be inclusive, should we treat everyone the same or differently? (2) To be 

inclusive, only align goals and processes with one approach or do whatever is best to 

bring individual strengths and align with our interests. (3) To be inclusive, have 

commonalities aligned with one another, or focus on individual differences. (4) To be 

inclusive, should individual differences be grouped based on their identities and everyday 

interests, or should people be compelled to mix up across identities and other 

characteristics? It would be impossible to adhere to one or the other side of the coin to 

resolve the above and other issues of the same categorical problems. Implementing 

paradoxical inclusiveness strategies against the polarity of inclusive management usually 

increases productivity. However, contradicting and embracing both perspectives is 

paramount to fostering inclusive leadership to reap its benefits (Ferdman, 2017). 

The three core perspectives of the inclusive management paradox are: (1) The 

contrasting paradox of self-expression and identity emphasizes belonging and absorption 

versus distinctiveness and uniqueness. (2) The contrasting paradox of boundaries and 

norms emphasizes stable and well-defined standards versus shifting and flexible ones. (3) 

The contrasting paradox of safety and comfort emphasizes comfort, such as “my way,” 

versus enduring discomfort to attain openness to change (Ferdman, 2017). 

Questions 
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1. Can organizational culture foster a sense of belonging and unity that elicits 

inclusion in a diverse group yet enables the differences to coexist to add value to and 

inform the whole group? (Ferdman, 2017). 

2. Can organizational culture foster a sense of belonging and unity that elicits 

inclusion in a diverse group to be both alike and different simultaneously? (Ferdman, 

2017). 

Achieving total inclusive benefits requires leaders simultaneously address 

followers’ needs to belong yet be separate and distinct (Shore et al., 2011; Ferdman, 

2017). A dynamic and shifting relational variance powered by the context, group 

placement, and the type of inclusive paradigm. Exclude tensions from focusing on group-

level differences, individual uniqueness, and experience (Ferdman, 2014). Freedom to 

identify with all the other members equally and entirely regardless of and despite 

individual differences. Freedom to feel and be different from other members without 

subduing identities to the collated status quote to be like others. Freedom of the 

individual in a collective need to be fully engaged in contributing to the whole task. A 

complete and equal member need not hide differentiated perspectives, give up their 

unique values, or compromise valued identities or qualities (Ferdman, 2010; Smith and 

Berg, 1987, 1997; Ferdman, 2017). A diverse and inclusive adaptation requires no 

compromise but the freedom to subsume oneself to the whole without losing a personal 

sense of difference from other group members. A loss of personal identities could lead to 

reduced or loss of individual capacity to provide added value to the group. Therefore, 

paradoxically undermines the group’s collective benefits (Ferdman et al., 2010). 
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To be fully included in a larger workgroup, organization, or society unit, inclusive 

management involves several critical elements of multiculturalism accounts describing 

the importance of freedom to maintain one’s culture and identity in a diverse society in 

the United States of America (Berry, 2016; Berry & Sam, 2014). They are also included 

in the freedom to become part of an identified larger collective of various units of the 

organization or community that values individual differences. A widely acceptable 

multiculturalism example of diverse and inclusive management requires members of 

genuinely multicultural diverse groups, communities, societies, and nations to maintain 

their cultures and, at the same time, be equipped to participate by engaging with and 

becoming constituents of the larger society (Berry, 2016).  

Inclusive management mutually focuses on combined similarities thoroughly 

assumed to be alike, full membership to the large units, groups, organizations, and 

community, and a voice in that larger unit as valuable and equal to those available to any 

other and all members. Thus, inclusion involves experiencing a sense of complete 

connection and participation combined with a contradictory sense of difference, 

uniqueness, and even distance. Inclusive paradox tension increased when group-based 

patterns of historical inequality stigma or the collective identity were previously 

associated more or totally with one component subgroup and not others (Ferdman, 2017; 

Ferdman et al., 2010). 

The Key to Managing the Paradox of Inclusive Management 

The key to managing the paradox of inclusive management begins with learning 

an individual's core differences to understand the intimate connection between individual 

cultures, values, norms, language, and ideologies of the two or both sides of the 
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continuum. Essentially, embrace the paradox, avoid polarizing between the two options, 

have the freedom to maintain separate and distinct identity differences from the larger 

units, and fully preserve the mental aptitude to belong (Smith & Berg,1987; Ferdman, 

2017). Paradoxical inclusive identity Poor management delineates oversimplifying the 

different conceptions of groups and individual identity. The consideration of personal 

belongings and the paradox of individuality suggest that a group's members must be free 

to express their individuality and work on developing it as fully as possible.  

Therefore, individuals will only become fully identified when wholly accepted 

and provided with maximum opportunity to develop self-identity more fully within the 

group. Succinctly, the processes to be wholly accepted, owning one's identity within the 

larger group involves one's ability to get other's distinctiveness within the group members 

paradoxically: To strengthen one's three interwoven sense of authenticity and to belong 

as a member of the larger group and to affirmatively express one's belongingness, 

uniqueness, or difference from others unapologetically (Shore et al., 2011; Ferdman, 

2017). 

Factors Affecting Organizational Commitment 

Management and Leadership 

Management and leadership are distinct constructs; although the process and 

responsibilities of leadership and that of the management are similar and overlap in that 

management are expected to perform the functions of leaders, each primary responsibility 

is significantly different. For example, management’s responsibilities include planning 

and budgeting (establish agenda, set timetables, allocate resources), organizing and 

staffing (provide structures, make job placement, establish rules and procedures), 
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controlling and problem-solving (develop incentives, generate creative solutions, take 

corrective actions). In addition, the management provides orders and consistency to the 

organization. On the other hand, leadership produces change and movement in the 

organization, such as establishing direction (creating a vision, simplifying, and clarifying 

big pictures, setting strategies), Aligns people (communicating goals, seeking 

commitment, building teams and coalitions), and motivating and inspires 

(energize/inspires, empower followers, satisfy unmet needs) (Northouse, 2019). 

However, both management and leadership are essential to the growth and 

prosperity of an organization. Organizations need to nourish competent management and 

skilled leadership to be consistently competitive. Management is often said to be a 

unidirectional authority relationship that joins forces to sell goods, whereas leadership is 

a multidirectional relationship influencer. Leaders and followers work together to create 

real change. Leadership is a valued, complex phenomenon universally appealing 

(Northouse, 2019).  

Leading a successful diversified organization is contingent on the individual 

leader's management style, quality, and effectiveness concerning an individual's level of 

the four leadership principles as the leader's (1) Trait, (2) Skills, (3) Behavioral, and (4) 

Situational Approaches (Northouse, 2019). Other leadership types based on theories with 

a specific focus on the unity between different theoretical approaches include (1) 

transformational, (2) authentic leadership, (3) servant leadership, (4) adaptive leadership, 

and (5) path-goal leadership styles. Additionally, leadership ethics, non-theoretically 

based yet highly valuable, aims at providing ethical guidelines to leaders about everyday 

situational issues arising within the organization and affecting leadership (Northouse, 
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2019). Finally, a leader's quality depends on the abstract theoretical approaches to 

leadership, a distinguishing phenomenon from the popular view on how individual 

approaches the strengths and weaknesses of leaders' followers (Burns, 1978; Bass, 1985; 

Bennis & Nanus, 1985, 2007). 

 Leadership styles that positively correlate with inclusion and development 

encourage positive leadership behaviors that benefit employee well-being and collaborate 

well with diverse teams. In addition, inclusive leaders contribute to felt psychological 

safety, which indicates that a positive working environment is free from fear of 

disapproval, retaliation, and unfavorable judgment from superiors or colleagues (Pasca & 

Wagner, 2011). Northouse (2019) asserted that the analysis of case studies and the 

questionnaire helps to identify an individual's style of leadership approach in the four 

stated approaches to leadership. 

Trait Approach 

The trait approach delineates leaders born with innate specific skills through 

which they become competent and successful leaders. Identification of these innate traits 

could help to distinguish leaders from non-leaders universally. Common character traits 

include intelligence, self-confidence, determination, integrity, and sociability. The five-

factor personality model identified five relationships closely related to character traits. In 

order of strength, they are extraversion, conscientiousness, openness, low neuroticism, 

and agreeableness. The traits assessment is helpful for personal and organizational 

leadership selection purposes (Northouse, 2019). 

Skills Approach 



   
 

41 

A leader-centered perspective focuses on learnable individual skills and abilities, 

while the traits approach focuses on fixed individual character. The skills approach on 

competencies of a leader's problem-solving, social judgment skills, and knowledge. 

Practical problem-solving influences experiences, attributes of individuals, and the 

environment. The three parts of administrative skills are technical, human, and 

conceptual. The skills approach describes leadership perspectives and provides structures 

to identify effective leadership (Northouse, 2019). 

Behavioral Approach 

  Although related to traits and the skills approach, the focus is on the leaders' 

behavior, acts, and what the leaders do. The two types of leader primary behavior: are 

task behavior and relationship behavior, which originated from the Ohio State studies, the 

University of Michigan studies, and the work of Blake and Mouton on the Managerial 

Grid (Northouse, 2019). 

Situational Approach 

It focuses on the situation and the leader's ability to adapt their style as a situation 

changes. The leader appropriately applies their class in a directive and supportive case to 

meet the changing needs of the followers. There are four styles of situation leadership 

classification (Northouse, 2019). 

The Authors’ View of the Four Approaches to Leadership 

This author’s approach to leadership stems from her personal view as an 

integrational Psychologist that there exists a connectedness between the popular view of 

leadership and the abstract theoretical approaches to leadership. Individually, the personal 

approach to leadership research theories and the leader-follower relationship affect the 
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strengths and weaknesses of each leader. Out of the four styles of leadership approaches 

expressed by Nuthouse (2019), namely: Trait, Skills, Behavioral, and Situational 

Approaches are interwoven and collaboratively define the quality of anyone who desires 

to be an effective leader. 

This author’s view of a skillful leader includes the combination of the four traits 

listed above as supportive and complementing rather than contradicting each other. The 

prerequisites and uniqueness of influential leaders include being motivational, critical 

thinking, equalizing personality, and conflict resolution. A leader’s primary behavior is 

adapting as a situation changes with the organization and the followers. The call of all 

Christian leaders is servanthood, to be compassionate, loving one another with integrity 

and humility, “not lording it over,” not egotistical, a giver, not the receiver, and looking 

out for many, not self-centered (Malphurs, 2003). 

Author’s View Regarding Organizational Justice 

Latham (2012) provided an in-depth analysis of justice’s importance to 

organizations and employees. The principles of justice ought to be specified from the 

time of employee selection for hiring, at which psychological contracts often denote an 

unwritten expectation of certain benefits or privileged between employees and the hiring 

organization. Employee expectations from the organization include trust, growth, a safe 

working environment, competitive salary, and promotion. The state of such an 

acquaintance relationship between employees and management often leads to suspicions 

and questions of trust. 

 When this occurs, employees usually resolve cognitive shortcuts as a behavioral 

guide and feelings regarding organizational justice. On the other side, organizations also 



   
 

43 

reserve their right to expect employees’ loyalty and high citizenship behavior from 

employees. Furthermore, justice matters to individual employees regarding material and 

interpersonal outcomes, for the affirmation of employees’ identity within the 

organization, valued interpersonal groups, respect for human worth, psychological 

control, inclusiveness, self-esteem, and a search for meaningful existentialism. When 

employees perceive that the organization maltreats those affirmative values, the results 

include declining organizational commitment, reduced job performance rates, and a 

significant reduction in citizenship organizational engagements. 

Haynie et al. (2016) highly emphasize employee motivation as the generally 

effective way organizational leadership can establish an organizational context of justice. 

Such will positively influence employee contributions to personal and organizational 

goals. Also, by 1). Offering equitable outcomes through distributive justice (intrinsic and 

relational motives), enacting fair policies and procedures in procedural justice, and 

promoting organizational policies and procedures that enhance job engagement that 

strongly enhances group or organization identification identity and cooperative 

attainment. Reciprocatively, positive psychological states of safety and meaningfulness 

evoke employees’ willingness to invest physical, cognitive, and emotional energies to 

meet the hiring organizations’ role expectations and willingly invest themselves in their 

jobs. 

Employees/Followers Have Feelings/Emotions, Too 

       Currently, with a rather rapid technological surge and a global world of 

uncertainty, stress, industrial competition, and fear, human resources management 

(HRM), theorists and researchers in Industrial-organizational Psychology (I-O) and 
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Organization behavior (OB) continue to work on developing strategies to implement the 

newly discovered behavioral agenda. (Latham, 2016) Emotions and Moods: Emotional 

triggers and experiences often are automatic, subconscious appraisals of things or 

situations and built-in tendencies or impulses that regulate action, most of which stem 

from psychological contracts. When triggered, emotions can be short-lived in minor 

situations, long-lasting if the situation lasts, or continues long after the situation is over. 

Therefore, a person who subconsciously continues to make appraisals of the situation 

may not get over the past issue, leading to conscious brooding. Also, the chemical 

imbalance could trigger long-lasting emotional brooding (Latham, 2016). Principles of 

Organizational Justice: An organization’s principle of justice becomes questionable when: 

individuals or groups of employees perceive unfairness in the style of the organization’s 

judgment, employees perceive treatment options as violating personal or religious moral 

principles, and when employees feel unfairly treated. Employees may respond 

physiologically, such as through reduced commitment, and behaviorally by decreasing 

helping behavior or an increase in retaliation due to failed psychological contract 

(Latham, 2016). 

The Underpinning Effect of Psychological Contract 

 A psychological contract is a mental Contract that is unwritten and unspoken. 

Nevertheless, the parties involved expect certain expectations of each other—for 

example, the psychological Contract between an employee and the employer. Employees 

expect a sense of dignity, worth, and opportunities for growth or promotions from the 

organization. Similarly, the employer also expects loyalty and commitment from the 
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employee (Latham, 2016). Many people have experienced unfair treatment in some 

aspects of life, leading to struggles to overcome shame, fear, and discouragement. 

Transformational Leadership 

According to Northouse (2019), transformational leadership emerged in the 1970s 

and represented such theorists as Burns (1978), Bass (1985), and Bennis and Nanus 

(1985, 2007). Although very new, transformational leadership is in the paradigm of 

leadership theories popularly recognized within the effectiveness of leadership elements. 

The process transforms people's emotions, values, standards, long-term goals, and ethics. 

The leader can access followers' motives, provide satisfaction, motivate, and respect 

followers as team members. As change agents, transformational leaders are excellent role 

models who consistently challenge one to higher standards, help to clarify personal and 

organizational visions, and exemplify trustworthiness. 

The Multifactor Leadership Questionnaire (MLQ) assessment of transformational 

leadership access the seven areas of individual leaders' behavior: charisma/influence, 

motivation, stimulation, consideration, rewards, exceptional manageability, and laissez-

faire. The several benefits of transformational leadership include its popular model, 

widely accepted by researchers, and solid intuitive appeal. However, critics criticize its 

trait-like qualities and lack of conceptual clarity (Northouse, 2019). 

Authentic Leadership 

Authentic leadership is also a recently researched area focusing on the leadership 

intuition of genuineness and realness (leader's authenticity). Although in a tentative state, 

authentic leaders are in high demand because of the upheaval going on in the world 

today. Morally exclusive, candid, and truthful leaders are in demand. Authentic leaders 
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are not easily defined or characterized because of the need for an accepted definition. 

However, because of its complexity, it can be intrapersonal and developmentally 

conceptualized. Authentic leadership comprises four significant components: self-

awareness, relational transparency, balanced processing, and internalized moral 

perspective influenced by a leader's positive psychological, critical life experiences, and 

moral reasoning capacities. Authentic leadership's positive advantages include its ability 

to provide answers for quality leadership searching for content. In addition, authentic 

leadership is learnable, and its explicit moral traits accrued over time. However, 

researchers need to substantiate and explain authentic leaders' ethical components 

(Northouse, 2019). 

Servant Leadership 

Northouse (2019) stated that servant leadership originated by Greenleaf (1970), is 

like authentic leadership but different from other leadership approaches by its paradoxical 

way of influencing people and with the initial mindset to serve others rather than serve. 

Servant leaders focus on the need to relate with others, empathize ethically and 

attentively, empower, and provide help for followers when needed, and develop followers 

to their fullest potential for all parties involved. 

Servant leadership's ten significant characteristics include attentive listening, empathy, 

healing, awareness, persuasion, conceptual commitment, vision, stewardship, and 

community building. The three essential components of servant leadership are their 

ability to exhibit servant leadership behaviors, pre-existing conditions, and the outcome 

of individual supervision. Benefits of servant leadership include the leader's selfless 

concern for the well-being of the followers, sharing control, and not lording it on others. 
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The disadvantages of servant leadership include being paradoxical, which diminishes the 

traditional leadership approach. 

Adaptive Leadership 

Adaptive leadership, initially formulated by Heifetz (1994, in Northouse, 2019), 

focuses on the adaptation of the followers rather than the self by encouraging others in 

the face of problems or unexpected occurrences by adapting and dealing with situational 

chance to thrive. Adaptive leadership includes the six adaptive leaders' behavior, the 

challenges concerning the situation (technical and adaptive), and how one can adapt to 

work concerns. Adaptive leadership benefits include complex but interactive processes 

with multiple dimensions and adaptive theories clearly defining a leader's role and 

actions. The weaknesses include limited empirical studies to support the authenticity of 

the approach. 

  Leadership Ethics 

Ethics is one of the oldest historical guidelines for the issues of ethics in day-to-

day leadership situations. Unlike the transformational, path-goal, and traits approach 

theories that focus on the unity between different theoretical approaches, leadership 

ethics is not theoretically based on or concentrated on but instead provides ethical 

guidelines to leaders about everyday situational issues that may arise within an 

organization's leadership. According to Northouse (2019), ethical theories date back to 

the time of Plato (427-347 B.C. & Aristotle, 384-322 B.C.). Ethics experts are soundly 

portrayed in leadership when leaders practice justice, respect, service, commitment to 

community building, and honesty. Leaders partialize the virtue of ethics daily in their 

actions and when making decisions, displaying a leader's commitment to personal, 
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worker, and organizational values. However, values are a part of individual lives that 

influences actions. For example, a manager's attributes and character reflect personal 

ethics, values, and mirror belief (Baglione & Zimmener, 2007). 

Ethical leaders are truthful, respectful, and fair to others' affairs. Ethical leaders 

are rooted in providing respect for justice to all, service, and basic principles for moral 

leadership development. Christian leaders' regulations by Jesus differ from the typical or 

worldly leadership style in that they do not exercise authority over followers; on the 

contrary, Christian leaders become great by serving others (New International Version 

Bible, 2022/1959, Mathew 20:25-26). So, therefore, does the tenet of transformational 

servant leaders. Authentic leadership resonates with Christian leaders' principles. 

Christian leaders are servant leaders with the manner of administration to be 

compassionate: to love one another with integrity and humility, not exercising authority 

or ego. They are givers, not receivers, and not self-absorbed (Malphurs, 2003). Leaders' 

success is by the aggregate size of organizational growth, goal attainment, job 

satisfaction, employee turnover, and organizational commitment. 

Global Migration 

The overwhelming impact of global migration led to significant diversified 

representation in workforce demographics of diversity attributes of 

1. Generation, ethnicity, and cultural background, 

2. Individual well-being, a sense of purpose, and the need for fulfillment, 

3. Examination of the impact of knowledge on diversity and lesser-known 

affective outcomes becomes necessary to unravel the diversity phenomenon's black-box 

nature. A wide range of multicultural diversities within societies and workplaces is a 



   
 

49 

long-standing issue that increases the demand for consistent optimum awareness of 

recognition, inclusion, and individuality (Grigoryan, 2019; Nigel, 2005). 

The United States Immigration Policy Effect on Inclusive Organizations and 

Multicultural Society 

The study uses, for example, the effects of first-time Nigerian immigrant settlers 

in the United States and the Trans-Saharan African immigrant's acculturation experiences 

of high tensions. An ominous issue experiences on the new immigrant arrivals' overall 

physical, psychological, cognition, and mental health. The current study examines the 

snowballing, which begins with the immigration policy, self-efficacy, acculturation 

groupings, and employment turnovers of immigrant settlers in the United States. The rule 

of law governing the United States Immigration Policy is the Immigration and 

Nationality Act (INA) (Adegboye, 2021; Sam, 2000; Berry, 2003; Ha, 2019; Balogun, 

2011). Current immigration laws govern four distinct types of immigrant laws govern 

immigration include (1) Immigration laws for work, (2) Immigration laws for educational 

purposes, (3) immigration laws for humanitarian purposes such as the absorption of 

asylum seekers and refugees, and (4) Immigration law for undocumented immigrant 

(King, 1983; Passel & Fix, 1994). However, despite the complexity of immigration in the 

United States, part of the discourse around immigration focuses on illegal immigration 

(Passel & Fix, 1994; Stephens, 2021; Reynolds, 2002; Chinwe, 2020; United States 

Census Bureau, 1980; Migration Policy Institute, 2015). 

Organizations face various diverse challenges in seeking innovative opportunities 

for marginalized groups. Moreover, the leaders still strive to maintain employee trust and 

fairness perceptions. As a result, the societal-level conflict challenges between the 
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advantaged and the marginalized minority groups cause the paradoxical tension between 

inclusive diversity and reward (Ferdman, 2017). Inclusion is a concept that transcends 

diversity management; inclusion is the dominant phenomenon in the organization's 

growth, a unifying paradigm of society, and an administrative necessity in public 

administration. Empirical study results revealed that diversity and inclusion act 

paradoxically as two different yet overlapping concepts (Settles, 2016; Sabharwal, 2014; 

Choi & Rainey, 2010; Kellough & Naff, 2004; Pitts, 2006, 2009; Pitts et al., 2010; 

Roberson, 2006). 

Migration existed as a part of Christian living. A mandate to the Great 

Commission, "Therefore go, and make disciples of all nations, baptizing them in the 

name of the Father and of the Son and the Holy Spirit... And surely, I am with you 

always, to the very end of the age" (New International Version Bible, 2022/1959, 

Matthew 28: 19-20). The essence of Jesus' ministry on earth was an emblem of the Love 

of God. To become an insider, Jesus lived among humanity to deliver whosoever believed 

in His finished work of redemption (New International Version Bible, 2022/1959, John 

3:16). 

The United States Immigration 

   The United States immigration services and policy has been through various 

reformations since its Start. The first four major reformation categories marked the 

colonial eras. Next, the eras are the nineteenth and twentieth centuries and the 1965 

immigration post-era. (Batalova, & Terrazas, 2013). The post-1965 immigration wave of 

settlers in the United States includes the Nigerians (Migrants Policy Institute, 2015). 

Successively, each immigration reformation influences various unique variables such as 
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demographics, ethnicity, religion, cultural values, and socio-economic status. United 

States immigration began in the colonial era seamlessly, without strict government 

restrictions surrounding the process. However, it required labor workers to execute 

projects to improve the nation's infrastructure. Consequently, the government supplied 

access to English language lessons and resources to ease the smooth transition from 

immigrant to working citizen of the United States (Alba et al., 2009). The voluntary 

immigrant era was racially homogenous by Western Europeans, the politically dominant 

group in the United States. The two nations' similarity includes an individualistic Western 

culture and cultural values. 

  The Naturalization Act of 1790 supported the legislative support of immigration 

during the colonial era. However, it allowed only free white individuals of good character 

and living in the United States for at least two years to apply for citizenship 

(Naturalization Act of 1790). The law created several groups of involuntary immigrants; 

the majority enslaved African Americans, Asian Americans, and Native Americans 

eligible to enlist in the naturalization processes for citizenship (Horton, 1998; Sohoni, 

2007; Chinwe, 2020). The study presented three acculturation stress-related themes from 

the qualitative study analysis: lack of diversity on campus, fear of making mistakes, and 

microaggression in and out of the classroom. The social support themes included support 

from academic advisors, a tradition coded as 'paying it forward,’ and supportive 

information provided by the International Student Services (ISS). The university's 

programmers were encouraged to incorporate students' services and programs to help 

individuals and student groups in a cross-culturally competent education (Kyunghee et 

al., 2022).  
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Nigerian American Historical Origin 

    The United States immigrants of the late 18th century and 19th century and 

first-generation Nigerian Americans bear physical characteristics and cultural norms that 

differentiate them from the mainstream of United States citizens and, thus, negotiate their 

identity on the margins of society (Balogun, 2011). Therefore, exploring the effects of 

ethnic identity and perceived discrimination through their acculturation process will shed 

valuable insight into their experience. Current immigration laws govern four distinct 

types of immigrant laws govern immigration include (1) Immigration law for work, (2) 

Immigration law for educational purposes, (3) immigration law for humanitarian 

purposes such as the absorption of asylum seekers and refugees, (4) Immigration law for 

undocumented immigrant (King, 1983; Passel & Fix, 1994). However, despite the 

complexity of immigration in the United States, part of the discourse around immigration 

focuses on illegal immigration (Passel & Fix, 1994). 

The first wave of Nigerians moved to the United States as part of initiative 

support spearheaded by the Nigerian Government to provide its citizens with the training 

and skillsets to occupy technical positions. Promising young men received scholarships to 

attend Institutes of higher education in the United States. Following their tenure, the 

majority sought permanent residency through marriage and employment sponsorship due 

to economic instability in Nigeria. This form of integration into American culture shaped 

the Nigerian narrative of immigrant education, the primary mode of immigration into the 

United States. Most immigrants to the United States for educational purposes are from 

the Yoruba ethnic group of Nigeria (Reynolds, 2002; Chinwe, 2020).   Nigerian 

Americans became a distinct ethnic group in the 1980s, with about 25,000 individuals 
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from the Nigerian population settled in the United States (United States Census Bureau, 

1980; Migration Policy Institute, 2015). The Refugee Act of 1980 and the Diversity Visa 

Program of the 1990s legislation supplied an open airway for Nigerians to the influx to 

the United States. Currently, Nigerian Americans provide the most considerable number 

of students in the United States compared to the other Trans Sahara African nation. 

Nigerians are the seventeenth source of international undergraduate students in the 

United States (Pew Research Center, 2015; United States Embassy in Nigeria, 2012). 

The Nigerian Government began to supply little to no support for Nigerians; 

hence Nigerian immigrants are experiencing stressors affecting their physical, mental, 

and psychological health. The rich historical growth of the Nigerian population in the 

United States calls for understanding their acculturation process, exposure to 

discrimination, and its effects on their mental health (Chinwe, 2020). The research on 

immigration policy's effect on immigrants has primarily excluded trans-Sahara Africans, 

especially the Nigerian immigrant, as the most prominent and fastest-growing immigrant 

category of African immigrants in the United States. Immigration policy consistently 

changes the demographic, resource allocation, and cultural landscape of the United 

States. 

 Lack of immigration policy pieces of training affects the in-depth understanding 

of the immigration resource category allocation. Moreover, the difficulty in accessing 

distributed resources affects Africans and all forms of immigrant personnel to the United 

States: cognitively, socially, and mentally ready to navigate the complex social systems. 

Nigerian Americans could devise various coping strategies to sustain changing culture, 

language, values, national laws, and levels of immigration policies relating to immigrants 
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with prior knowledge. Upon landing in the host nation, immigrants experience unfamiliar 

race-related issues and experiences that could eventually threaten their overall mental 

health. However, access to culturally sensitive resource training facilities could ease the 

Nigerian immigrant acculturation processes. 

Previous Articles 

  Previous articles focused on the challenges of diversified race, gender, ethnicity, 

and minority discrimination. This quantitative study examines the paradoxical effect of 

national diversity and inclusive management on organizational commitment (Grigoryan, 

2019; Nigel, 2005; Qiaoqin, 2018; Eib et al., 2015; Kumar et al., 2009; Nishii & Mayer, 

2009). First, inclusive leadership contributes to psychological safety (Carmeli et al., 

2010). Second, inclusive leadership gives more attention to the followers' perceptions, 

such as whether fairness exists regarding tangible and intangible rewards (Hollander, 

2009). Third, diversity and inclusive leadership are at the core of the leadership 

relationship, which focuses on whether followers feel that leaders are available and 

whether the leader listens and pays attention to their needs (Carmeli et al., 2010). 

Leaders are most effective when they empower employees, enabling two-way 

communication between leaders-followers and greater use of the individual employee's 

skill sets (Hollander, 2009; Nishii & Mayer, 2009). Diversity and inclusive leadership 

draw on relational leadership (Fletcher, 2004; Uhl-Bien, 2006; Nishii & Mayer, 2009). 

Inclusive management promotes excellent relational discretion and followers' creative job 

style, influencing employee creativity and organizational innovation (Mumford & 

Hunter, 2005; Shalley & Gilson, 2004).      
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Diversity, Inclusion, and Paradox Management Theories 

  The study employs the optimal distinctiveness theory's development to fill the 

gap that results from the extant social identity theories, assesses national organizations' 

cultures and management styles, and the effect of global migration as it leads to 

significant diversified representation in workforce demographics of diversity attributes 

such as (1) generation, ethnicity, and cultural background, (2) Individual's well-being, a 

sense of purpose, and the need for fulfillment, (3) examination of the impact of 

knowledge on diversity, lesser-known affective outcomes becomes necessary to unravel 

the diversity phenomenon's black-box nature (Grigoryan, 2019; Nigel, 2005). Hollander's 

(2009) theory of inclusive leadership, relational leadership, and Relational leadership 

theories influence individual employees' greater use of skill set (Fletcher, 2004; Uhl-

Bien, 2006; Nishii & Mayer, 2009). Several theoreticians support individual employees' 

use of creative behavior to provide leader employees relational support to increase 

creative production and contribution to the feeling of psychological safety (freedom from 

perceptions of incurring consequences of taking interpersonal risks in their work 

environment (Carmeli & Schaubroeck, 2007; Redmond et al., 1993; Hunter et al., 2007; 

Law, 2012; Carmeli et al., 2010). The wide margin of multicultural diversities within 

societies and workplaces is a long-standing issue that increases the demand for consistent 

optimum awareness of recognition, inclusion, and individuality. Previous articles focused 

on the challenges of diversified race, gender, ethnicity, and minority discrimination 

(Grigoryan, 2019; Nigel, 2005; Qiaoqin, 2018; Eib et al., 2015; Kumar et al., 2009). 

Paradoxical theories continue to define Paradox's conflicting, antithetical, and 

illogical perspectives for their increasing ambiguity and complexity. Organizational 
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strategic and innovative management creates compelling management issues for the top 

leadership team. A thorough identification of the critical elements of Paradox and 

conceptual clarity of the model is paramount to managing paradoxical tensions and 

integrating the foundation of Paradox. Nonetheless, paradoxical elements are logically 

opposite, with concurrently interrelated factors. Paradoxical elements seem logical in 

isolation but irrational, inconsistent, and absurd when juxtaposed (Smith & Lewis, 2011; 

Smith & Tushman, 2005; Purvanova & Kenda, 2018; Lewis, 2000). 

Factors Affecting Employee Job Attitude 

Stress. This study examines the correlational effect between workplace stress, 

work-related attitudes, workers’ social support, family support, and organizational 

expectation to increase strategies for mediating individuals’ work-related stress and 

employee work attitudes (Qiao et al., 2018). The global economic pressures and the 

severity of work-related stress have consistently negatively impacted employee health. 

Increasing staff workload and intense pace of work has reduced workers’ levels of social 

relationship, increased interpersonal conflict, and range of occupational hazards. Growing 

demands have resulted in longer working hours, damaging the work-life balance, and 

physical and psychological health issues.  

International stress literature reported that occupational stress increases due to 

reduced government funding. In addition, rapid technological advancement increases the 

ease of Phones, digital workplaces, and virtual organizations to intrude into the non-work 

domain with email and other online devices to enhance work-life stress, social conflict, 

and family-related work stress. Other work-stress factors affecting employee attitude 

include unnecessary emails between employees, students, and management expecting 
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quick responses. However, increased elevated levels of email traffic increase work-

related stress. Thus, organizational initiatives are needed to reduce stress and enhance 

employees’ health and satisfaction (Pignata et al., 2016). 

Integrating employees’ family context, such as family support and work-related 

social support among workers, into the organizational strategies for reducing 

occupational stress will enhance workers’ positive attitudes toward the organization. In 

contrast, a lack of work-related family support could intensify workers’ negative attitudes 

toward organizational goals or citizenship. Therefore, organizational interventions 

promoting stress-free workers and the workplace must include specific strategies to 

resolve conflicts between workers and work-family-related issues (Qiao et al., 2018). The 

years one worked in an organization should not determine attitudes, especially between 

academic and non-academic staff groups.  

Intervention Awareness (IA) indicated positive attitudes toward job satisfaction, 

organizational commitment, management trust, and employee-perceived procedural 

justice for non-academic employees. However, IA showed a less cheerful outlook, only 

job satisfaction and trust. Consequently, revealing organizational interventions needs to 

increase awareness of contextual issues in organizational stress and fairness 

interventions. Implement better strategies and promote existing stress management and 

reduction strategies to academics and old and new employees (Pignata et al., 2016).  

Work-related stress and burnout are common to nurses because they work in a 

high-stress environment, which harms their physical and mental health. Eventually, it 

reduces work efficacy, productivity, increased absenteeism, and patients’ mortality and 

unsatisfactory experiences. In addition, untreated chronic work-related stress leads to 
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burnout, manifesting symptoms that include emotional and mental exhaustion, 

depersonalization, and reduced personal social interest in coworkers working. Similarly, 

emotional exhaustion left untreated leads to fatigue, cynicism, loss of energy, intention to 

quit, mental distancing from family for lack of support and understanding, reduced 

professionalism from the feeling of incompetence, reduced productivity, and achievement 

(Hudek-Knezević et al., 2011). 

Professional nursing consistently rates high stress and strain among clinicians 

leading to absenteeism, staff turnover, and burnout. Suggested contributing variables 

include work environment, long shiftwork hours, consistent caring for distressed patients, 

and dead or dying patients leading to job-related stress, work-related attitudes, and 

behavioral issues among healthcare professionals (Jamal & Baba, 1992). The problem of 

work-related pressures and work overload increases the work-family conflict is an 

ongoing battle. Also, the work-family war creates pressures and stress from a desire to 

fulfill work and family expectations. Hence, the conflicting relationship between job-

related work overload stress and work-family conflict. 

 Organizational justice. It mediates between work-family conflict and 

organizational citizenship behavior (OCB) to reduce the workers’ job overload-related 

stress (Rabenu et al., 2017). Work-related stress has been considered a global issue that 

has significantly challenged workers’ health, but organizations are also not exempted. 

The effect of stress and stress-related diseases are rapidly increasing problems worldwide 

with enormous impacts on employees, households, organizations, and communities. The 

authors suggest that creating a green outdoor environment during work hours and 

decreasing stress (workload), such as linking physical and visual access to greenery, may 
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create a positive workplace attitude (Lottrup et al., 2013).     

Organizations create opportunities for social relationships by increasing 

employees' allotted free time. Coworkers and leaders use personal time to view the 

"natural elements from workplace windows, using physical access to green outdoor 

environments. Employees' access to free time helps reduce stress levels amongst 

employees and stimulate a positive attitude toward the workplace (Lottrup et al., 2013). 

Christians were to emulate Jesus' leadership and judgment styles by relating with 

disciples (Employees) in a relational way that was impossible for outsiders to identify the 

leaders as written, "…They were carrying torches, lanterns, and weapons. Jesus, knowing 

all that was going to happen to him, went out and asked them, "Who is it you want?"  

"Jesus of Nazareth," they replied. "I am he," Jesus said, "I am," they drew back and fell to 

the ground. The exchange in this study aims to illustrate a positive leader-servant 

relationship (John 18:3-9). Also, as the gold bag parable told, Jesus' leadership related to 

employees enough to know their strengths and weaknesses and assign responsibilities 

accordingly. "To one, he gave five bags of gold, to another two bags, and another one 

bag, each according to his ability" (New International Version Bible, 2022/1959, 

Matthew 24:15). 

Organizational Commitment 

Organizational Commitment is a construct with a different operational definition 

that includes individual attitude and behavior, often separately or combined. 

Organizational Commitment (company loyalty) identifies employees’ acceptance of the 

organization’s goals and values, willingness to put in all effort for the organization’s 

success, and desire to remain with the organization. Organizational commitment ideology 
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correlates with the intent to quit the job behavior yet relates positively with job 

satisfaction. Both organizational Commitment and job satisfaction are components of 

employee engagement regarding feelings concerning the situation of work at hand 

(Riggio, 2018; Farrukh et al., 2016; Haim, 2007; Mousa & Alas, 2016a). 

Moreover, the tri-dimensional model suggested by Allen and Meyer (1990) is the 

most widely accepted model for investigating organizational Commitment, as it 

comprehensively covers the three approaches to Commitment: affective, continuance, and 

normative Commitment. The model includes three subscales. The first covers affective 

commitment, the second focuses on continuance commitment, and the third contains 

normative commitment questions. 

However, organizational Commitment involves a direct connection between 

employee attitude about the functionality of the entire organization and variables 

regarding employees’ attendance, turnover intent, and absenteeism, a diversion from job 

satisfaction. Organizational Commitment is three-dimensional:  

 (1) Affective Commitment- involving employees’ emotional attachment.  

 (2) Continuance commitment- employee’s long-term Commitment to the 

organization to evade associated costs with leaving; and  

(3) Normative Commitment- a sense of obligation or duty committed to the 

organization (Riggio, 2018; Farrukh et al., 2016). 

Biblical Foundations of the Study 

Scriptural evidence supported the fact that the foundation of Christianity began 

with God's call for migration. God's call upon Abraham required him to migrate to an 

unknown land where the Indigenous culture, religion, and values differed from his known 
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cultural values and norms. In obedience to God, Abram migrated from Haran and arrived 

at the land of the Canaanites (New International Version Bible, 2022/1959, Genesis 12:1-

5). Likewise, the Scriptures recorded Jesus' leadership style as racial diversity, minority, 

and inclusive leaders in His work on earth. For example, Jesus went to the tax collector 

Zacchaeus' house and dined with him (Luke 19:1); Jesus tore down the spiritual and 

physical wall when He intentionally journeyed through a minority Samaritan and had a 

conversation with a Samarian woman to liberate the woman and the whole community 

(John 4). Jesus' diversified leadership style was an example of referencing God's message 

to Elijah to visit the widow at Zarephath to bless her during the famine. Israelite women 

were present, yet God chose to send Elijah to Zarephath (Luke 4:26). Similar deeds of 

God through Jesus, the Holy Spirit, and the prophets indicate God's value for diversity 

(New International Version Bible, 2022/1959, Luke 19:1; John 4; Luke 4:26).  

Stock market traders will appreciate God's creative plan for the universe, 

including how trading moves the world in a consistent rotation, "God determines where 

and the boundaries of individual's nationality before the creation" (New International 

Version Bible, 2022/1959, Acts 17:26). 

 Hesselgrave (2009) stated that the most formidable danger between the world's 

people is the cultural barrier. The complexity of intercultural communication is the sum 

of human differences. "Culture" is a very inclusive term involving linguistic, political, 

economic, social, psychological, religious, national, racial, and other differences designed 

for living. Therefore, the extent of migrating or communicating Christ to any given 

culture/people depends on an individual's understanding of all aspects of that culture. 

Consequently, this study illustrates the four preferred reasons for suggesting intercultural 
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communication education in organizational culture: adjusting to Global Workforce 

Heterogeneity; adapting to Domestic Workforce Diversity; Engaging in Creative 

Multicultural Problem Solving; and Facilitating Better Multicultural Health Care 

Communication (Toomey & Chung, 2012). 

Cross-cultural training and awareness help to understand the "silent" language of 

the individual's cultures and the host nation and to understand and communicate with the 

people in their culture. Thus, cross-cultural knowledge enhances tolerance and 

acceptance, enables adaptability to the global workforce heterogeneity, and does not 

return before an international assignment complication ends. Locally, the United States is 

a multi-ethnic nation. Believers find themselves in a pluralistic faith and belief 

environment. The mandate to take the message of Christ to the world applies even in our 

workplace, neighborhood, and friendships. Understanding culture helps to model the love 

of Christ even to the least deserving (Matthew 25: 31-45). 
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Summary 

Leadership development cultivates positive leadership behaviors and benefits 

employee well-being and collaboration in diverse teams. Also, the study examines 

inclusive leaders’ opportunity of contributing to felt psychological safety, an indicator 

that a positive working environment is free from fear of disapproval, retaliation, and 

unfavorable judgment from superiors or colleagues. The three leadership styles were 

positively associated with inclusion. (Pasca and Wagner, 2011). The transnational Patriot 

constructs and rhetorical strategies form the paradoxical diversity of celebrating cultural 

diversity and the political framework of national diversity within nations and states. 

The trailing evidence throughout the universe shows that God works in diverse 

ways, yet the same God does the work in all of us. Diversity is God’s revelation of beauty 

and the unity of global oneness in nature. Therefore, as God intended, diversity 

necessitates individuals to make every effort to approach diverse relationships with 

patience, gentleness, and humility and to bear with one another using the bond of peace 

to keep spiritual unity. There is one body, Spirit, hope, Lord, faith, and baptism: one God 

and Father, overall and all (New International Version Bible, 2022/1959, 1 Corinthians 

12:6; Ephesians 4:2-6). 
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CHAPTER 3: RESEARCH METHOD 

Overview 

Organizations’ and communities' consistent efforts to eliminate inequality and 

discrimination are ongoing. Nevertheless, the desire to increase the value of diversity, 

inclusion, and multiculturalism needs to be clarified (Ferdman, 2017). The facts remained 

when societies and organizations were striving toward inclusion in diversified workplaces 

and within communities, often leading to the polarity of many challenges and tensions 

best expressed from a paradoxical perspective (Ferdman, 2017). Experiences of the 

polarity of diversity and inclusion in workplaces are often wider than work teams, social 

groups, and faith groups. Also, freedom of self-identity expression within assigned 

boundaries, acceptable norms, concern for personal safety, and comfort are almost 

impossible without stepping on toes.  

Do inclusive organizations live up to the term diversity and inclusion? National 

and society leaders, community and organization leaders' works of literature, and scholars 

depict diversity and inclusiveness as reality entities open to social minorities. Such 

portrays organizations and institutions as welcoming, which makes immigrant minorities, 

refugees, people with disabilities, and other societal minorities feel valued and unique, 

and with a sense of national, societal, and organizational belonging (Ortlieb et al., 2021; 

Washington et al., 2006; Leonard, 2019). However, these entities modify and regulate the 

minority workers' identities in the following employment. First, the idea of diversity 

inclusiveness becomes ambivalent. It makes the promise that minority individuals 

working in inclusive places are free to come as they are, retain their unique identity, and 

become part of organizational membership. 
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Second, critical contributors to problematic management issues incur sequences 

and limit the inclusiveness of written attestations and practice spoken words. 

Consequently, the minority's expectations of working in an inclusive organization's sense 

of self begin to feel constrained. Third, employees become frustrated when expectations 

of portrayed diversified and inclusive society fail. The organizational atmosphere and 

public workplaces ought to be a place where people's cross-cultural social identities are 

valued, where immigrants ought to feel unique, belonging, and welcome to participate in 

organizational decision-making (Ortlieb et al., 2021; Washington et al., 2006; Leonard, 

2019; Ferdman & Deane, 2014; Mor Barak, 2017; Nkomo, 2014; Özbilgin, 2009; Shore 

et al., 2018; Alvesson & Willmott, 2002; Harding, 2013). 

Research Questions and Hypotheses  

Research Questions 

 RQ1: Does Diversity and inclusion management predict a higher rate of 

organizational commitment?  

           RQ2: Do organizations implementing diversity and inclusive management 

experience a decrease in employee commitment?  

Hypotheses 

The study’s research hypotheses logically extend the research questions.  

Alternative Hypothesis (Ha): Organizations promoting diversity and inclusive 

culture will significantly increase diverse opinions and perspectives and a higher rate of 

organizational commitment. 
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Null Hypothesis (Ho): Organizations promoting diversity and inclusive culture 

will not increase diverse opinions and perspectives nor improve organizational 

commitment. 

Research Design 

Data for this study was collected using SurveyMonkey; this online survey tool 

allows a researcher to define the target study participants based on demographic 

information and establish relevant inclusion and exclusion criteria (SurveyMonkey, 

2022). The researcher is usually entirely responsible for uploading the required survey 

items. SurveyMonkey followed up by sending an email invitation to qualified survey 

participants based on the researcher's established criteria. Additionally, this researcher 

invites qualified voluntary participants to enter the online survey via LinkedIn and 

Facebook web links with an invitation letter and email explaining the purpose of the 

study. Because the survey is completely anonymous, using a web-based survey system 

ensured the identity anonymity of participants. The survey consisted of eleven screening 

questions and seventy-seven closed-ended non-demographic questions that measure 

individual perceptions and experiences related to leadership, job performance, diversity 

and inclusion, and job experiences among public sector employees (Sabharwal, 2014). 

 

Participants 

Participant Eligibility 

To participate must be 18 years of age or older; other eligible participants' 

requirements include must be a Nigerian American immigrant, having a minimum of two 

years of previous and current working experience, and having current residency in the 
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United States. Participating is anonymous; participants do not require to provide any 

identifying information, screening, or sign the consent form. The overall time estimate to 

complete the survey questionnaire indicates less than thirty minutes. 

 Exclusion Criteria  

Exclusion criteria include an incomplete survey questionnaire, respondents who 

answered less than 21/25% of non-demographic items, respondents under 18 years, 

inability to comprehend or adequately understand the questions, Caucasians/non-

minorities, and non-American residents.  

Survey Disposition Codes 

Survey Interim and Final Disposition Codes 

Throughout data collection, each case received an assigned numeric interim 

disposition code when collection. Upon the close of data collection, a final disposition 

code will indicate assigned to two types of disposition codes to indicate the status of 

interim disposition codes and final/complete disposition codes (CO). In addition, such 

code will identify as completed the survey or undeliverable. The final valid and 

acceptable participants who completed the survey will receive the code final response 

rate (FR) (See Codes Summary in the Appendix). 

Survey Interim, Completes, Undeliverable, and Incompletes 

All respondents who viewed the surveys are considered interim complete. 

However, to be coded as a final complete (CO), a respondent had to answer at least 21 of 

the 77 non-demographic items. Participants are expected to complete over 25% of the 

survey. If the respondent answered less than 21 items of non-demographic items, the 

participants would receive an Incomplete (IN). Non-respondent participants indicate that 
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participants who have yet to respond to any of the 88 items will receive a no response 

(NR). 

Undeliverable Emails  

The participant’s bounce back indicates an undeliverable email; the number of 

undeliverable messages is considered interim and received an undeliverable code (UC). 

Study Procedures 

This study adopted a pre-developed and previously used 2018 federal employee 

viewpoint survey (FEVS) questionnaire to reach a broader range of national full- and 

part-time employees. Therefore, data participant groups include the organizational 

subgroup, the supervisory statuses group, the non-supervisors, and the senior executive 

service. The study employs a survey paradigm to evaluate participant perception of the 

change involving the organization's use of diversity and inclusive strategies (Independent 

variables). Second, Organizational Commitment (OC) (Dependent variable) measures the 

highest score of employee perceptions of overall job satisfaction, job motivation, 

organizational satisfaction, skill, and total quality score as significant). 

 (All supporting materials are included in the Appendix).   

Instrumentation and Measurement 

The study survey questionnaire adopted the 2018 federal employee viewpoint 

survey instrument (FEVS), initially designed to assess employees of the federal agencies 

and public sectors' perceptions of organizational cultures, such as behaviors, diversity and 

inclusive management, and practices. The survey questionnaire lets employees express 

their perceptions and describe in response to survey items. The viewpoint survey (FEVS) 

captures employee perspectives regarding workplace conditions. Research suggests that 

employee perceptions are associated with effectiveness-related outcomes, such as 
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turnover intentions, job satisfaction, organizational performance, and commitment 

(United States Office of Personnel Management, 2018, federal employee viewpoint 

survey). The 88-item survey questionnaire was divided into four categories and 

administered entirely via the survey monkey websites, social media, and selected 

individual emails. The categories addressed include the following areas. 

Employees' Screening and Demographic Questions:   

Questions one through eleven. Where • Items 1–11 covered the Employee's 

demographic information regarding the location of employment (headquarters vs. field). 

Leadership or supervisory status, gender, ethnicity/race, level of education, pay grade or 

category, tenure of employment with current organization or agency, the status of 

disability, military service, and age group.  

Diversity-Related Questions:  

Questions 12 through fifty-one: Total highest score represents high diversity 

management. Where • Items 11–29 covered: Individual opinions and workplace 

experience. • Items 30–39 covered: Employees' opinions regarding the work unit's social 

environment, recruitment processes, quality control, and worker-leadership management. 

• Items 40–51 covered: Organizational policies, practices, job performance appraisals, 

diversity, and inclusive management, perceptions of employees' views of the 

organization's fairness, safety, empowerment, preparedness, and practices. 

Inclusion-Related Questions:  

Questions fifty-two through sixty-two. Total high scores represent high inclusive 

management. Where • Items 52–62 will address: Individual employees' perceptions of the 

unit's supervisor by asking such questions as perceptions of work-life balance support, 
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opportunities to demonstrate leadership skills, and if workplace culture supports staff 

promotion or development. • Items 63–72 will ask such questions as managers' and 

leadership's effectiveness in positively communicating organizational policies, employee 

motivation, maintaining high ethical standards, and respect.  

Organizational Commitment Questions: 

 Questions seventy-four through eighty-eight. Total higher scores represent high 

organizational commitments. Where • Items 74–81 will address Employee satisfaction 

over all aspects of their jobs, such as pay, job training, opportunities regarding 

promotions, advancement, recognition for job accomplishment, and level of employee 

satisfaction with policies and practices of senior leaders' adherences. • Items 82–88 will 

ask about employees' teleworking satisfaction, employment benefits, and work/life 

support programs. (All instruments created for this study are included in the Appendix).  

Web-Based Data Collection Procedures 

The Study employed a Web-based survey questionnaire, a self-administered 

survey. The researcher provided the email listing of qualified employees through Survey 

Monkey with an invitation to participate in the survey. The invitation email included 

instructions on accessing the survey (a sample email message is available in the 

Appendix).  

Data Storage and Protection of Participant’s Personal Information 

The records of this study are kept private. Research records are stored securely, 

and only the researcher has access to the records. Participant responses were anonymous. 

The data are stored on a password-locked computer within SurveyMonkey’s secure 
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account. Only the researcher can access the stored data using a personal username and 

hard-to-guess mnemonic password known only by the researcher.   

Furthermore, the author of this study possesses a password to the Survey Monkey 

web link and retains exclusive access to the data collected. The author of this study also 

provides SurveyMonkey and agencies with minority dominants (religious and 

workplaces) involved with study purposes to help promote the survey, encourage 

participants, and boost response rates (sample request and approval letters are available in 

Appendix B). 

Data Collection Period 

Data collection lasted twenty-one days and was released concurrently to all active 

groups, religious organizations, and online databases. The survey's estimated completion 

time indicated less than thirty minutes; the average completion time following data 

collection indicated a completion average of ten minutes. Daily reminders were sent to 

potential participants daily to potential respondents, and a final reminder on the morning 

of the last day of the data collection period reminding the survey will close at the end of 

the day. Using a web-based survey system ensures the identity and anonymity of 

participants, allows the researcher to define the target study participants based on 

demographic information, and establishes relevant inclusion and exclusion criteria. In 

addition, this researcher sent a follow-up email invitation to qualified survey participants 

based on the researcher's established criteria.  
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Operationalization of Variables 

This study examined whether the lack of diversity and inclusion management 

affects organizational commitments than their interest in diversity and inclusion 

management. The study used sample participants who completed the two independent 

and one dependent variable. Diversity Management Inventory (DMI), Inclusive 

Management Inventories (IMI). Organizational Commitment Inventory (OCI) within the 

United States. 

Variable One –Independent (predictor) Variable: Diversity Management Inventory 

(DMI). The total score on the Survey Questionnaire will measure this ratio variable. 

Higher scores reflect higher diversity management.  

Variable Two –Independent (predictor) Variable: Inclusion Management Inventories 

(IMI). The total score on the Survey Questionnaire will measure this ratio variable. 

Higher scores reflect higher inclusion management.  

Variable Three – Dependent Variable: Organizational Commitment (criterion) ratio 

variable (OCI). Higher scores of employee perceptions of overall job satisfaction, job 

motivation, organizational satisfaction, skill, and total quality score as significant 

(Owens-Young et al., 2022; Saha & Bhattacharya, 2022; David et al., 2019). 

Organizational commitment is operationally defined using the three dimensions: 

affective, continuance, and normative commitments. This study will use the (Caldwell et 

al., 1990; 2008; Mowday, 1979) 's commitment scale. The Organizational Commitment 

Questionnaire (OCQ), a twenty-one-item self-report assessment scale, is derived from 

past studies (Caldwell et al., 2008; Mowday, 1979; Brewer & Seiden, 1998; Choi & 

Rainey, 2010; Pitts, 2009). All responses to the survey item questionnaire are each 
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measured on a 5-point scale: Strongly Agree; Agree; Neither Agree nor Disagree; 

Disagree; Strongly Disagree (Mowday, 1979). Sample questionnaires included 

committed to this organization. The Cronbach's alpha for these items is .81. 

All construct questions are on a 5-point scale: Strongly Agree; Agree; Neither Agree nor 

Disagree; Disagree; Strongly Disagree (Mowday, 1979). The study combined Neither 

Agree nor Disagree; Disagree; Strongly Disagree responses into one group, "Disagree." 

Similarly, the study combined Agree and Strongly Agree into one group, "Agree."  

The Study’s Screened and Controlled Demographics Questions 

The study consisted of eleven screened and controlled demographic questions, 

including variables that measure Nigerian American status. Nigerian American code yes 

= 1 and Non- Nigerian American as =0, gender: females = 2 and males = 1, tenure in the 

organization and public governance, age, and education level associates, bachelor's, 

master's, or doctorate.  

Data Analysis 

This study used a bivariate correlation and multiple regression called the 

sequential MRA (hierarchical MRA) model in SPSS version 25 to test (1) the outlined 

hypotheses and (2) a model of diversity and inclusion management's effect on 

organizational commitment. This study used the hierarchical regression model because of 

its validated ability by previous researchers to assess the effects of both independent 

variables (Diversity and Inclusion) on the criterion variable (organizational commitment) 

without entering the predictor variables within the model together. 
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Also, sequential MRA was used to designate the part of variances associated with 

variables while others remained constant (Owens-Young et al., 2022; Saha & 

Bhattacharya, 2022; David et al., 2019; Sabharwal, 2014; Ivancevich & Gilbert, 2000; 

Pitts, 2006; 2009). 

Furthermore, this study employed a series of square regression models to test for 

the main relational effects of diversity and inclusive management on the dependent 

variable. Where heteroscedasticity, the nonlinear relationship of significance, and the 

correlation assess for multicollinearity. Low correlation values result between variables 

indicate no multicollinearity problem. The key independent variables, diversity and 

inclusive management, and indexes for measuring inclusiveness were entered at every 

model step, followed by interaction terms to examine the outlined research questions. 

First, whether diversity and inclusion management predict positive organizational 

commitment? Second, whether organizations implementing diversity and inclusive 

management experience an increase in employee commitment. 

Priori Power Analysis 

The study used N=120, two predictor variables, and α = .05, used by the previous 

researcher with a similar study. The previous study resulted in squared multiple 

correlations of R2 =.09. This study used the previous result to determine an estimated 

effect size for the study’s priori power analysis using G*Power 3.1.9.7. 

The computed Priori Power Analysis estimated effect size (f2 =.0989011) for the 

power analysis as calculated from the (R2 (p2) = .09. The estimated effect size following 

computation was transferred to the complete a priori power analysis. The previously 

assigned α = .05, two predictors two predictor variables’ power = .80, added to the 
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analysis resulted in a total sample size of 101 participants will be required reaching a 

.8022579 power (See figure 1), the proposed sample size of N =120 participants meet 

(exceeds) the power criteria. 

This study examined Cronbach's alpha from top leadership for fostering inclusive 

management. Similar research resulted in .91. Ability to influence organizational 

decisions in .95. For organizational fairness/equitable treatment in .93. Cronbach's alpha 

in .80. 

Y= βo + β1χ1 + β2χ2 + βp χ p  

Were  

Y = organizational commitment (OCI)  

X1= Diversity Management (DMI Predictor level 1) 

X2= Inclusive management (IMI predictor level 2). 

R = random error associated with levels 1 & 2). 

βo = intercept with level 1 & 2). 

β1 = regression coefficient associated with levels 1 & 2). 

FIGURE 1 

Priori Power Analysis of Effect Size Using G*Power 3.1.9.7. 
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Delimitations, Assumptions, and Limitations 

This researcher's anticipated significant challenge with the proposed topic 

'paradoxical management of diversity and inclusive management's effect on 

organizational commitment' require leaders to be multiculturally competent and get 

employees to tolerate one another's differences concerning people's opinions or 

behavioral differences within groups and social environment (Lozano, 2017).  

The researcher anticipated acceptance and approval of the proposed study, aiming 

to examine the relational effect of diversity and inclusion management on organizational 

commitment and especially relating to cross-cultural differences of ideas when seeking a 

solution to organizational and societal crises, also, since the study of inequality, diversity 

dynamics, resistance to change, and the need to find more explicit paths to successful 

diversity inclusion and implementation. 
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The Study Assumptions  

It is imperative to note that the assumption that preceded this study includes the 

author’s identity as Nigerian American who migrated to the United States as an adult 

under marital immigrant citizenship. Thus, the conceptualization of this study was 

influenced by my experiences, perspective, and, most importantly, my desire to present 

the needed understanding of the experiences of the United States Immigration law, 

policy, employment/workplaces, and racial effect on minorities and Nigerian American 

immigrant experiences in all ramifications. 

The details of cross-cultural communication involve both verbal and nonverbal 

and more than just talking and listening. Communication is knowing how to send a clear 

and concise message to others. Ability to read others, understand cultural differences and 

empathize with people of other cultures. Open, caring, and accessible, comfortable 

expressing one's emotions, and knowing there is no right or wrong non-verbal 

communication since one is complimentary in one culture be offensive in another. 

The Limitations  

Other countries may not conceptualize the importance of the study because the 

study focused on the United States' minorities. Therefore, the experience of the other 

nations' regulations regarding marginalized identity and inclusion may differ from such 

experiences as immigrant minorities, handicapped, mental health stigmatism, and the 

other social minorities discourses in the United States.  

The social media sources alone could not provide the diverse multiculturalization 

and societal minority participants enough to cover the expected numbers of data. Most 

minorities would instead not share aspects of their experiences or former sense of self-
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identity due to multi-faceted and complex entities and consequences should identities be 

exposed. Other characteristic limitations may arise from workplace geographical 

Indigenous, ethnicity, cross-cultural backgrounds, gender, relational roles, parental 

issues, and insecurities. Finally, since societal minorities are not the only focus of the 

study, there exists an interconnection with leadership and organizational management of 

inclusion and identity regulation data collections. 
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Summary 

This study measured the relational effect of diversity and inclusive management 

on Organizational Commitment. Employee productivity increases through inclusive 

management, commitment, value for diversity, and respect for diverse values and 

opinions, especially when making important decisions within the organization's policies, 

networks, and informational resources. Moreover, doing so automatically influences 

minorities to make quality decisions about their jobs (Sabharwal, 2014; Stewart & 

Johnson, 2009; Bendick et al., 2010). 

 In contrast, an individual who feels excluded from discussion making leads to 

perceived unfair treatment, which creates a loss of job interest, poor job performance, and 

organizational commitment (Ferdman et al., 2010; Wasserman et al., 2008). Employees 

who want a voice also want to feel respected and included, such as becoming an insider 

whose opinions are respected. Such employees will likely work harder, improving 

commitment (Sabharwal, 2014).  
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CHAPTER 4: RESULTS 

Overview 

As stated above, this study used a bivariate correlation and multiple regression 

called the sequential MRA (hierarchical MRA) model in SPSS version 25 to assess the 

outlined hypotheses and a model of diversity and inclusion management's relational 

effect on organizational commitment. Therefore, the study used the hierarchical 

regression model because of its validated ability by previous researchers to assess the 

relational effects of both predictor variables (Diversity and Inclusion) on the criterion 

variable (organizational commitment) without entering the predictor variables within the 

model together. 

DATA for this study was collected using SurveyMonkey's established paradigm, 

where the researcher defines the target study participants based on demographic 

information and establishes relevant inclusion and exclusion criteria (SurveyMonkey, 

2022). Next, the researcher uploaded the required survey items. Next, SurveyMonkey 

generated the survey link and sent an email invitation to qualified survey participants 

based on the researcher's established criteria. This researcher then posted invitation letters 

on social media, including LinkedIn and Facebook, which included web links through 

which voluntary participants could enter the online survey with an invitation letter. 

Finally, this researcher visited organizations and churches with the majority of Nigerian 

Americans and minority citizens to explain the purpose of the study to recruit qualified 

participants. The study's use of a web-based survey system ensured the identity 

anonymity of participants. The survey consisted of eighty-four closed-ended questions 

that measure individual perceptions and experiences related to leadership, job 
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performance, diversity and inclusion, and job experiences among public sector 

employees. 

Participant Eligibility 

To participate must be 18 years of age or older; other eligible participants' 

requirements include must be a Nigerian American immigrant and minorities having a 

minimum of two years of previous and current working experience and having current 

residency in the United States. Participating is anonymous; participants need not provide 

identifying information, screening, or sign the consent form. The overall time estimate to 

complete the survey questionnaire indicates less than thirty minutes.  

The author collected one hundred thirty-five respondents, where one hundred and 

twenty responses met all criteria with a demographic response rate of 65.8 percent 

Nigerian American immigrants and 34.2 percent American Minority Immigrants.  See 

(Appendix F) for the extensive breakdowns of the participants’ screening and 

demographic questions’ output and charts. 

Research Question(s) and Hypotheses 

Research Questions 

 RQ1: Does Diversity and inclusion management improve organizational 

commitment?  

           RQ2: Do organizations implementing diversity and inclusive management 

experience a decrease in organizational commitment?  

Hypotheses 

The study’s alternative and null hypotheses logically extend the research questions.  
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Alternative Hypothesis (Ha): Organizations promoting diversity and inclusive culture 

will significantly improve organizational commitment.  

Where  Ƴ = organizational commitment 

  ƒ = function of 

  Χ1 = Diversity Management 

  X2 = Inclusive Management 

Null Hypothesis (Ho): Organizations promoting diversity and inclusive culture will not 

significantly improve organizational commitment. 

Testing the Null Hypothesis (Ho), Assuming Ho Is True  

This study used bivariate correlations to calculate the Pearson product-moment 

correlation coefficient and a sequential multiple regression analysis to test the null 

hypothesis: Ƴƒ (Χ1, X2) ≠0. This study assessed individual and combined relational 

effects of diversity and inclusive management activities to pre-determine the level of 

organizational commitment among employees. The study used sequential multiple 

regression analysis based on its characteristics to scale dependent variables continuously 

and two or more predictor variables as needed. 

Statistical Analysis and Hypotheses Testing 

Priori Power Analysis 

The study used N=120, two predictor variables, and α = .05, used by the previous 

researcher with a similar study (Martin & Bridgmon, 2012). Similarly, this study used 

squared multiple correlations of R2 =.09 to determine an estimated effect size for the 

study’s priori power analysis using G*Power 3.1.9.7. (Martin & Bridgmon, 2012). 

Consequently, the computed Priori Power Analysis estimated effect size (f2 =.0989011) 
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for the power analysis as calculated from the (R2 (p2) = .09. The estimated effect size 

following computation was transferred to the complete a priori power analysis. The 

assigned α = .05, two predictor variables’ power = .80, added to the analysis resulted in a 

total sample size of 101 participants required to reach a .8022579 power (See figure 1), 

the proposed sample size of N =120 participants meet (exceeds) the power criteria. 

This study examines Cronbach's alpha from top leadership for fostering inclusive 

management. Similar research resulted in .91 (Martin & Bridgmon, 2012). This study 

assessed the extent to which the two predictor variables influence the criterion variables 

first, individually, and collectively. The following symbol expresses the research model 

used: 

Y= βo + β1χ1 + β2χ2 + βp χ p  

Where Y = organizational commitment (OCI)  

X1= Diversity Management (DMI Predictor level 1) 

X2= Inclusive management (IMI predictor level 2). 

R = random error associated with levels 1 & 2). 

βo = intercept with level 1 & 2). 

β1 = regression coefficient associated with levels 1 & 2). 
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Descriptive Results and  Sample Data Screening for Accuracy, Missing Values, 

Univariate and Multivariate Outliers 

The study assessed for meeting the underlying statistical assumptions. The 

Screening procedures used diagnostics of underlined assumptions through the sequential 

MRA primary analyses: Beginning with the descriptives output of data analysis and 

explaining each process in order. 

Table1A 

Descriptive Statistics 

 
Table1B 
 
Descriptive Statistics 

 Mean 
Std. 

Deviation N 
OrgCommitment
_V 

.6854 .29025 120 

Diversity_V .7679 .22358 120 
Inclusion_V .7864 .30890 120 

 
This study has two predictor variables and one dependent variable used in the 

analysis of the Univariate Outliers analysis’, to assess the presence of each participant 

score that is either too high or too low. The highest ± z-score for each variable taken from 

the Data View and presented in Table 1 indicates none of the z-scores reached the 

criterion of ±3.29 (<.001, two-tailed). Hence it is concluded that there are no outliers. 

Next, in this study, the analysis assesses for an unusual combination of scores on the 
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variables or the presence of multivariate outliers, using “Mahalanobis distance values” 

(Martin & Bridgmon, 2012). Then, the study assessed the multivariate outliers. Finally, 

the study conducted a Sequential Hierarchical “MRA” analysis using SPSS.  

The most considerable Mahalanobis distance from the Residuals Statistics output 

is 12.960 (see Table 2). The study determined the presence or absence of the Multivariate 

outliers and their significance. The study assessed the relational effect of two predictor 

variables on the dependent variable to determine the significance by comparing the 

Mahalanobis distance value with the chi-squared (x2) critical value. The study computed 

the (df) and alpha levels using the danielsoper.com statistical calculator to find the critical 

value needed to compare the two predictor variables and the alpha level.001(Martin & 

Bridgmon, 2012). The result of the chi-square (x2) value obtained from Daniel Soper’s 

statistics calculator is 13.81551056. Where x2.999 (2 df) = 13.81551056, rounded to 

13.816. This study has no multivariate outlier because none of the participants’ 
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Mahalanobis values are greater than or equal to 13.816. This study’s highest Mahalanobis 

value is 12.960 (See Table 2). 

TABLE 2 

Largest (Maximum) Mahalanobis Distance Value 

 

 

General Screening of Correlation Coefficients 

The study screened for the correlation coefficients to determine the index of the 

relationship between and among the two predictor variables’ bivariate correlation (ꭇ), and 

the dependent variables’ values range from -1.0 to +1.0. The multiple correlations (R) 

denote positive values only; however, by squaring the correlation values by calculating ꭇ2 

x 100 or R2 x 100. The strength of correlation coefficient interpretation from low to 

large: low = (≤±.39), moderate (±.40 to ±.69), while large (≥±.70). In this study, Table 3 

shows the bivariate correlation of the DMI and OCI (ꭇ=.639) and IMI and OCI (ꭇ=.747). 

In the sig (1-tailed) OCI row, both predictor variables (DMI and IMI) reflected 

significant relationships (p = .000 or p < .05) with OCI in Table 3.  
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Table 3 
Bivariate Correlation coefficients between the Study 
Variables 

 
 

Multicollinearity Measures of Tolerance and Variance Inflation Factor (VIF) 

The collinearity results in Tables 4a and 4b indicated a high tolerance value of 

1.00 in Module 1 (DMI only) and .431in Module 2 (DMI and IMI). Therefore, both 

tolerance values are much higher than criteria > .20. Hence there is no evidence of 

multicollinearity, evidenced by the VIF values 1.00 in the first module represented by 

DMI only and 2.32 in the second DMI and IMI Module. Both DMI and IMI values are 

lower than < .5 or < .10. Consequently, the study concluded that there are no 

redundancies among the predictor variables. The two tolerance values in the second 

Model and the VIF values are the same (See Tables 4a and 4b below). 

TABLE 4a 

Multicollinearity Measure of Tolerance and Variance Inflation Factor (VIF) 
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TABLE 4b 

 
 
 

 
 
 
 

Assessment of Normality, Linearity, and Homoscedasticity of Residuals 
 

The study assessed normality, linearity, and homoscedasticity and analyzed the 

residuals, representing the error variance of prediction between obtained and predicted 

variable scores. In Figure 2, the histogram residual indicates a normal distribution of the 

residual. 
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FIGURE 2 

The Histogram of Standardized Residual 

 
 

The P-P probability plot in Figure 3 shows that the observed cumulative of the 

residual is congruent with the predicted cumulative probability of the residual—the 

normality, linearity, and homoscedasticity output information provided in Figure 4. The 

residual scatter plot indicates normality, as seen in the accumulation of residuals in the 

center and with a few trails of residuals from the center. 

FIGURE 3  

Normal P-P Plot of Residual of OCI predicted by DMI and IMI 
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FIGURE 4 

Scatter Plot of Residuals of OCI predicted by DMI and IMI 

 

 
 
 

The straight line with an actual width value indicates a relationship with the 

dependent variables (OCI). There are no curvilinear relationships of residuals present in 

the scatter plot. Hence the normality assumption of homoscedasticity and linearity was 

met. Finally, the study checked for univariate outliers and assessed for possible 

representation of participants’ scores with extremely high or low scores. None of the z-

scores reached the criterion of ±3.29 (˂.001, two-tailed). Therefore, this researcher 

concluded that there are no univariate outliers. 

Study Findings 

This study examined whether the lack of diversity and inclusion management 

affects organizational commitments rather than their interest in diversity and inclusion 

management. A national sample of 120 minority immigrants focused on Nigerian 

American immigrant participants who completed the survey was studied. The two 

independent (predictor) variables are Diversity Management Inventory (DMI) and 
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Inclusion Management Inventories (IMI). In addition, the organizational Commitment 

Inventory (OCI) was used to measure one dependent (criterion) variable within the 

United States. The priori power analysis indicated that a total sample size of 101 was 

needed to reach .80. The criterion power of the priori used an alpha α = .05. The effect 

size of the priori used was R2 (p2) = .09, with the planned sample size of one- hundred 

and twenty (120) qualified participants.  

Data Checked for Multiple Regression Analyses Assumptions 

All assumptions tested regarding multiple regression analysis: data included one 

dependent (criterion) variable measured on a continuous scale and two independent 

(predictor) variables. The assessment indicated no missing values or univariate and 

multivariate outliers. Multicollinearity assessment used collinearity statistics, tolerance, 

and the variance inflation factor (VIF) was absent. Also, the study assessed normality, 

linearity, and homoscedasticity of residuals, partially indicating normality range using 

regression plot, scatter plot of regression standardized residual against regression 

standardized predicted value. Next, following assessment for sequential multiple 

regression, the linear relationship and bivariate correlation of the predictor variables to 

the criterion variable to the organizational commitment was tested; the findings were: 

DMI and OCI (ꭇ=.639) and IMI and OCI (ꭇ=.747). In the sig (1-tailed) OCI row, both 

predictor variables (DMI and IMI) reflected significant relationships (p = .000 or p < .05) 

with OCI. 

Model 1 of the sequential MRA included the DMI scale only and thereby became 

a significant predictor variable of OCI, R = .639, Ƒ(1, 118) = 81.251, (1-tailed) p <.05. 

Then, the IMI variable was added to the DMI variable, resulting in a significant Model 2. 
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However, the IMI variable was also a significant predictor of OCI and significantly 

contributed to the model, ΔR2 = .163, Ƒ(1, 117) = 44.475, (1-tailed) p < .05. 

The finding indicates that an increase in Diversity and Inclusion management 

significantly increases the effect of organizational commitment, β = .175, t (118) = 1.893, 

(1-tailed) p < .05. However, the relationship of interests in Inclusion management 

significantly predicts an increased effect on organizational commitment, β = .615, t(118) 

= 6.669, (1-tailed)  p < .05. The alternative hypothesis was supported; Organizations 

promoting diversity and inclusive culture will significantly improve organizational 

commitment. This study’s results support Ely & Thomas’s (2001) assertion, “Diversity 

alone indicates unilateral forces of fulfillment. However, when diversity integrates with 

inclusion, the reward and value create hope for organizations during the current diverse 

surge of associates (Ely & Thomas, 2001). 
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Summary 

This study examined whether the lack of diversity and inclusion management 

affects organizational commitments rather than their interest in diversity and inclusion 

management. The study adopted the 2018 federal employee viewpoint instrument 

(FEVS), a self-administered questionnaire administered through SurveyMonkey Web-

based link. An invitation email was sent to qualified employees to participate with 

instructions on accessing the survey (See Appendix for sample email). The initial design 

of the FEVS o assesses employees’ perceptions of organizational cultures, diversity, and 

inclusive management. Also, to express employees’ perceptions of workplace conditions, 

effectiveness-related outcomes, turnover intentions, job satisfaction, and organizational 

commitment. The 88-item survey questionnaire has four categories: eleven employee 

demographic screening questions, forty-one diversity-related questions, and twenty-one 

inclusion-related questions administered entirely via the survey monkey websites, social 

media, and selected individual emails. The correlation research method and multiple 

regression analysis were covered in this study to assess the relationship and prediction 

among variables. 

The study applied All the hypothesis testing steps to the study research problems 

using the processes of bivariate correlations and sequential multiple regression analysis. 

See Table 11 for data used in conducting several qualifying analyses tested in this study, 

including bivariate and multivariate correlation assessment.   
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CHAPTER 5: DISCUSSION 

Overview 

This study examined whether the lack of diversity and inclusion management 

affects organizational commitments rather than their interest in diversity and inclusion 

management. The study aims to enable continued organizational change and growth and 

provide inclusion and diversity education to implement successful social equality in 

public workplaces. Immigration policies influence marginalized employees' job attitudes 

and personalities. Therefore, acculturation strategy and self-efficacy are essential criteria 

for classifying marginalized groups (Ndika, 2013; Adewunmi, 2015). Hence, the 

marginalized devise various coping strategies to sustain changing culture, language, 

values, and national laws, leading to increased employee turnover and stressors 

associated with new social and cultural values. Therefore, access to culturally sensitive 

resource training facilities could ease the immigrant acculturation processes and, in turn, 

improve employee motivation and diversity management inclusion at workplaces. 

(Adegboye, 2021; Sam, 2000; Berry, 2003; Ha, 2019). This study examines how cross-

cultural translation in the twenty-first-century context of global workplace diversity 

parallels the aggregate of its differences (Sung-Yul, 2020). 

The study used a hierarchical regression model in SPSS version 25, validated by 

previous researchers, to assess the effects of predictor variables (Diversity and Inclusion) 

on the criterion variable (organizational commitment), to test the outlined hypotheses, 

model of diversity and inclusion management's effect on an organizational commitment. 

Owens-Young et al., 2022; Saha & Bhattacharya, 2022; David et al., 2019). The study 

focused on Nigerian American Immigrants and the United States immigrant minorities; 
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Data for the Study used the generated link by SurveyMonkey, an online survey tool for 

targeted study participants (SurveyMonkey, 2022).  

The participant requirement includes at least two years of previous and current 

working experience, including a current residency in the United States. In addition, 

eligible participants must be at least eighteen years old and above. 

Most explicitly, diversity and inclusion were reinforced in the federal workforce 

when President Obama signed an Executive Order in 2011. Contrastingly, Florida 

Governor Ron DeSantis recently signed the bill to defund Florida public colleges' 

diversity, equity, and inclusion (DEI) programs. DeSantis viewed his action of defunding 

DEI as inappropriate use of tax dollars (DeSantis, R. ABC Action News, 2023). The 

general population and the federal workforce must catch up in diversity and inclusion 

management practices, yet the global workforce is becoming increasingly diverse. 

Concurrently, no measuring theories evaluating leadership's effect on leading diversity 

and inclusive management are substantiated (Settles, 2016). Previous research studies 

provide resources to achieve an inclusive, diversified workplace social environment, 

provide justice among employees, and avoid inappropriate management. However, an 

existing problem still needs to be empirically tested the relational effect of diversity and 

inclusion management on organizational commitment. Consequently, additional studies 

on how the relationship between diversity and inclusion management mediate employee 

attitudes of satisfaction, motivation, and organizational commitment are needed (Settles, 

2016; Konrad et al., 2021). 
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Summary of Findings 

This study examined whether the lack of diversity and inclusion management 

affects organizational commitments rather than their interest in diversity and inclusion 

management. A national sample of 120 minority immigrants focused on Nigerian 

American immigrant participants who completed the survey was studied. The two 

independent (predictor) variables are Diversity Management Inventory (DMI) and 

Inclusion Management Inventories (IMI). In addition, the organizational Commitment 

Inventory (OCI) was used to measure one dependent (criterion) variable within the 

United States. 

The study adopted the 2018 federal employee viewpoint questionnaire instrument 

(FEVS), initially designed to assess the federal and public employees' perceptions of 

organizational cultures, diversity, and inclusive management and practices. The FEVS 

questionnaire enables employees to express their perceptions regarding workplace 

conditions and effectiveness-related outcomes, including turnover intentions, job 

satisfaction, and organizational commitment. The 88-item survey questionnaire has four 

categories:11 employees' demographic screening questions, 41 diversity-related 

questions, and 21 inclusion-related questions administered entirely via the survey 

monkey websites, social media, and selected individual emails. The study used a bivariate 

correlation and multiple regression analyses, called the sequential MRA (hierarchical 

MRA) model in SPSS version 25, to test (1) the outlined hypotheses and (2) a model of 

diversity and inclusion management's effect on organizational commitment. 

The priori power analysis indicated that a total sample size of 101 was needed to 

reach .80. The criterion power of the priori used an alpha α = .05. The effect size of the 
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priori used was R2 (p2) = .09, with the planned sample size of one- hundred and twenty 

(120) qualified participants. The study assessment met all assumptions regarding multiple 

regression analysis. Data included one dependent (criterion) variable measured on a 

continuous scale and two independent (predictor) variables. The assessment indicated no 

missing values or univariate and multivariate outliers.  

Multicollinearity assessment used collinearity statistics, tolerance, and the 

variance inflation factor (VIF), which was absent. Also, the study assessed normality, 

linearity, and homoscedasticity of residuals, partially indicating normality range using 

regression plot, scatter plot of regression standardized residual against regression 

standardized predicted value. Next, following assessment for sequential multiple 

regression, the linear relationship and bivariate correlation of the predictor variables to 

the criterion variable to the organizational commitment was tested; the findings were: 

DMI and OCI (ꭇ=.639) and IMI and OCI (ꭇ=.747). In the sig (1-tailed) OCI row, both 

predictor variables (DMI and IMI) reflected significant relationships (p = .000 or p < .05) 

with OCI. Model 1 of the sequential MRA included the DMI scale only and thereby 

became a significant predictor variable of OCI, R = .639, Ƒ(1, 118) = 81.251, p <.05. 

Then, the IMI variable was added to the DMI variable, resulting in a significant Model 2. 

However, the IMI variable was also a significant predictor of OCI and significantly 

contributed to the model, ΔR2 = .163, Ƒ(1, 117) = 44.475, p < .05. 

The finding indicates that an increase in Diversity and Inclusion management 

significantly increases the effect of organizational commitment, β = .175, t (118) = 1.893,  

p < .05. However, the relationship of interests in Inclusion management greater 

significantly predicts an increased effect on organizational commitment, β = .615, t(118) 
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= 6.669, p < .05. The alternative hypothesis was supported; Organizations promoting 

diversity and inclusive culture will significantly improve organizational commitment.  

Discussion of Findings 

The study findings support the assertion that Leaders who practice diversity and 

inclusion in workgroups and social environments experience higher employee creativity, 

innovative climate, and employee commitment (Farrukh et al., 2016; Jin et al., 2017; 

Wang et al., 2013). In addition, the level of employee organizational commitment is 

higher in an employee-leader relationship, especially with transformational leaders' 

ability to positively mediate between diversified workers, social environment, and 

innovative climates (Wang et al., 2013; Kamanzi et al., 2021; Alvarez & Alvarez; 

Konrad, 2021). Finally, the study reviews diversity and inclusion management articles, 

theories, literature, and preliminary research studies on the effect of diversity policy and 

inclusive management complex phenomenon on organizations, immigrants, and 

minorities (David et al., 2019; Innstrand et al., 2022; Nigel, 2005).  

Paradox theory is a contradictory phenomenon that explains interrelated elements 

existing simultaneously, persisting over time, and seem logical when considered in 

isolation but irrational, inconsistent, and absurd when juxtaposed (Smith & Lewis, 2011). 

The paradoxical management issues warrant a new, advanced leadership model 

incorporating diversity and inclusive leadership theories (Eagly & Chin, 2010). The study 

reviewed the literature on the paradoxical effect of managing diversified and societally 

inclusive workplaces to recognize individuals' needs for belonging and distinctiveness 

(Grigoryan, 2019; Nigel, 2005; Qiaoqin, 2018; Eib et al., 2015; Kumar et al., 2009). 

Paradox theory is a contradictory phenomenon that explains interrelated elements 
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existing simultaneously, persisting over time, and seem logical when considered in 

isolation but irrational, inconsistent, and absurd when juxtaposed (Smith & Lewis, 2011). 

The paradoxical management issues warrant a new, advanced leadership model 

incorporating diversity and inclusive leadership theories (Eagly & Chin, 2010) 

Finally, one must remember that it is in God's infinite wisdom that God 

determines where (Geographical location) and the boundaries of an individual's 

nationality before the creation; God also calls for relocation (New International Version 

Bible, 2022/1959, Acts 17:26). "God works in diverse ways, but the same God does the 

work in all of us." Diversity is God's revelation of beauty and the unity of global oneness 

in nature. Therefore, as God intended, diversity necessitates individuals to make every 

effort to approach diverse relationships with patience, gentleness, and humility and to 

bear with one another using the bond of peace to keep spiritual unity. There is one body, 

Spirit, hope, Lord, faith, and baptism: one God and Father, overall and all (New 

International Version Bible, 2022/1959, 1 Corinthians 12:6; Ephesians 4:2-6). 

Implications 

Most businesses and organizations have easily practiced diversity and inclusive 

management. However, diversity and inclusive leadership have become challenging and 

complex, especially for public organizations, due to their homogeneous potential 

employees, making it harder for leaders to adapt to the new and changing environment. 

However, increased job satisfaction, self-realization, career advancement, a higher sense 

of employee well-being, and low turnover intent are related to successful diversity and 

inclusive management (Jin et al., 2017; Mor Barak & Levin, 2002; Cherin, 1998). 

Organizations needing more diversity and inclusion culture consistently need help to 
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minimize turnover rates, are unable to retain high-quality employees, and need more 

creativity to access the tools needed. The most conspicuous issue is the inability to 

consistently reward deserving employees due to employees' dissatisfaction with the lack 

of a leader's style of managing diversity and inclusion (Light, 2008; Settles, 2016; Lewis, 

1991; Jin et al., 2017). Leadership at all levels undergoes diversity challenges and 

societal-level conflicts, especially regarding organizational leaders seeking improved 

opportunities among minority groups (Konrad et al., 2021). Efforts to maintain fairness 

perceptions among Indigenous employees lead to paradoxical issues in leaders' efforts to 

instill diversity values based on talent and ability. (Konrad et al., 2021). 

The global workplace, community, and social context are increasingly becoming 

diverse, yet leadership theories still need to explore the paradox of diversity and inclusion 

management issues (Chin & Sanchez-Hucles, 2007; Eagly & Chin, 2010 ). Positive 

Diversity management incurs creativity and innovations that provide the basis for 

competitive advantage. On the other hand, negative diversity management causes 

suspicion, misunderstanding, and workplace conflicts, resulting in employee absenteeism, 

poor product quality, low morale, and loss of competitive motivation. 

Organizations seeking competitive advantage face a paradox: Leaders who 

embrace diversity risk workplace conflict and avoid diversity risk losing the competitive 

edge. Diversity and inclusion, however self-contradictory yet, leads to higher 

opportunities than challenges when managing a paradoxical situation, yet inclusiveness 

positively relates to creativities, organizational success, and stability (Nigel, 2005; Jin et 

al., 2017; Mor Barak & Levin, 2002 ). Florida Governor Ron DeSantis recently signed 

the bill to defund Florida public colleges' diversity, equity, and inclusion (DEI) programs. 
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DeSantis stated on Monday, May 15, 2023, as he  signed legislation to defund DEI 

programs at all state universities, that DEI is a "distraction from the core classical mission 

of what a university is supposed to be "standing for discrimination, exclusion, and 

indoctrination, and that has no place in our public institutions." At a news conference in 

Sarasota, DeSantis suggested that whoever desired gender ideology study attend the 

Berkeley University of California (DeSantis, R. ABC Action News, 2023). 

 

 

 

Limitations 

Despite its claims toward equality and inclusion, diversity management received 

criticism for its historical and individualized view of diversity. Instead of directly 

addressing the historical and material conditions that serve as the basis for inequality in 

the workplace, diversity management purports to achieve inclusion by focusing on the 

qualities that the individual worker brings (Park, 2020). Diversity alone indicates 

unilateral forces of fulfillment. However, when diversity integrates with inclusion, the 

reward and value create hope for organizations during the current diverse surge of 

associates (Ely & Thomas, 2001). Diversity management based on merit manifests in 

paradoxical interaction where identity validation threatens Indigenous groups and vice 

versa. However, a balanced combination of diversity management principles and values 

simultaneously creates organizational deceitfulness to fulfill diversity, merit, and skills 

pressures (Konrad et al., 2021). 
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The relationship between skills, values, merit, and diversity is paradoxical. Values 

and tradition are the standards for measuring the level of commitment indicative of 

achievement, altruism, financial security, actions, ambition, courage, and honesty (Ajzen, 

2001). Values drive attitudes and motivation as they reinforce enduring desires and 

purposes, the essence of employees' commitment expressed in diversity, inclusion, and 

organizational theories (DiMaggio & Powell, 1983). The study's significance includes 

ways to manage the polarity of diversity and inclusion within societies, teams, and group 

members, workplace social environment, and freedom of self-identity expression.  

Recommendations for Future Research 

The relational gap between employees' perceived fairness of inclusive 

management could be bridged when future researchers focus on research designs that 

provide longitudinal experimental research designs to assess the causal relationships 

between variables and use larger diverse representation samples to generalize their 

findings. Exploring whether other cultures manifest similar immigration policy effects 

will be essential. Other populations compare the effect of immigration on their 

psychological and physiological well-being, the system of acculturation groupings, 

employment turnovers, and the level of self-efficacy. Future researchers are encouraged 

to fully explore how Immigration policy manifests with other international immigrants' 

outcome predictors of stress relating to acculturation processes and groupings, 

employment turnovers, and level of self-efficacy, racial and ethnic identity in a single 

study. 

Further insight into the outcome predictor distinction between the variables, 

because in most cases, solid social support networks are not immune to the effects of 
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acculturative stress. This current study supplies the framework for future research to 

explore. The snowballing effects of the host nation's immigration policy led to 

acculturation stressors, mental health, and other physical health issues compared to 

African migrants individually and collectively. The existing relational gap between 

employees' perceived fairness of inclusive management could be bridged when future 

researchers focus on longitudinal experimental research designs. For example, to assess 

the causal relationships between variables when larger diverse representation samples to 

generalize their findings (Park, 2020). 
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Summary 

This quantitative study examines the relational effect of diversity and inclusion 

management on organizational Commitment. The study used SurveyMonkey's online 

Survey invitations to invite respondents. The author collected one hundred thirty-five 

respondents, where one hundred and twenty responses met all criteria with a 

demographic response rate of 65.8 percent Nigerian American immigrants and 34.2 

percent American Minority Immigrants. Multiple regression analysis was employed to 

assess the variation in the types of relational effects between diversity and inclusive 

management on organizational Commitment. The findings indicate a positive impact of 

diversity management; however, the relational impact of inclusion management revealed 

a higher positive relational effect on organizational Commitment. The statistical analysis 

showed that inclusive leadership is more beneficial in mediating the relationship between 

organizational Commitment than mere diversity management: 

The Study findings support researchers' organizational effectiveness in advancing 

diversity, equity, and inclusion management efforts. The study findings shed light on the 

often-controversial individual understanding and perspective regarding diversity and 

inclusion management and how much variation in affective organizational Commitment 

can be explained by diversity and inclusive leadership improvement. Cultural norms and 

behavioral differences affect networks within organizations and institutions. Inclusive 

organizational culture impacts practice, process, policy, and organizational cultural 

planning and increases institutional benefit when fully inclusive. With such an 

understanding of the effect of diversity and inclusion management terms, Organizational 

leadership, management, and IRS offices can provide a cohesive perspective and focus 
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through the study's observed quantitative data to share a collective mindset and effectual 

lasting change. 

Originality/value: This study's contributions include filling a gap in HR 

management, cultural diversity, and organization literature, in which empirical studies on 

the relationship between diversity and inclusion leadership on organizational 

Commitment until now. Study has become a tool for institutions' educational learning. It 

adds to organizational psychology and management literature where previously limited 

empirical studies on the relational effect between organizational Commitment, inclusion, 

and diversity management until now. However, an indication of an individual's need to 

belong and distinctiveness exemplified in the long-standing systematic disadvantage, 

ethnicity, and diversity-related race within societies like the Black Lives Matter and the 

#MeToo movement indicates inequalities. The movements seek recognition of 

Indigenous groups' rights to gender and to understand how individuals from diverse 

backgrounds can live together productively (Stephan & van de Vijver, 2020). Moreover, 

the prevalent tensions between the kind of support received create separation and 

uncertainty, particularly during immigrational shifting memberships in known cultural 

values to host country and organizational cultures. 

Inclusive leaders strive to alleviate the stigma of disadvantaged groups in their 

wider national environment and increase collaboration among individuals, team 

members, social groups, and organizations across national and cultural boundaries. Also, 

inclusive leaders strive to instill belongingness, individualism, and uniqueness to enhance 

workplace diversity (Jin et al., 2017; Mor Barak, 2011; Shore et al., 2011; Gotsis & 

Grimani, 2016). The federal workforce is yet to catch up in diversity and inclusion 
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management practices as the global workforce is increasingly becoming diverse (Jin et 

al., 2017; Settles, 2016; Daya & April, 2014). There has yet to be a substantive study 

report on the precedent and current theories that extensively examine the relational effect 

of diversity and inclusive management on organizational commitment (Settles, 2016; 

Daya & April, 2014). Diversity is the presence of differences among a national social unit 

(Jackson et al., 1995). Diversity and inclusive management are the principal factors in 

organizational culture since, globally, organizations consistently grow more diverse in 

terms of national origin, gender, race, ethnicity, age, behavior, and identifiable 

distinguishing characteristics of social members (Shaw & Barrett‐Power, 1998). In the 

twenty-first century, workforce diversity comprises individuals with different values, 

needs, attitudes, desires, and cultural behaviors (Deluca & McDowell, 1992; Morrison, 

1992; Rosen & Lovelace, 1991; D'Netto & Sohal, 1999).  
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APPENDIX A 

SURVEY QUESTIONNAIRE 

Screening & Demographics (Control Variables) Questions 
------------------------------------------------------------------- 
 
1. Are you: 

* Male 
* Female 

2. Please select the racial category or categories you most closely identify (mark as many 
as apply). 
  -American Indian or Alaska Native 
  -Asian 
  -Black or African American 

-Native Hawaiian or Other Pacific Islander 
  -White 
  -Hispanic or Latino 
3. What is your age group? 
 -17 and under 

- 18-25 years old 
- 26–29 years old 
- 30–39 years old 
- 40–49 years old 
- 50–59 years old 
- 60 years or older 

4. Are you a Nigerian-American immigrant? 
 * Yes 
 *No 
5. How long have you been with your current job 
 - Less than one year 
 - 1 to 3 years 
 - 4 to 5 years 
 - 6 to 10 years 
 - 11 to 14 years 
 - 15 to 20 years 
 - More than 20 years 
6. Is your residency currently in the United States? 
 * Yes 
 * No 
7.  What is the highest degree or level of education you have completed? 

* Less than High School 
* High School Diploma/GED or equivalent 
* Trade or Technical Certificate 
* Some College (no degree) 
* Associate degree (e.g., AA, AS) 
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* Bachelor's Degree (e.g., BA, BS) 
* Master's Degree (e.g., MA, MS, MBA) 
* Doctoral/Professional Degree (e.g., Ph.D., MD, JD) 

8. What is your US military service status? 
- No Prior Military Service 
- Currently in National Guard or Reserves 
- Retired 
- Separated or Discharged 

9. Are you an individual with a disability? 
- Yes 
- No 

10. Where do you work? 
- Headquarters 
- Field 
- Onsite 
- Virtual 

11. What is your supervisory status? 
*Non-Supervisor: You do not supervise other employees. 
*Team Leader: You are not an official supervisor; you provide employees with 

day-to-day guidance in work projects but do not have supervisory responsibilities or 
conduct performance appraisals. 

*Supervisor: You are a first-line supervisor responsible for employees' 
performance appraisals and leave approval. 

*Manager: You are in a management position and supervise one or more 
supervisors. 

*Senior Leader: You are the head of a department/agency or a member of the 
immediate leadership team responsible for directing the policies and priorities of the 
department/agency. May hold either a political or career appointment and typically is a 
member of the Senior Executive Service or equivalent. 

 
Independent Variable #1: Diversity Management (DMI) 

 
Individual Opinions and Work Experience  
Strongly Agree; Agree; Neither Agree nor Disagree; Disagree; Strongly Disagree 
11. I am allowed to improve my skills in my organization. 
 12. I have enough information to do my job well. 
 13. I feel encouraged to develop new and better ways of doing things. 
 14. My work gives me a feeling of personal accomplishment. 
15. I like the kind of work I do. 
 16. I understand expectations of me on the job. 
 17. When needed, I am willing to put in extra effort to get the job done. 
 18. I am constantly looking for ways to do my job better 
19. I have sufficient resources (people, materials, and budget) to complete my job. 
20. My workload is reasonable. 
21. My talents are used well in the workplace. 
22. I know how my work relates to the agency's goals. 
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23. The work I do is essential. 
24. Physical conditions (for example, noise level, temperature, lighting, and cleanliness in 
the workplace) allow employees to perform their jobs well. 
25. My performance appraisal is a fair reflection of my performance. 
26. I am accountable for achieving results 
27. I can disclose a suspected violation of any law, rule, or regulation without fear of 
reprisal. 
28. My training needs are provided. 
29. In my most recent performance appraisal, I understood what I had to do to improve at 
different performance levels (for example, Fully Successful, Outstanding). 
30. The people I work with cooperate to get the job done. 
31. My work unit can recruit people with the right skills. 
32. Promotions in my work unit are based on merit. 
33. My work unit takes steps to deal with poor performers who cannot or will not 
improve. 
34. In my work unit, differences in performance are recognized in a meaningful way. 
35. Awards in my work unit depend on how well employees perform their jobs. 
36. Employees in my work unit share job knowledge. 
37. The skill level in my work unit has improved in the past year. 
38. How would you rate your work unit's overall quality? 
39. My work unit has job-relevant knowledge and skills to accomplish organizational 
goals. 
40. Employees feel personal empowerment concerning work processes. 
41. I believe the results of this survey will make my agency a better place to work 
42. Employees are recognized for providing high-quality products and services. 
43. Creativity and innovation are rewarded. 
44. Pay raises depend on how well employees perform their jobs. 
45. Policies and programs promote diversity in the workplace (for example, recruiting 
minorities and women, training in awareness of diversity issues, and mentoring). 
46. Employees feel protected from health and safety hazards on the job. 
47. My organization has prepared employees for potential security threats. 
48. Arbitrary action, personal favoritism, and coercion for partisan political purposes are 
unacceptable. 
49. Prohibited Personnel Practices (for example, illegally discriminating for or against 
any employee/applicant, obstructing a person's right to compete for employment, 
knowingly violating veterans. 
preference requirements) are not tolerated. 
50. My agency is successful at accomplishing its mission. 
51. I recommend my organization as an excellent place to work. 

Independent Variable #2:  Inclusive Management (IMI) 
Employees’ Perceptions of Leadership and Satisfaction 
Strongly Agree; Agree; Neither Agree nor Disagree; Disagree; Strongly Disagree 
52. My supervisor supports my need to balance work and other life issues. 
53. My supervisor provides me with opportunities to demonstrate my leadership skills. 
54. Discussions with my supervisor about my performance are worthwhile. 
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55. My supervisor is committed to the workforce representative of all segments of 
society. 
56. My supervisor provides constructive suggestions to improve my job performance. 
57. Supervisors in my work unit encourage employee development. 
58. My supervisor listens to what I have to say. 
59. My supervisor treats me with respect. 
60. my supervisor has talked with me about my performance in the last six months. 
61. I have trust and confidence in my supervisor. 
62. Overall, how good of a job do you feel is being done by your immediate supervisor? 
63. In my organization, senior leaders generate high levels of motivation and 
commitment in the workforce. 
64. My organization's senior leaders maintain high standards of honesty and integrity. 
65. Supervisors work well with employees from different backgrounds. 
66. Managers communicate the goals of the organization. 
67. Managers review and evaluate the organization's progress toward meeting its goals 
and objectives. 
68. Managers promote communication among different work units (for example, about 
projects, goals, and needed resources). 
69. Managers support collaboration across work units to accomplish work objectives. 
70. Overall, how good a job do you feel is being done by the manager directly above your 
immediate supervisor? 
71. I have a high level of respect for my organization's senior leaders. 
72. Senior leaders demonstrate support for Work/Life programs. 
 

Dependent Variable: Organizational Commitment (OCI) 
 

Employees’ Perceptions of the Organization 
Strongly Agree; Agree; Neither Agree nor Disagree; Disagree; Strongly Disagree 
73. How satisfied are you with your involvement in decisions that affect your work? 
74. How satisfied are you with the information you receive from management on what is 
going on in your organization? 
75. How satisfied are you with recognition for doing an excellent job? 
76. How satisfied are you with the policies and practices of your senior leaders? 
77. How satisfied are you with your opportunity to get a better job in your organization? 
78. How satisfied are you with the training you receive for your present job? 
79. Considering everything, how satisfied are you with 
your job? 
80. Considering everything, how satisfied are you with 
your pay? 
81. Considering everything, how satisfied are you with 
your organization? 
82. How satisfied are you with the following Work/Life programs in your agency? 
Telework 
83. Alternative Work Schedules (AWS) (AWS, for example,  
compressed work schedule or flexible work schedule). 
84. Health and Wellness Programs (for example, onsite exercise,  
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flu vaccination, medical screening, CPR training, health, and wellness fair) 
85. Employee Assistance Program (EAP, for example, short [1] term counseling, referral 
services, legal services, information services) 
86. Child Care Programs (for example, childcare centers,  
parenting classes, and support groups, backup care, flexible  
spending account) 
87. Elder Care Programs (for example, elder/adult care,  
support groups, speakers) 
88. How often do you telework. 
 

APPENDIX B 

 SAMPLE REQCRUITMENT AND REMINDER EMAILS 

Sample Recruitment Email 
 

 
Dear Recipient: 

As a graduate student in the School of Behavioral Sciences at Liberty University, 

I am conducting research as part of the requirements for a Philosophy of Industrial 

Organization Psychology degree (Ph.D.). My research aims to employ a quantitative 

study that examines the relational effect of diversity and inclusion management on 

organizational commitment and whether organizations that implement diversity and 

inclusion management predict a higher rate of organizational commitment. 

 This study focuses on Nigerian American Immigrants and uses Nigerian 

American immigrants' experiences as an example to shed light on the shared similarity of 

the experiences with the trans-Sahara Africans, African Americans, and international 

immigrants, and I am writing to invite eligible participants to join my study.  

Participants must be Nigerian American immigrants, have a minimum of two 

years of previous and current working experience, currently reside in the United States, 

and must be at least eighteen years old. It should take 15-25 minutes to complete the 
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survey. Participation will be completely anonymous, and identifying personal 

information will not be collected. To participate, please click here 

https://www.surveymonkey.com/r/L9BFKGV to online survey and complete the survey. 

A consent document is provided as the first page of the survey. The consent 

document contains additional information about my research. After you have read the 

consent form, please click the link to proceed to the survey. Doing so will indicate that 

you have read the consent form and would like to take part in the survey. 

 Sincerely, 

 Clara I. Stephens  
Ph.D. Student @ Liberty University 
Lynchburg, VA. 

 
 

APPENDIX C 

Recruitment Follow-Up Email 
------------------------------------------------------------------------------------ 

Dear Recipient: 
 
As a graduate student in the School of Behavioral Sciences at Liberty University, 

I am conducting research as part of the requirements for a Philosophy of Industrial 

Organization Psychology degree (Ph.D.). My research aims to employ a quantitative 

study that examines the relational effect of diversity and inclusion management on 

organizational commitment and whether organizations that implement diversity and 

inclusion management predict a higher rate of organizational commitment. 

An email was sent to you inviting you to participate in a research study. This 

reminder email serves to remind you that your opinions as a Nigerian American 

Immigrants Matter on this Study Employee Viewpoint Survey are a vital opportunity to 

help guide your employer and leaders of organizations and social places to focus on 

https://www.surveymonkey.com/r/L9BFKGV
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improvement in the coming years. If you would like to participate and have not already 

done so, the deadline for participation is 03/2023. 

Participants must be Nigerian American immigrants, have a minimum of two 

years of previous and current working experience, currently reside in the United States, 

and must be at least eighteen years old. It should take 15-25 minutes to complete the 

Survey. Participation will be completely anonymous, and identifying personal 

information will not be collected.  

To participate, please click here: https://www.surveymonkey.com/r/L9BFKGV to 

complete the survey. 

A consent document is provided as the first page of the survey. The consent 

document contains additional information about my research. After you have read the 

consent form, please click the link to proceed to the survey. Doing so will indicate that 

you have read the consent form and would like to participate in the survey. 

 
Sincerely, 
Clara I. Stephens  
Ph.D. Student @ Liberty University 
Lynchburg, VA. 

 
 

 

 

 

 

 

 

https://www.surveymonkey.com/r/L9BFKGV
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APPENDIX D 

Social Media Recruitment [Facebook]   
 

ATTENTION FACEBOOK FRIENDS: I am conducting research as part of the 

requirements for a Doctor of Behavioral Sciences· Psychology at Liberty University. My 

research aims to employ a quantitative study that examines the relational effect of 

diversity and inclusion management on organizational commitment and whether 

organizations that implement diversity and inclusion management predict a higher rate of 

organizational commitment. My research aims to focus on Nigerian American 

Immigrants and use Nigerian American immigrants' experiences as an example to shed 

light on the shared similarity of the experiences with trans-Sahara Africans, African 

Americans, and international immigrants. 

To participate, you must be: 

 1.        Nigerian American/minority immigrants, 

2.         At least eighteen years old. 

3.        Currently reside in the United States. 

4.        Have at least two years of previous and current working experience. 

Participants will be asked to complete a multiple-question survey. The survey 

should take 15-25 minutes to complete. Participation will be completely anonymous, and 

identifying personal information will not be collected. 

If you would like to participate and meet the study criteria, please click the link 

here to access your Survey https://www.surveymonkey.com/r/L9BFKGV. 

https://www.surveymonkey.com/r/L9BFKGV
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 Please forward this link to all qualified candidates known to you, and your efforts will be 

appreciated. If the link does not take you directly to your Survey, copy and paste the 

following into a browser window: www.surveymonkey.com/r/L9BFKGV 

The researcher conducting this study is Clara Iyabo Stephens. You may ask any 

questions you have now. If you have questions later, you are encouraged to contact her 

email at . A consent document is provided on the first page of 

the Survey. Taking part in this research survey is voluntary. 

 APPENDIX E 

Consent To Participant in Research Study Survey 

Title of the Project:  

The Paradoxical Effect of National Diversity and Inclusion Management on 

Organizational Commitment  

Principal Investigator:  

Clara Iyabo Stephens, Doctoral Candidate with Liberty University, School of 

Behavioral Sciences, Liberty University, Lynchburg, Virginia 

Invitation to be Part of a Research Study 

You are invited to participate in a research study. To participate, you must: 

1. Be a Nigerian American Immigrants, 

2.  Be at least eighteen years old. 

3. Currently reside in the United States 

4. Have a minimum of two years of previous and current working 

experience. 

http://www.surveymonkey.com/r/L9BFKGV
https://www.surveymonkey.com/r/L9BFKGV
https://www.surveymonkey.com/r/L9BFKGV
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Taking part in this research project is voluntary. Please read this entire form and 

ask questions before deciding whether to participate in this research. 

What is the study about and why is it being done? 

This study focuses on Nigerian American Immigrants and uses Nigerian 

American immigrants' experiences as an example to shed light on the shared similarity of 

the experiences with the trans-Sahara Africans, African Americans, and international 

immigrants.  

My research aims to employ a quantitative study that examines the relational 

effect of diversity and inclusion management on organizational commitment and whether 

organizations that implement diversity and inclusion management predict a higher rate of 

organizational commitment. 

What will happen if you take part in this study? 

 If you agree to be in this study, I will ask you to do the following:  

1. Complete an anonymous online survey that will take 15-25 minutes.  

How could you or others benefit from this study? 

Participants should not expect a direct benefit from participating in this study. 

Benefits to society include providing educational information to TED Talks, institutions, 

government, and organizational platforms. 

What risks might you experience from being in this study? 

The anticipated risks from participating in this study are minimal, which means 

they are equal to the risks you would encounter in everyday life. 

How will personal information be protected? 
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The records of this study will be kept private. Research records will be stored 

securely, and only the researcher will have access to the records. 

• Participant responses will be anonymous. 

• Data will be stored on a password-locked computer within SurveyMonkey’s 

secure account. Only the researcher will access the stored data using a personal 

username and hard-to-guess mnemonic password known only by the researcher.   

Is study participation voluntary? 

Participation in this study is voluntary. Your decision whether to participate will not 

affect your current or future relations with Liberty University. If you decide to 

participate, you are free to not answer any questions or withdraw before submitting the 

survey without affecting those relationships.  

What should you do if you decide to withdraw from the study? 

If you choose to withdraw from the study, please exit the survey and close your internet 

browser. Your responses will not be recorded or included in the study. 

Whom do you contact if you have questions or concerns about the study? 

The researcher conducting this study is Clara Iyabo Stephens. You may ask any 

questions you have now. If you have questions later, you are encouraged to contact her 

email at . You may also contact the researcher’s faculty 

sponsors, Gilbert Franco and Michael Murphy, at  and 

, respectively. 
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Whom do you contact if you have questions about your rights as a research 

participant? 

If you have any questions or concerns regarding this study and want to talk to 

someone other than the researcher, you are encouraged to contact the IRB. Our physical 

address is Institutional Review Board, 1971 University Blvd., Green Hall Ste. 2845, 

Lynchburg, VA, 24515; our phone number is 434-592-5530, and our email address is 

irb@liberty.edu. 

 
Disclaimer: The Institutional Review Board (IRB) is tasked with ensuring that 

human subjects research will be conducted ethically as defined and required by federal 

regulations. The topics covered and viewpoints expressed or alluded to by student and 

faculty researchers are those of the researchers and do not necessarily reflect the official 

policies or positions of Liberty University. 

Your Consent 

Before agreeing to be part of the research, please be sure that you understand 

what the study is about. Be sure to print a copy of the document for your records. If you 

have questions about the survey later, you can contact the researcher using the 

information above. 
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APPENDIX F:  

LEADERSHIP QUESTIONNAIRE 

APPENDIX F EXAMPLE #1 

LEADERSHIP TRAIT QUESTIONNAIRE (LTQ) 

Instructions:  

This questionnaire aims to measure personal characteristics of 

leadership. The questionnaire should be completed by the leader and five 

people who are familiar with the leader. Make five additional copies of this 

questionnaire. You and five people should complete this questionnaire you 

know (e.g., roommates, coworkers, relatives, and friends). Using the following 

scale, have everyone indicate the degree to which he or she agrees or disagrees 

with each of the 14 statements below. Do not forget to complete one for 

yourself. 

 
   (leader’s name) is. 

 
 

Key:     1  
 

Two  
 

Three  
 

Four  
 

Five  
 disagree    agree 

 
1. Articulate: communicates effectively with others 1 2 3 4 5 

2. Perceptive: is discerning and insightful 1 2 3 4 5 

3. Self-confident: Beliefs in himself/herself and his/her ability 1 2 3 4 5 

4. Self-assured: is secure with self, free of doubts 1 2 3 4 5 

5. Persistent: stays fixed on the goals, despite interference 1 2 3 4 5 

6. Determined: Takes a firm stand, acts with certainty 1 2 3 4 5 

7. Trustworthy: is authentic and inspires confidence 1 2 3 4 5 

8. Dependable: is consistent and reliable 1 2 3 4 5 

9. Friendly: shows kindness and warmth 1 2 3 4 5 

10. Outgoing: Talks freely, gets along well w i t h  others 1 2 3 4 5 

11. Conscientious: is thorough, organized, and controlled 1 2 3 4 5 
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12. Diligent: is persistent, hardworking 1 2 3 4 5 

13. Sensitive: shows tolerance, is tactful and sympathetic 1 2 3 4 5 

14. Empathic: Understands others, identifies with others 1 2 3 4 5 
 

Scoring 

1. Enter the responses for raters 1, 2, 3, 4, and 5 in the appropriate columns 

as shown in example 2.1. The example provides hypothetical ratings to 

help explain how the questionnaire can be used. 

2. For each of the 14 items, compute the average for the five raters and 

place that number in the “average rating” column. 

3. place your scores in the “self-rating” column. 

APPENDIX F EXAMPLE 2 

LEADERSHIP TRAITS QUESTIONNAIRE RATINGS 
 

  
rater 

 

 
rater 

 

 
rater 

 

 
rater 

 

 
rater 

 

averag
e 

 

Self
-

 
1.   articulate 4 4 3 2 4 3.4 4 
2.    perceptive 2 5 3 4 4 3.6 5 
3.     self-

 
4 4 5 5 4 4.4 4 

4.    self-assured 5 5 5 5 5 5 5 
5.   persistent 4 4 3 3 3 3.4 3 
6.    determined 4 4 4 4 4 4 4 
7.    Trustworthy 5 5 5 5 5 5 5 
8.     dependable 4 5 4 5 4 4.4 4 
9.    Friendly 5 5 5 5 5 5 5 

10.   outgoing 5 4 5 4 5 4.6 4 
11.    

 
2 3 2 3 3 2.6 4 

12.   diligent 3 3 3 3 3 3 4 
13.    sensitive 4 4 5 5 5 4.6 3 
14.    empathic 5 5 4 5 4 4.6 3 
Source: reprinted (adapted version) from Northouse, P. G. (2019). Leadership: 
Theory & Practice (8th ed.). SAGE. 
 
Scoring Interpretation 
 

The scores you received on the LTQ provide information about how you 

see yourself and how others see you as a leader. The chart allows you to see where 

your perceptions are the same as those of others and where they differ. The 
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example ratings show how the leader self-rated higher than the observers on the 

articulate characteristic. On the second characteristic, perceptive, the leader 

self-rated higher than others. On the self-confidence characteristic, the leader 

self-rated quite close to others’ ratings but lower. There are no best ratings on 

this questionnaire. The purpose of the instrument is to give you a way to assess 

your strengths and weaknesses and to evaluate areas where your perceptions are 

congruent with those of others and where there are discrepancies. 

 

APPENDIX F EXAMPLE 3 

AUTHENTIC LEADERSHIP SELF-ASSESSMENT QUESTIONNAIRE 
Instructions: This questionnaire contains items about different dimensions of authentic 
leadership. There are no right or wrong responses, so please answer honestly. Use the following 
scale when responding to each statement by writing the number from the scale below that you 
feel most accurately characterizes your response to the statement. 

 
Key:   1  
Strongly 

di  

2  disagree 3  neutral 4  agree 5  
strongly 

 
1. I can list my three greatest weaknesses. 1 2 3 4 5 
2. My actions reflect my core values. 1 2 3 4 5 
3. I seek others’ opinions before making up my mind. 1 2 3 4 5 
4. I openly share my feelings with others. 1 2 3 4 5 
5. I can list my three greatest strengths. 1 2 3 4 5 
6. I do not allow group pressure to control me. 1 2 3 4 5 
7. I listen closely to the ideas of those who disagree with 

 
1 2 3 4 5 

8. I let others know who I truly am as a person. 1 2 3 4 5 
9. I seek feedback to understand who I am as a person.  

1 
 
2 

 
3 

 
4 5 

10. Other people know where I stand on controversial issues. 1 2 3 4 5 
11. I do not emphasize my point of view at the 

expense of others. 
 

1 
 
2 

 
3 

 
4 5 

12. I rarely present a “false” front to others. 1 2 3 4 5 
13. I accept the feelings I have about myself. 1 2 3 4 5 
14. My morals guide what I do as a leader. 1 2 3 4 5 
15. I listen very carefully to the ideas of others 

before making decisions. 
 

1 
 
2 

 
3 

 
4 5 

16. I admit my mistakes to others. 1 2 3 4 5 
 

Source: reprinted (adapted version) from Northouse, P. G. (2019). Leadership: 
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Theory & Practice (8th ed.). SAGE. 
Scoring 
1. sum the responses on items 1, 5, 9, and 13 ( self-awareness). 

2. sum the responses on items 2, 6, 10, and 14 (internalized moral perspective). 

3. sum the responses on items 3, 7, 11, and 15 (balanced processing). 

4. sum the responses on items 4, 8, 12, and 16 (relational transparency). 

Total Scores 
Self-awareness:    
Internalized Moral perspective:    
 Balanced processing:     
Relational Transparency:     

Scoring Interpretation 
This self-assessment questionnaire is designed to measure your authentic leadership by assessing 
four components of the process: self-awareness, internalized moral perspective, balanced 
processing, and relational transparency. By comparing your scores on these components, you 
can determine your stronger and weaker components in each category. You can interpret your 
authentic leadership scores using the following guideline: high  16–20 and low  15 and 
below. Scores in the upper range indicate stronger authentic leadership, whereas scores in 
the lower range indicate weaker authentic leadership. 

APPENDIX F EXAMPLE 4 

SERVANT LEADERSHIP QUESTIONNAIRE 
Instructions: select two people who know you in a leadership capacity, such as a 
coworker, fellow group member, or follower. Make two copies of this questionnaire 
and give a copy to everyone you have chosen. Using the following 7-point scale, ask 
them to indicate the extent to which they agree or disagree with the following 
statements as they pertain to your leadership. In these statements, “he/she” refers to 
you in a leadership capacity. 

 
Key: 1  strongly disagree  2  disagree.  
 3  disagree somewhat.  4  Undecided   
   5  agree somewhat.     6  agree.     
 7  strongly agree. 

 
1. others would seek help from him/her if they had a 

personal problem. 
1 2 3 4 5 6 7 

2. he/she emphasizes the importance of giving back 
to the community. 

1 2 3 4 5 6 7 

3. he/she can tell if something work-related is going 
 

1 2 3 4 5 6 7 
4. he/she gives others the responsibility to make 

essential job decisions. 
1 2 3 4 5 6 7 

5. he/she makes others’ career development a   priority. 1 2 3 4 5 6 7 
6. he/she cares more about others’ success than his/her 

 
1 2 3 4 5 6 7 

7. he/she holds high ethical standards. 1 2 3 4 5 6 7 
8. he/she cares about others’ well-being. 1 2 3 4 5 6 7 
9. he/she is always interested in helping people in the 

 
1 2 3 4 5 6 7 

10. he/she can think through complex problems. 1 2 3 4 5 6 7 
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11. he/she encourages others to handle essential work 
decisions on their own. 

1 2 3 4 5 6 7 

12. he/she is interested in making sure others reach their career 
 

1 2 3 4 5 6 7 
13. he/she puts others’ best interests above his/her own. 1 2 3 4 5 6 7 
14. he/she is always honest. 1 2 3 4 5 6 7 
15. he/she takes time to talk to others on a personal level. 1 2 3 4 5 6 7 
16. he/she is involved in community activities. 1 2 3 4 5 6 7 
17. he/she has a thorough understanding of the 

organization and its goals. 
1 2 3 4 5 6 7 

18. he/she gives others the freedom to handle difficult 
situations in their best way. 

1 2 3 4 5 6 7 

19. he/she provides others with work experiences that 
enable them to develop new skills. 

1 2 3 4 5 6 7 

20. he/she sacrifices his/her interests to meet others’ needs. 1 2 3 4 5 6 7 
21. he/she would not compromise ethical principles to 

meet success. 
1 2 3 4 5 6 7 

22. he/she can recognize when others are feeling down 
without asking them. 

1 2 3 4 5 6 7 

23. he/she encourages others to volunteer in the 
 

1 2 3 4 5 6 7 
24. he/she can solve word problems with new or creative 

 
1 2 3 4 5 6 7 

25. If others need to make crucial decisions at work, 
they do not need to consult him/her. 
 

1 2 3 4 5 6 7 

26. he/she wants to know about others’ career goals. 1 2 3 4 5 6  7 

27. he/she does what he/she can make others’ jobs 
easier. 

1 2 3 4 5 6 7 

28. he/she values honesty more than profits. 1 2 3 4 5 6 7 

Source: reprinted (adapted version) from Northouse, P. G. (2019). Leadership: 
Theory & Practice (8th ed.). SAGE. 
Scoring 
Using the questionnaires on which others assessed your leadership, take the separate 
scores for each item, add them together, and divide that sum by two. This will give you 
the average score for that item. For example, if a person assessed you at 4 for item 2, 
and person B marked you as a 6, your score for item 2 would be 5. 

once you have averaged each item’s scores, use the following steps to complete the 
scoring of the questionnaire: 

 
1. add up the scores for 1, 8, 15, and 22. This is your score for emotional healing. 

2. add up the scores for 2, 9, 16, and 23. This is your score for creating value for the 
community. 

3. add up the scores for 3, 10, 17, and 24. This is your score for conceptual skills. 

4. add up the scores for 4, 11, 18, and 25. This is your score for empowering. 

5. add up the scores for 5, 12, 19, and 26. This is your score for helping followers 
grow and succeed. 

6. add up the scores for 6, 13, 20, and 27. This is your score for putting followers 
first. 

7. add up the scores for 7, 14, 21, and 28. This is your score for behaving ethically. 

Scoring Interpretation 
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• High range: a score between 23 and 28 means you strongly exhibit this servant 
leadership behavior. 

• Moderate range: a score between 14 and 22 means you tend to exhibit this 
behavior in an average way. 

• Low range: a score between 8 and 13 means you exhibit this leadership behavior 
below the average or expected degree. 

• Extremely low range: a score between 0 and 7 means you are not inclined to 
exhibit this leadership behavior. 

The scores you received on the servant Leadership Questionnaire indicate the degree to 
which you exhibit the seven behaviors characteristic of a servant leader. You can use 
the results to assess areas where you have vital servant leadership behaviors and areas in 
which you may strive to improve. 
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TABLE 5 
 
The following Data are Used to Calculate the Regression Analysis,  Pearson 
Product-Moment, and Correlation. 
 

N Diversit
y_V 

Inclusion
_V 

OrgComm
itment_V 

ZDiversity_V ZInclusion
_V 

ZOrgCommit
ment_V 

MAH_1 

1 .32 .00 .07 -2.01630 -2.54580 -2.13170 6.50252 
2 .32 .00 .07 -2.01630 -2.54580 -2.13170 6.50252 
3 .34 .00 .80 -1.90721 -2.54580 .39482 6.48147 
4 .17 .05 .20 -2.67082 -2.39164 -1.67233 7.46328 
5 .37 .05 .00 -1.79812 -2.39164 -2.36139 5.72001 
6 .20 .10 .07 -2.56173 -2.23748 -2.13170 6.77869 
7 .39 .10 .51 -1.68904 -2.23748 -.58788 5.00633 
8 .24 .14 .47 -2.34356 -2.08332 -.75360 5.72346 
9 .41 .14 .33 -1.57995 -2.08332 -1.21297 4.34041 
10 .41 .19 .20 -1.57995 -1.92917 -1.67233 3.75786 
11 .54 .19 .07 -1.03451 -1.92917 -2.13170 4.13194 
12 .34 .24 .07 -1.90721 -1.77501 -2.13170 3.90011 
13 .44 .24 .13 -1.47086 -1.77501 -1.90202 3.19112 
14 .76 .24 .40 -.05273 -1.77501 -.98328 6.98717 
15 .56 .29 .07 -.92542 -1.62085 -2.13170 2.83190 
16 .56 .33 .47 -.92542 -1.46669 -.75360 2.22704 
17 .83 .33 .27 .27454 -1.46669 -1.44265 6.57362 
18 .54 .38 .13 -1.03451 -1.31254 -1.90202 1.72736 
19 .59 .38 .07 -.81634 -1.31254 -2.13170 1.79269 
20 .59 .38 .67 -.81634 -1.31254 -.06454 1.79269 
21 .51 .43 .33 -1.14360 -1.15838 -1.21297 1.51081 
22 .41 .48 .80 -1.57995 -1.00422 .39482 2.57774 
23 .59 .48 .20 -.81634 -1.00422 -1.67233 1.01651 
24 .76 .48 .00 -.05273 -1.00422 -2.36139 2.16039 
25 1.00 .48 .93 1.03815 -1.00422 .85419 8.48701 
26 .46 .52 .80 -1.36177 -.85007 .39482 1.92713 
27 .59 .52 .73 -.81634 -.85007 .16514 .79379 
28 .54 .57 .47 -1.03451 -.69591 -.75360 1.08672 
29 .88 .57 .00 .49271 -.69591 -2.36139 2.88622 
30 .66 .62 .73 -.48907 -.54175 .16514 .30851 
31 .56 .67 .87 -.92542 -.38759 .62451 1.07990 
32 .93 .67 .13 .71089 -.38759 -1.90202 2.48480 
33 .61 .71 .87 -.70725 -.23344 .62451 .70897 
34 .95 .71 .80 .81997 -.23344 .39482 2.35574 
35 .56 .76 .33 -.92542 -.07928 -1.21297 1.74437 
36 .66 .76 .73 -.48907 -.07928 .16514 .43374 
37 .83 .76 .67 .27454 -.07928 -.06454 .26556 
38 .61 .81 .87 -.70725 .07488 .62451 1.35856 
39 .63 .81 .07 -.59816 .07488 -2.13170 .99967 
40 .78 .81 .73 .05636 .07488 .16514 .00561 
41 .78 .81 .80 .05636 .07488 .39482 .00561 
42 .88 .81 .93 .49271 .07488 .85419 .44702 
43 .93 .81 1.00 .71089 .07488 1.08388 .99897 
44 .61 .86 .27 -.70725 .22904 -1.44265 1.84873 
45 .85 .86 .53 .38362 .22904 -.52391 .15560 
46 .85 .86 .80 .38362 .22904 .39482 .15560 
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47 .90 .86 .73 .60180 .22904 .16514 .47945 
48 .56 .90 .80 -.92542 .38319 .39482 3.56793 
49 .78 .90 .87 .05636 .38319 .62451 .27240 
50 .88 .90 .67 .49271 .38319 -.06454 .24307 
51 .90 .90 1.00 .60180 .38319 1.08388 .37376 
52 .93 .90 .87 .71089 .38319 .62451 .55965 
53 .51 .95 .53 -1.14360 .53735 -.52391 5.85357 
54 .61 .95 .53 -.70725 .53735 -.52391 3.15981 
55 .85 .95 .93 .38362 .53735 .85419 .28984 
56 .88 .95 .80 .49271 .53735 .39482 .30647 
57 .88 .95 .80 .49271 .53735 .39482 .30647 
58 .95 .95 1.00 .81997 .53735 1.08388 .68762 
59 1.00 .95 .80 1.03815 .53735 .39482 1.21774 
60 1.00 .95 .93 1.03815 .53735 .85419 1.21774 
61 1.00 .99 .80 1.03815 .64719 .39482 1.12055 
62 .37 1.00 .47 -1.79812 .69151 -.75360 12.95973 
63 .46 1.00 .80 -1.36177 .69151 .39482 8.70565 
64 .54 1.00 .80 -1.03451 .69151 .39482 6.09476 
65 .61 1.00 .80 -.70725 .69151 .39482 3.98072 
66 .66 1.00 .87 -.48907 .69151 .62451 2.84739 
67 .68 1.00 .80 -.37999 .69151 .39482 2.36354 
68 .68 1.00 .87 -.37999 .69151 .62451 2.36354 
69 .71 1.00 .80 -.27090 .69151 .39482 1.93489 
70 .73 1.00 .80 -.16181 .69151 .39482 1.56144 
71 .73 1.00 .80 -.16181 .69151 .39482 1.56144 
72 .76 1.00 .80 -.05273 .69151 .39482 1.24321 
73 .76 1.00 .87 -.05273 .69151 .62451 1.24321 
74 .78 1.00 .80 .05636 .69151 .39482 .98018 
75 .80 1.00 .80 .16545 .69151 .39482 .77235 
76 .80 1.00 .80 .16545 .69151 .39482 .77235 
77 .80 1.00 .80 .16545 .69151 .39482 .77235 
78 .83 1.00 .80 .27454 .69151 .39482 .61973 
79 .85 1.00 .80 .38362 .69151 .39482 .52232 
80 .85 1.00 .80 .38362 .69151 .39482 .52232 
81 .85 1.00 .80 .38362 .69151 .39482 .52232 
82 .85 1.00 1.00 .38362 .69151 1.08388 .52232 
83 .90 1.00 1.00 .60180 .69151 1.08388 .49311 
84 .93 1.00 .73 .71089 .69151 .16514 .56132 
85 .93 1.00 .73 .71089 .69151 .16514 .56132 
86 .93 1.00 .87 .71089 .69151 .62451 .56132 
87 .93 1.00 .87 .71089 .69151 .62451 .56132 
88 .95 1.00 .67 .81997 .69151 -.06454 .68473 
89 .95 1.00 .80 .81997 .69151 .39482 .68473 
90 .95 1.00 .80 .81997 .69151 .39482 .68473 
91 .95 1.00 .80 .81997 .69151 .39482 .68473 
92 .95 1.00 .87 .81997 .69151 .62451 .68473 
93 .95 1.00 .87 .81997 .69151 .62451 .68473 
94 .95 1.00 .93 .81997 .69151 .85419 .68473 
95 .95 1.00 1.00 .81997 .69151 1.08388 .68473 
96 .98 1.00 .80 .92906 .69151 .39482 .86335 
97 .98 1.00 .80 .92906 .69151 .39482 .86335 
98 .98 1.00 .87 .92906 .69151 .62451 .86335 
99 .98 1.00 .87 .92906 .69151 .62451 .86335 



   
 

164 

100 .98 1.00 .93 .92906 .69151 .85419 .86335 
101 .98 1.00 1.00 .92906 .69151 1.08388 .86335 
102 1.00 1.00 .67 1.03815 .69151 -.06454 1.09717 
103 1.00 1.00 .80 1.03815 .69151 .39482 1.09717 
104 1.00 1.00 .80 1.03815 .69151 .39482 1.09717 
105 1.00 1.00 .80 1.03815 .69151 .39482 1.09717 
106 1.00 1.00 .80 1.03815 .69151 .39482 1.09717 
107 1.00 1.00 .80 1.03815 .69151 .39482 1.09717 
108 1.00 1.00 .80 1.03815 .69151 .39482 1.09717 
109 1.00 1.00 .80 1.03815 .69151 .39482 1.09717 
110 1.00 1.00 .80 1.03815 .69151 .39482 1.09717 
111 1.00 1.00 .87 1.03815 .69151 .62451 1.09717 
112 1.00 1.00 .93 1.03815 .69151 .85419 1.09717 
113 1.00 1.00 .93 1.03815 .69151 .85419 1.09717 
114 1.00 1.00 .93 1.03815 .69151 .85419 1.09717 
115 1.00 1.00 .93 1.03815 .69151 .85419 1.09717 
116 1.00 1.00 1.00 1.03815 .69151 1.08388 1.09717 
117 1.00 1.00 1.00 1.03815 .69151 1.08388 1.09717 
118 1.00 1.00 1.00 1.03815 .69151 1.08388 1.09717 
119 1.00 1.00 1.00 1.03815 .69151 1.08388 1.09717 
120 1.0 1.0 1.0 1.03815 .69151 1.08388 1.09717 
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Participant’s Demographic Variables Categories 
 
TABLE 6 
 
Demographic Frequency Table 
 

Gender 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid Male 52 43.3 43.3 43.3 

Female 68 56.7 56.7 100.0 
Total 120 100.0 100.0  

 
Race category 

 
Frequen

cy Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid American Indian or 

Alaska Native 
3 

  
2.5 2.5 2.5 

Asian 4 3.3 3.3 5.8 
Black or African 
American 

104 86.7 86.7 92.5 

Native Hawaiian or 
Other Pacific 
Islander 

2 1.7 1.7 94.2 

Hispanic or Latino 7 5.8 5.8 100.0 
Total 120 100.0 100.0  

 
Current US Resident 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid Yes 120 100.0 100.0 100.0 

 

 
how long have you been with your job 

 
Frequenc

y Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid less than one 

year 
14 11.7 11.7 11.7 

1-3 years 27 22.5 22.5 34.2 
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4-5 years 22 18.3 18.3 52.5 
6-10 years 23 19.2 19.2 71.7 
11-14 years 16 13.3 13.3 85.0 
15-20 years 5 4.2 4.2 89.2 
More than 20 
years 

13 10.8 10.8 100.0 

Total 120 100.0 100.0  

 

 

 
What is your military status 

 
Frequen

cy Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid No Prior Military 

Service 
116 96.7 96.7 96.7 

Currently in National 
Guard/reserve 

3 2.5 2.5 99.2 

Separated or 
discharged 

1 .8 .8 100.0 

Total 120 100.0 100.0  

 

 

 
Age group 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid 18-25 8 6.7 6.7 6.7 

26-29 17 14.2 14.2 20.8 
30-39 24 20.0 20.0 40.8 
40-49 38 31.7 31.7 72.5 
50-59 22 18.3 18.3 90.8 
60-older 11 9.2 9.2 100.0 
Total 120 100.0 100.0  
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Nigerian American 
 

 
Frequenc

y Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid No 41 34.2 34.2 34.2 

yes 79 65.8 65.8 100.0 
Total 120 100.0 100.0  

 

 
What Is the Highest Level Of Education 

 

 
Freque

ncy 
Percen

t 
Valid 

Percent 
Cumulativ
e Percent 

Vali
d 

Less than High 
School 

2 1.7 1.7 1.7 

High school 
Diploma or 
Equivalent 

2 1.7 1.7 3.3 

Trade/Technical 
Certificate 

7 5.8 5.8 9.2 

Some College (no 
degree) 

6 5.0 5.0 14.2 

Associate degree 
(e.g., AA, AS) 

8 6.7 6.7 20.8 

Bachelor's Degree 
(e.g., BA, BS) 

45 37.5 37.5 58.3 

Master's Degree 
(e.g., MA, MS, 
MBA) 

35 29.2 29.2 87.5 

Doctoral/Profession
al Degree (e.g., 
Ph.D., MD.JD) 

15 12.5 12.5 100.0 

Total 120 100.0 100.0  
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Are you an individual with a disability 

 
Frequenc

y Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid No 115 95.8 95.8 95.8 

Yes 5 4.2 4.2 100.0 
Total 120 100.0 100.0  

 

 
 

Where do you work 

 
Frequenc

y Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid Headquarters 9 7.5 7.5 7.5 

Field 16 13.3 13.3 20.8 
Onsite 62 51.7 51.7 72.5 
Virtual 33 27.5 27.5 100.0 
Total 120 100.0 100.0  

 

 
What is your supervisory Status 

 
Frequenc

y Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid Non-

Supervisor 
25 20.8 20.8 20.8 

Team Leader 73 60.8 60.8 81.7 
Supervisor 10 8.3 8.3 90.0 
Manager 6 5.0 5.0 95.0 
Senior Leader 6 5.0 5.0 100.0 
Total 120 100.0 100.0  
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FIGURE 5 
Participant’s Demographic Variables Categories 
 
Bar Chart 
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